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ABSTRACT:-  Motivation is represented by all the reasons that generate voluntary actions, oriented towards 

a certain direction in order to reach well defined objectives. In other words, motivation refers to a set of forces 

that cause or mobilize the individual to engage in a given behavior. People's motivation differs both in level and 

intensity, but especially in terms of the types of motivations, of what guides people in their actions. 
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I. INTRODUCTION 
 The motivation of human resources can be considered as the fourth determinant of performance in the 

workplace and probably the most important of these. 

 Motivation can be viewed as a set of internal furniture that materializes in the form of goals and 

aspirations of individuals. This is conditioned by both external and environmental factors that are independent 

of individuals, as well as internal factors that pertain to the human nature of individuals, are subjective and can 
generate structural and functional changes on individuals. 

 In the specialized literature, over time, several theories of motivation have been formulated. They are 

very numerous and almost all come from different psychological trends of the 19th and 20th centuries. 

 

Analysis and synthesis of the concept of human resource 

1. The economic approach 

 The concept of resources designates, from the economic perspective, a "source or reserve of means that 

can be used", therefore they can also be defined as the sum of the material or human values that can be used in a 

certain context. From an economic perspective, these resources can be capitalized through the production of 

goods and services. (Mahapatro, B.B. 2010, New Delhi, p.14) 

 Within the material elements that can be used, human resources are counted, as Americans call the non-

material resources "something that is useful and evaluable, under the conditions in which it is found". From the 
definition, two characteristics are observed, namely the usefulness of a thing and the possibility of it being 

evaluated. (Botez, V. 2015, Timisoara, p.25-26) 

 

 In the economic vision thus, the concept of human resource has often been associated with the labor 

force. Human resources are different from other resources in that individuals are endowed with different 

abilities grouped by levels (skills, proficiency and knowledge), there are differences in personality traits, gender, 

role of perception and experience, and partly as a result of motivational differences. and involvement. 

 At the microeconomic level, the concept of human resources refers to "all the employees of an 

organization". In the field of management, even a specific discipline, human resources management or human 

resources management, has emerged, according to which employees are regarded "as individuals, with specific 

personalities, needs, behaviors and visions". This approach differentiates the discipline mentioned by the 
traditional theory of the enterprise, which approaches the staff as a global mass of people able to work. 

 At the macroeconomic level, the specialized literature offers more meaning to the concept of human 

resources, so far there is no rigorous and unanimously accepted definition. However, human capital is a 

formulation commonly found in the specialized literature and designates the whole of educational and 

professional knowledge, skills, qualities and, in certain acceptances, the state of health, which human resources 

have. (Botez, V. 2015, Timisoara, p.25-26) 

 

 

 

 

II. THE APPROACH FROM THE MANAGEMENT PERSPECTIVE 
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 In the management vision, human resources are the people who activate and operate in an organization. 

These are determined for the realization of the human resources function (evolved from the personnel function), 

implemented, at organizational level, by the human resources department. 

 

It must fulfill a series of sub-functions that refer to the development of human resources management. 

- Human resources planning; 
- Recruitment of human resources; 

- Human resources selection; 

- Training, improvement, development of human resources; 

- Salary; 

- Motivation of human resources; 

- Evaluation of human resources. (Abrudan, D., 2007, Edit. Solness, Timișoara, p.21) 

The human resource can be characterized by: 

- Uniqueness from the point of view of its potential for growth and development, but also of the impact on the 

performance of the organization; 

- The fact that it is the first strategic resource of an organization (variable of in-put for any organization, 

regardless of its type), because through it the other categories of organizational resources are capitalized, 

managed and enhanced; 
- The fact that it is an essential resource, being a powerful source of competitive advantage, which the 

organization has in relation to competition. (Tripon, C., 2013, Cluj-Napoca, 41) 

 Human resources are a fact with great potential, which must be understood and motivated and involved 

as much as possible, totally, in achieving the objectives of the organization. For this, the decisions made by the 

managers in the field of human resources must be adapted to the personality, traits of the employees' ability to 

determine them to carry out activities with efficiency and effectiveness, so with high performances.   

 The professional discipline and the business function that oversees the human resources of an 

organization defines the management of human resources (Tripon, C., 2013, Cluj-Napoca, p.42) 

 The current analyzes on the concept of human resources from the perspective of knowledge 

management, underline that human beings are not "goods" or "resources" (so not limited assets), but they are 

creative and social beings and they contribute (beyond the work performed). when defining society and 
civilization. Human capital has evolved, over the long term, evolved to encompass some of this complexity, and 

microeconomics in terms of human capital specific to the company, has come to have the significance of human 

resources. (Sharma, S., K. 2009, New Delhi, p.23) 

Human resource governance processes are characterized by three major trends: 

1. Demographic perspective - characterization of the labor force / population are achieved through demographic 

indicators. 

2. the perspective of diversity that captures the aspects related to the variation of the characteristics of the human 

resource in the workplace or of the people within the population. 

3. the perspective of the competences and the qualification generated by the specific of the knowledge-based 

society, in which the aspects prevail and are conjugated to the concept of knowledge worker. 

Regarding the way in which individuals respond to existing changes, manifested in the labor market, the 
following aspects must be considered relevant in the characterization of the human resource: 

- The geographical spread or how far from the workplace is the space in which the individual lives / lives? 

- The occupational structure that refers to the norms and values related to the different professional careers 

within an organization 

Regarding the chosen topic, it should be mentioned that it must be located at the intersection of strategic 

(organizational) management, with that of performance and human resources, and represents only a small part of 

the treatment of the notions regarding personnel evaluation and motivation of human resources in what regards 

the creative staff from cultural institutions, which will also be highlighted in the following figure: 
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Fig. 1. Locating the topics addressed  

(source: own processing) 
 

Although human resources management has continually enriched its content and has continuously expanded its 

fields of activity (by diversifying the modes of approach and interdisciplinary treatment of human resources), 

increasing international competition and amplifying the globalization process continue to increase its 

importance due to the need to is increasingly taking into account the international dimensions of business. 

(Manolescu, A., 2004, Bucharest, p.52) 

 

III. THE IMPORTANCE OF MOTIVATING STAFF - KEY ACTIVITY IN THE 

MANAGEMENT OF HUMAN RESOURCES IN CULTURAL ORGANIZATIONS 
 The study of the motivation and evaluation of the personnel from the cultural organizations represents 

as original and relevant an approach as possible and comes to complement the content of the human resources 

management, contributing fully to the extremely precarious literature in the field, especially the national one. 

The creative personnel from the cultural institutions present significant features that must be synthesized both 

from a theoretical and practical point of view, aiming to prove a completely different character of this type of 

personnel, which lies between the demands of their own cultural organization and the demands of the public. 

Human resources management is gaining increasing importance as a result of the development of the market for 

goods and services, but especially as the process of regionalization-globalization intensifies. 

 Expanding the activity of the companies at the intervention level, globally implies increasing the 
complexity of the actions that they carry out, but especially the development and diversification of the 

management tools of the human resources that they use to manage the cultural, economic and institutional 

variables that influence their activity. All these developments determine the rethinking of the strategic role of 

human resources within an organization, these being addressed in the context of creating and maintaining a net 

competitive advantage. (DeCenzo D., A., Robbins S.P, 2010, Hoboken), available at the source: 

https://issuu.com/damminhhung/docs/fundamentals-of-human-resource-mana 

 An extremely important definition given the management of human resources is that it "is a process 

that consists of the exercise of four functions: ensuring, developing, motivating and maintaining human 

resources". (Câmpeanu-Sonea, E., Sonea, A., 2011, Cluj-Napoca, p.9) 
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 The integrity of the human resources management functions, relative to the internal organizational 

environment, must take into account its specific external determinants, such as: 

-legislative framework; 

- Labor market; 

- Trade unions; 

- Cultural context, including philosophy and managerial practices; 
- Migration and emigration; 

- The specificity of the demographic environment; 

- The economic situation 

The functions of human resources management must be viewed from a dynamic perspective, these aligning with 

the dynamics of the organization. Any delay or weak reaction to the needs of development or restriction of 

activity, at the organizational level demands urgent human resources management (MRU) reactions. As a result, 

the MRU functions are defined by continuous activities, carried out in the context and to support the dynamics 

of the organization. 

 
Fig. 2. Integration of MRU functions in the organizational context 

(source: Botez, V.,2015, Timișoara) 

 

 The management of human resources in cultural institutions thus becomes of particular importance in 
this context because the detailing of the content regarding the human resources (HR) functions of cultural 

organizations helps to understand the interorganizational mechanisms that are available to the manager. 

 

RU insurance in cultural 

organizations 

RU development in 

cultural organizations 

RU motivation in 

cultural organizations 

RU maintenance in 

cultural organizations 

- planning 

- UK recruitment and 

selection 

- UK integrity 

 

 

 - UK training and 

improvement 

- career management 

- organizational 

development - reward 

 

- performance 

evaluation 

- analysis, design, re-

design of jobs 

- occupational health 

and safety 

- stress management 

- UK advice 

 

Table. 1. Detailing the content of MRU functions 

(source: own processing) 
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 In the context of the human resources management exercise, the purpose of the human resource 

motivation function is to stimulate the personnel / employees / employees in obtaining performances. It starts 

with recognizing that individuals are unique and that motivational techniques need to adapt to the needs of each 

individual. (Lefter, V., Manolescu, A., Chivu, I., 1995, Bucharest, p.31) 

 The activities that are included in a classic approach, in the motivation of the staff are: performance 

evaluation, employee rewards and analysis, design and redesign of positions. (Lefter, V., Manolescu, A., Chivu, 
I., 1995, Bucharest, p.31) 

 The individual motivation proves the maximum level of efficiency and effectiveness when the 

employee / employee is aware of his / her own qualities, abilities and competencies (expertise) and, based on 

them, carries out professional activities (at an imposed level of productivity and performance) within a 

structures, belonging to an organization, and that value them, request and enhance their professional personality. 

In this context, there is a need for a strategy in the field of personnel motivation, and the specialized literature 

suggests going through 5 stages to define it: (Isac, F. L. 2007, Timișoara, p.67) 

1) analysis of relevant motivational theories; 

2) the correlation of the available methods and means, possible to be implemented at the organizational level, 

with its general strategic objectives; 

3) elaboration of various motivational strategies, possible to be implemented, and which will be subject to 

debate; 
4) conducting consultations at all hierarchical levels, with key managers and subordinates, in order to 

substantiate the decision to choose the most appropriate motivational strategy and which will be implemented. 

This stage also involves the elaboration of policies and tactics in order to prepare the implementation; 

5) implementation of the motivational strategy, its control and periodic updating (most often performed annually 

after the evaluation of the personnel of the organization) 

Motivational theories have the role of trying to explain why people behave the way they do. "The link between 

motivational theories and managerial practice is crucial to the success of management. People represent 

represents the most important resource of the organization. ”However, people can represent the most powerful 

factor that can act against the organization's objectives. They can only develop their latent energy and creativity 

through collaborative efforts. (Mercier, J-P. 2013, Bucharest, p.7) 

The importance of motivational theories is that, in the context chosen for analysis, it contributes to solving the 
problem regarding the performance of the human resource in the workplace, and, implicitly, within the cultural 

organizations 

 

IV. CONCLUSIONS 
 The motivation therefore implies the correlation of the interests of the staff with the accomplishment of 

the objectives and assigned tasks. It is a way of finding and satisfying the stimulus factors for participating in 

both the management process and the production of the components of the unit. Motivation is an instrument 

within the reach of the manager who, well used, allows him to obtain the subordinates' contribution to the 

activity of the unit. 
 The climate that is created when the training is put into operation depends, on the extent to which it is 

ensured the level of the tasks to be achieved, the way in which the incentives of different nature are used, which 

the motivation contains, the ability of the managers to operate with such of elements. 

The modalities of using the components of the motivation may be different, it is essential that they allow the 

carrying out of some managerial actions meant to ensure the training of the execution and application personnel 

of the management when achieving the objectives. 
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