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ABSTRACT

Human motivation is the centre of interest for many specialists in management because it is the activ-
ity that produces the most profound economic consequences for organizations. As employees become 
more involved in IT processes, traditional methods of motivation are no longer efficient, and so within 
this paper drastic changes in practices related to human resources can be seen. This article intends to 
identify and analyse the motivational profile of employees in simulated enterprises as well as develop 
a plan to measure motivation adapted to the Romanian socio-economic reality. Thus, managers should 
avoid common approaches in the development of programs, models, and policies to help motivate 
employees. This will allow them to be able to create a work environment that will allow employees to 
motivate themselves because extrinsic motivation can decrease productivity.

INTRODUCTION

Understanding the motivational particularities of human resources has gained a special significance 
for the society of knowledge (Antoni, 2014; Guillén & Saris, 2013). Donovan et al. (2014) stated that a 
problem is socially relevant when it has an impact on the political, social, and economic life and when 
it contributes to the understanding of something that significantly affects the life of many people, or the 
understanding of some events. Without a doubt, motivation is a problem of temperament. Some indi-
viduals are more passionate than others and more dedicated to their work (Gong et al., 2009; Kara et al., 
2007). There are methods likely to contribute to changes in attitude toward work for both the success 
of individuals in organizations and for the organization’s success in the market. The new conditions of 
competition as well as the needs of personal autonomy and professionalism in the organization have led 
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to gradual changes in employee–enterprise relations, and thus it can be difficult to predict how relation-
ships will change, based the science of management (Kark & Van Dijk, 2007; Shipper & Davy, 2002).

Today, employees must be informed, educated, protected, consulted, have certain autonomy, and be 
treated as collaborators (Van der Linden et al., 2017). Innovation in this area can be the modernization 
of people’s work so that everyone contributes to surviving the competitive modern (Conway & Peetz, 
2012; Gibson, 1973; Perel, 2005). This means changing social relations, transforming employees into 
actors and partners, and getting their active contribution to adaptation and progress. However, a good 
economic strategy is not enough anymore; we must add participative, open, and modern management 
and a strategy able to make every employee an actor and an effective and efficient partner. The new 
vision of training motivation requires the ability to influence employee behavior at work and achieve 
higher performance. Organizations have to motivate their employees if they want to become successful 
(Cohen, 1990; Liu & Ding, 2012; Rigby, 2003; Winter et al., 1998). One of the current trends moving 
in a wrong direction is that many organizations wish to have as few employees as possible at a much 
reduced expense, which they hope will help them manage their costs efficiently.

Thus, motivation is not just a theoretical concept. It is a valuable tool used increasingly by successful 
managers to obtain superior performance (Brumbach, 1988; Peters & Waterman, 1982). They understand 
that superior performance will result in optimal consumption, reduced costs, and higher quality condi-
tions. To achieve optimum motivation, managers must take into consideration a permanent combination 
of extrinsic motivation and intrinsic motivation to achieve not only an increase in performance but also 
the development of human potential in workers’ personal lives (Bierly et al., 2009). It is preferable that 
negative extrinsic reasons be applied only in exceptional conditions and for quantitative performances 
that require simple tasks. Positive extrinsic reasons play an important role in motivating performance 
activities.

Despite these shortcomings, management performance remains an important tool for organizations 
that seek to achieve high performance and is simultaneously one of the most important responsibilities 
of the manager. However, proper implementation of a performance management system in the organiza-
tion, oriented to its needs and organizational culture, can only lead to significant profits for shareholders, 
managers, and employees.

It is possible for workers’ performance to be low even when they are highly motivated because of 
low skills and undeveloped abilities (Levinson, 1972; Porter, 1985). It is also possible to obtain better 
performance even if motivational levels are not too high when individuals understand tasks well, and 
they give their best effort. Cook (2016) agreed with this statement, and they considered that performance 
is the result of individual characteristics, of the efforts of their work, and of the support they receive 
from their organizations. Managers must know that the function of creating value is and will continue 
to be the main condition of a productive organization’s survival (Ingold et al., 2015). However, taking 
working conditions into account, to obtain value, organizations must look at, generate, share, and ap-
ply knowledge functions that develop from an environment where human resources play a central part 
instead of deriving them from technical capital.

To find a relevant answer to this question, the current paper intends to identify and analyze the 
motivational profile of employees in simulated enterprises (SEs) as well as develop a plan to measure 
motivation adapted to the Romanian socio-economic reality. We grouped the specific objectives of this 
study into theoretical objectives that emphasize the theoretical aspects, the analysis of the specifics of 
motivation of human resources/students in Simulated Enterprises, and the analysis of requirements 



 

 

11 more pages are available in the full version of this document, which may

be purchased using the "Add to Cart" button on the publisher's webpage:

www.igi-global.com/chapter/the-motivational-profile-of-employees-in-

simulated-enterprises/226632

Related Content

The Dynamic Capabilities of International Retailers
Marcello Sansone, Annarita Colamatteoand Maria Anna Pagnanelli (2021). International Journal of Applied

Behavioral Economics (pp. 65-77).

www.irma-international.org/article/the-dynamic-capabilities-of-international-retailers/274898

Improving Classroom Management and Teacher Retention: A Needs Assessment
Jill Stefaniak, Jilian L. Reynoldsand Tian Luo (2020). Cases on Learning Design and Human Performance

Technology (pp. 201-226).

www.irma-international.org/chapter/improving-classroom-management-and-teacher-retention/234181

Design-Personae: Matching Students' Learning Profiles in Web-Based Education
J. Martin (2007). Enhancing Learning Through Human Computer Interaction (pp. 110-131).

www.irma-international.org/chapter/design-personae-matching-students-learning/18338

Women Empowerment and ICTs in Developing Economies
 (2013). ICTs for Health, Education, and Socioeconomic Policies: Regional Cases  (pp. 146-164).

www.irma-international.org/chapter/women-empowerment-icts-developing-economies/74588

Effects of Peer Monitoring and Contract Choice on Repayment Rates Under Group Liability

Lending: A Laboratory Microfinance Experiment From Australia
Shahid Razzaque (2018). International Journal of Applied Behavioral Economics (pp. 1-33).

www.irma-international.org/article/effects-of-peer-monitoring-and-contract-choice-on-repayment-rates-under-group-

liability-lending/209687

http://www.igi-global.com/chapter/the-motivational-profile-of-employees-in-simulated-enterprises/226632
http://www.igi-global.com/chapter/the-motivational-profile-of-employees-in-simulated-enterprises/226632
http://www.irma-international.org/article/the-dynamic-capabilities-of-international-retailers/274898
http://www.irma-international.org/chapter/improving-classroom-management-and-teacher-retention/234181
http://www.irma-international.org/chapter/design-personae-matching-students-learning/18338
http://www.irma-international.org/chapter/women-empowerment-icts-developing-economies/74588
http://www.irma-international.org/article/effects-of-peer-monitoring-and-contract-choice-on-repayment-rates-under-group-liability-lending/209687
http://www.irma-international.org/article/effects-of-peer-monitoring-and-contract-choice-on-repayment-rates-under-group-liability-lending/209687

