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Abstract: Human resources represent, in contemporary economies, the strategic resources of 
organizations. There is unanimous recognition at the level of theory and practice of the 
importance to be given to the motivation of these resources by the management of 
organizations. Only with well motivated human resources, aware of the correlation between 
performance and motivation, organizations can achieve their goals. 
In this context, in the present paper we have analyzed the relationship between performance, 
motivation of work and employee satisfaction. It is the result of a research on a sample of 
teaching staff in pre-university education. 
The method used was that of the statistical survey; she assumed the data collection on the 
basis of the questionnaire. The study required the elaboration of the questionnaire, its 
administration, the collection and analysis of the answers, the issuing of the conclusions. 
Keywords: Pre-university education, human resources, performance, motivation, reward, job 
satisfaction 

 
Introduction 

According to the explanatory dictionary of the Romanian language, "motivation represents the totality 
of the motives or other interests (conscious or not) that determine someone to perform a certain action 
or aim for certain purposes." [5] Organizational management, aware of the importance of human 
resources in achieving the objectives, is interested in designing and implementing employee 
motivation systems. This is so that the employees are determined to act in their work in order to fulfill 
their tasks. Not only to meet them, but to be performing at work. 
 
"Performance can be defined as the extent to which a member of an organization contributes to the 
organization's goals." [2, 152] 
 
It is very important for employees to understand the direct link between work performance and 
motivation for the management of the organization. Given that employees are motivated to the level of 
expectations, they will have the satisfaction of their work.  
 
Work satisfaction is a pleasant, positive emotion, resulting from the evaluation of the work done. At 
the same time, it is a very important motivational factor. Sources of job satisfaction are varied: 
economic and socio-professional facilities; working conditions; the content of the work; working 
relationships and organizational framework, etc. 
 

1. Motivation - Definition and Typology 
"The concept of motivation is defined by all the actions carried out in time to stimulate the 
participation of people interested in the fate of the institution, to contribute directly or indirectly, 
consciously or not, to the achievement of the organization's performance based on the correlation of 
common interests and aspirations." [3, 115] 
 
In practice there is an undefined number of ways employees can be motivated. In order to facilitate 
practical analyzes, management and organizational behavior specialists have made classifications of 
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motivation using various criteria. Typically, the types of motivation are grouped into pairs, based on 
the principle of contrast. "This approach focuses on the differences between different types of 
motivation in terms of ways and means by which managers influence and guide the behavior of people 
and groups". [1, 204] 
 
We will present the main classification criteria and resulting typologies: 

- Depending on the "employees’ satisfaction" experienced as a result of the participation in the 
activity of the organization, the pair is distinguished: positive motivation - negative motivation; 

- taking into account the "personality of the staff", its intellectual dimension is identified: 
cognitive motivation - affective motivation; 

- according to the criterion "location of the incentives in relation to the staff" the pair is 
distinguished: intrinsic motivation - extrinsic motivation; 

- The "nature of incentives" criterion used to motivate employees leads to the pair: economic 
motivation - moral spiritual motivation. 

 
"The typology of motivation presented helps us to better understand the balance that managers have to 
maintain in motivating employees in the organization. In order to conceive efficient self-motivation 
strategies, the manager, the human resource motivation specialist should take into account all the 
categories of motivation presented." [3, 124] In the complex process of motivating human resources, 
managers need to use all kinds of motivation, adapt them to the personalities and different needs of the 
employees. Only this complex, laborious and costly motivation management process can have the 
expected results for both employees and the organization. 
 

2. Human Resources in Pre-University Education 
Under the national education system, the pre-university component is predominant. The human 
resource in pre-university education consists of the beneficiaries of education, on the one hand, and 
the staff working in this field, on the other. The beneficiaries of education are pre-school children and 
pupils or students, their families and society in general. 
 
The pre-university education staff consists of teaching staff (teaching didactics, auxiliary teaching and 
teaching staff, guidance and control) and non-teaching staff. The teaching staff comprises the persons 
in the education system responsible for training and education. This category may include persons 
who fulfill the conditions of study prescribed by law, who has the capacity to exercise their rights 
fully, a moral conduct consistent with professional ethics and are medically and psychologically apt to 
perform their duties. 
 
Teachers may have different functions; these are grouped on the levels of pre-university education 
organization. Thus, the teaching functions are: 

- in pre-school education: nursery school-teacher; teacher for pre-school education; 
- in primary education: primary school-teacher / teacher for primary education; 
- in secondary, vocational, high-school and tertiary non-university education: teacher, teacher 

of practical training, master-instructor; 
- in vocational education: co - rehearsal teacher; 
- in special education and in complex expert commissions: educator, tutor, support teacher, 

teacher-educator, travel and support teacher, teacher, master instructor, boarding school instructor, 
traveling and support teacher, teacher, psycho-pedagogue, school-psychologist, speech therapist, 
psychologist, psycho-pedagogue, speech therapist, psycho diagnosis professor and physiotherapist, 
professor, special education teacher and blind teacher; 

- in psycho-pedagogical assistance centers and offices: teacher-psycho-pedagogue, teacher-
psychologist, teacher-sociologist, logopaedic teacher, school counselor; 

- in interdisciplinary logopaedic centers and schoolrooms: a speech-teacher with specialization 
in psycho-pedagogy, psychology or pedagogy; 

- in the teaching staff: teacher-methodist, associate professor, trainer, mentor of professional 
development; 

- in sports clubs: teacher, coach, teacher-coach; 
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- for extra-curricular activities: teacher, institute / instructor, teacher for primary education, 
master instructor, coach, teacher-coach; 

- in educational establishments, to ensure the initial training and professional insertion of 
teachers: mentor teacher; 

- in documentation and information centers: documentary teacher. 
 

"The auxiliary teaching staff consists of: librarian, documentary, editor; computer programmer; 
laboratory technician; school pedagogue; extra-curricular education instructor; social worker; 
accompanist; school mediator; secretary; financial manager (accountant); instructor-animator; 
patrimonial administrator." [4, art. 249] 
 
Further on in this study we would like to refer to the motivation of the teaching staff. 
 

3. Research on the Motivation of Human Resources in Pre-University Education 
a. The objective of the research is to determine the correlation between performance, motivation and 
work satisfaction in pre-university education. 
 
b. Applied research methodology 
The survey used is a statistical survey, which is specially organized, as a partial observation. Through 
it, data was collected based on a questionnaire, to which individuals responded voluntarily. This is the 
reason why the resulting sample can not be considered representative and, therefore, the results 
obtained are indicative. The questionnaire contains 18 questions; 6 questions for the description of the 
resulting sample and 12 for the correlation analysis studied. 110 questionnaires were distributed and 
results were obtained from 87 respondents. The response rate was therefore 79.1%. 
The questionnaire is presented below. 

 
1. Sex:   � female    � male 
 
2. Age:   

� Under 30 years     � [30 – 40)     � [40 – 50)      
� [50 – 60)       � [60 – 65)     � over 65 years 
 

3. Teaching staff:  � management   � teaching   � auxiliary 
 
4. The didactic teaching position:   

� kindergarten   � primary school    � lower secondary school   
� vocational, upper secondary school and tertiary non-higher education    � others 

 
5. Total teaching experience:   

� under 5 years  � [5 – 10)     � [10 – 15)    � [15 – 20)  
� [20 – 25)   � [25 – 30)   � over 30 years 

 
6. The location of the working place:  � urban    � rural 
 
7. Make a hierarchic distribution of the following possibilities to motivate performance: 

rank way of motivation  
 Promotion 
 Emeritus salary  
 Praise in front of the staff 
 Organization of events 
 Some facilities award 

  
8. Is there a performance reward in your organization? 

� To a great extent   � average    � little    � not at all 
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9. How can you appreciate the salary system?  
� Very good    � good    � satisfactory    � unsatisfactory 

10. Do you consider the salary as the most powerful means to increase motivation? 
 � Yes   � no 
 
11. Do you consider that the rewards existing in the system are equitable? 

� To a great extent    � average   � little   � not equitable 
 
12. What kind of importance do you give to non-financial rewards? 

rank Non- financial rewards 
 Food tickets 
 Transport facilities 
 Canteen within the working 

place 
 Holiday tickets 

 
13. How do you appreciate the working conditions in your organization? 
 � Very good   � good    � satisfactory    � non-satisfactory 
 
14. How do you appreciate working relations in your organization? 

� Very good   � good    � satisfactory    � non-satisfactory 
 
15. To what extent do you appreciate that the system offers you the possibility to achieve a career 
according to your expectations? 
          � To a great extent  � average    � little     
 
16. To what extent the teaching activity brings you satisfaction? 

� to a great extent   � average    � little    � not at all 
 
17. Which are the factors bringing you dissatisfactions? 
 

rank in-satisfaction factors 
 Salary 
 Parents involvement 
 Labor conditions 
 Organization environment 
 Type of management 

 
18. In-satisfaction effects at work 

rank Dissatisfaction effects 
 Frustration 
 Stress 
 desire to quit the system 
 lack of involvement in extra-curricular 

activities 
 
c. Analyzing and interpreting the results 
Answers to questions identifying the respondents, and thus describing the sample, led to the 
following information: 

- Most of the respondents were female; confirms the gender structure of pre-university 
education teachers (Figure no. 1); 
- Staff aged 40 to 50 predominate (Figure no. 2); 
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Figure no. 1 – The structure of the teaching staff 

according to sex 
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Figure no. 2 – The structure of the teaching staff 

according to age 
 

 
- 77 of the respondents have teaching functions (88.51%) and only 6 leading positions 

(Figure no. 3); 
- The level of the posts occupied by the respondents are shown in Figure no. 4; it is 

noticed that teaching staff in vocational, high-school and post-secondary non-university 
education predominates; 

88,51%
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4,60%

Management

Teaching

Auxiliary 

 
Figure no. 3 - The structure of the teaching staff 

according the didactic position 
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Figure no. 4 - The structure of the teaching staff 

according to the level of teaching 
 

- the structure by total age in education is shown in Figure no. 5; 
- with regard to the environment in which respondents are active (Figure no. 6), the 

urban environment prevails; 
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Figure no. 5 - The structure of the teaching staff 

according to their teaching experience 
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Figure no. 6 - The structure of the teaching staff 

according to the working place 
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The following questions answer the topic under consideration. Answers to two questions (questions 7 
and 8) provide information on performance appraisal. The data in Table no. 1 highlights that most 
respondents consider that the main ways to motivate performance are promotion and merit salary. 
 
The findings prove that in the higher education staff the economic motivation is combined with the 
moral-spiritual one; forms of motivation, which by their nature are complex. 

 
Table no. 1 Hierarchy of answers on the possibilities of motivating performance 

 Rank 

Way of motivation 1 2 3 4 5 

Promotion 28 23 23 8 5 

Emeritus salary 29 27 15 12 4 
Praise in front of the 

staff 11 8 10 20 38 

Organizing events 6 10 11 27 33 
Facilities awards 14 18 28 21 6 

 
Of the total, 72.42% consider that performance in their organizations is rewarded to a large / moderate 
extent and only 27.58% consider performance not rewarded or reward is minor (Figure no. 7). 

 

10,34%

17,24%

49,43%

22,99%
To a great extent
Average
Little
Not at all

 
Figure no. 7 Distribution of answers regarding the rewards according to the performance 

 
Regarding motivation and salary satisfaction, the centralization of answers shows that half of the 
respondents consider the payroll system to be satisfactory, about one third good and very good, and 
the rest as unsatisfactory (Figure no. 8). 
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Figure no. 8 Appreciating the salary system 

 
Out of the 87 respondents, 53 (60.92%) consider that salary is the most powerful means of motivating 
the work in the pre-university education field. This consideration demonstrates that economic 
motivation is also prevalent in this area. The salary meets the needs and expectations of the 
employees, the basic necessities for all employees. The result is in line with Maslow's theory of needs 
and Alderfer's ERG theory, according to which physiological and security / existential needs are 
required to be met before social needs, appreciation and esteem, knowledge. These needs can be met 
primarily by means of wages - the main component of the payroll system. 
 
Regarding the appreciation of the reward system, one of the questions (question 11) relates to fairness 
of rewards. The responses show that only 43.68 respondents consider rewards to be fair and moderate; 
25 of the respondents (28.74%) consider that rewards are unfair - this may mean they do not think they 
are receiving what they think deserves as a result of their work; most of them consider them to be 
fairly equitable or even unfair. (Figure no. 9). 

27,59%

39,08%

4,60%
28,74%

To a great extent
Average
Little
They are not equitable

 
Figure no. 9 Appreciating the equity of the rewards 

  
Since the reward system contains not only financial but also non-financial rewards, the subjects were 
asked to hierarch size their importance. The result is shown in Table no. 2. 
 
It is interesting to note that most respondents attach the greatest importance to possible non-financial 
rewards (meal vouchers, holiday vouchers) and not to those already practiced. One explanation could 
be that only part of the respondents (rural, school and boarding school) benefit from transport facilities 
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and school canteen. One possible explanation for the preference given to the mass vouchers might be 
that they are non-taxable and the employee does not pay the contributions to the state, as is the case 
with the basic salary. 
 

Table no. 2 A hierarchy of the answers regarding the importance of the non-financial rewards 
 Rank 

Non-financial rewards 1 2 3 4 
Food tickets 34 36 13 4 

Transport facilities 16 22 35 14 

Canteen within the working 
place 4 7 16 60 

Holiday tickets 33 23 23 8 

 
The labor conditions and the organizational climate were followed in the questionnaire in particular 
by questions 13 and 14, which directly aim at the employees' appreciation of the working conditions 
and the relations with the work force, the possibilities of response being: very good, good, satisfactory, 
unsatisfactory. Most respondents (86.21%) consider very good and good the working conditions 
(Figure 10), satisfactory 10.34% and unsatisfactory 3.45%. In the last category there are 3 teachers 
who work in rural areas. These results show that school organizations manage to provide satisfactory 
working conditions so that there is no discomfort for employees and the learning process is not 
affected. As far as labor relations are concerned, it can be seen from Figure 11 that most respondents 
appreciate them as good and very good (90.80%). It is a normal situation, respondents being highly 
trained, capable of good interaction, so that they can work in a positive, harmonious organizational 
climate. 

 

10,34% 3,45% 26,44%

59,77%

Very good
Good
Satisfactory
Non - satisfactory

 
Figure no. 10 – Appreciating the labor condition at 

the working place 

63,22%

9,20%
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Figure no. 11 -  Appreciating the working relations at 

the level of the organization 
 

 
The following two questions (15 and 16) relate to career management, knowing that the possibility of 
pursuing a career as expected is both a way of motivating work performance and a reason for 
professional satisfaction. 
 
Figure no. 12 shows that most of the respondents (61 out of 87, i.e. 70.11%) appreciate that the current 
education system offers moderately the possibility of career development to the level of expectations. 
 
Yet, almost half of the respondents (42 out of 87) consider that the work at the department is highly 
rewarding (Figure no. 13). 
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Figure no. 12 –The appreciation of the possibilities to 

achieve a  teaching career according to the 
expectations  
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Figure no. 13 – Appreciating the degree of 

satisfaction of the teaching profession 
 

The last two questions in the questionnaire (17 and 18) relate to work satisfaction. Work satisfaction 
is, from a psychosocial point of view, the result of the difference between what the individual obtains 
as a reward of work and what he expects to achieve. Given that over half of respondents appreciate 
moderate (47.13%) or low (4.60%) work satisfaction, it is interesting to note the factors that cause 
dissatisfaction. 
 
Table no. 3 shows that for most of the respondents, the salary and the involvement of parents are the 
main factors that cause workplace dissatisfaction. 
 
Regarding the perception of salary, the answers to the questions resulted in an inconsistency. Thus, 72 
respondents out of 87 appreciate the salary system (the main component of which is salary) as very 
good, good or satisfactory (Question 9) and 40 respondents put the salary at the forefront as a factor of 
dissatisfaction. Do the other amounts of money that teachers receive for their performance and / or 
their results (bonuses, prizes, other incentives) count so much in the appreciation of the salary system? 
Or is it inadvertently completing the questionnaire? 
  

Table no. 3 Hierarchy of responses to factors that cause dissatisfaction 
 Rank 

Dissatisfaction factors 1 2 3 4 5 

Salary 40 22 7 7 11 
Parents involvement 30 18 12 10 17 
Labor conditions 2 25 38 12 10 
Organization climate 10 14 21 40 2 
Type of management 5 9 7 18 48 

 
Regarding the main effects caused by the dissatisfaction with work, it is noted that for most 
respondents, stress and frustration are at the first place (Table no. 4). 
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Table no. 4 Hierarchy of responses to the effects of dissatisfaction at work 
 Rank 

Dissatisfaction effects 1 2 3 4 

Frustration 8 51 17 11 
Stress 61 16 5 5 

Desire to quit the system 8 12 31 36 

Non-involvement in extra-
curricular activities 10 8 34 35 

 
It is worth noting that although labor dissatisfaction still occurs, the vast majority of respondents do 
not question the abandonment of the pre-university education system or non-involvement in all kinds 
of activities taking place at the level of the school units. 
 

Conclusions 
The paper aimed to analyze the correlation between the performance, motivation and the satisfaction 
felt by the employees in the pre-university education field. 
Following the quantitative processing of the results obtained and their qualitative interpretation, some 
conclusions can be drawn: 

- The majority of respondents appreciate that their performance is rewarded to a large / 
moderate extent in their organizations; consider that the most appropriate means of motivating 
performance are the merit and promotion salary, thus a combination of economic motivation 
and moral-spiritual motivation; 
- Most of respondents appreciate the pay system as at least satisfactory and wages as the most 
powerful means of motivating work in the pre-university education field; 
- Almost half of the respondents consider rewards to be fair and moderate; 
- Most respondents consider very good and good working conditions; the organizational 
climate is also regarded as positive, harmonious, and conducive to effective schooling; 
- Although most of the respondents appreciate that the current education system offers only a 
moderate opportunity to career at the level of expectations, however, almost half of 
respondents appreciate that the work at the department is highly rewarding; 
- The potential frustration in work has the main effects of stress and frustration. 

 
Although the sample is not representative, the resulting conclusions can be considered as an objective 
point of view of the subject under consideration. We believe that there are possibilities for improving 
the labor law in pre-university education, which results in a stronger connection between the 
performance, motivation and satisfaction of the employees in the field. 
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