
 

Scientific Journal of the Military University of Land Forces
ISSN: 2544-7122 (print), 2545-0719 (online)

2019, Volume 51, Number 3(193), Pages 579-586
DOI: 10.5604/01.3001.0012.6883

 

579 
 

Original article 

Considerations on prospects for increasing the effectiveness 
of organizational management 

George Bucata1* , Alexandru-Marius Rizescu2  
1 “Lucian Blaga” University, Sibiu, Romania, 

e-mail: george.bucata@yahoo.ro  
2 “Nicolae Balcescu” Land Forces Academy, Sibiu, Romania, 

e-mail: mariusrizescu@yahoo.com  

 

INFORMATIONS  ABSTRACT 

Article history:  

Submited: 11 December 2018 

Accepted: 21 June 2019 

Published: 16 September 2019 

In order to remain competitive in the current market, organizations 
must change. There are several ways to accomplish changes by adapt-
ing to the market, and one of the most effective tools is adopting an 
efficient management and performance strategy. The process appears 
to us as a managerial overview of interventions through which the 
manager provides, organizes, coordinates, and controls the decisions 
his employees, for the attainment of unity in terms of economic profit-
ability and social utility. 
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1. Performance – a tool for an efficient organizational management  
“Performance” is one of the most commonly used concepts in an organization. Em-
ployers are looking to attract and train employees, while employees expect for their 
employers to stimulate them in order to better perform. Some companies think that 
making the link between the vision and expectations of the two parties regarding per-
formance is enough to fix problems, while they strive to communicate to employees 
a set of goals, others use specific tools aimed at growing performance in the company. 

An effective performance management system supports behavioral standards that de-
scribe what is expected from employees in key competence areas. Managers should 
discuss these standards of behavior with employees. It is important for managers to 
ensure that they understand how it interrelates these standards with each position on 
a deal in the organization. 

Development needs of employees should also be taken into account in establishing the 
objectives of this management system performance. Development goals aim either to 
improve performance in the employee’s position or to promote it. In some situations it 
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is difficult to observe the interdependence between the long-term strategic objectives 
of the organization and the immediate objectives.  

In order to be easily understood, the organization’s objectives should be translated 
into a language easy to understand for all levels of the organization, that is to be 
traced in clear objectives, specific to each position, being imparted to the level of uni-
ty, team and individual.  

Specialists often claim as the dedication of the employees is essential in achieving the 
objectives of the company; employees must feel that they are able to achieve. Thus, it 
is important for employees to participate in the process of setting goals, to accept 
them and to be motivated to internalize them. 

It is also important for managers to express their desire to provide support to employ-
ees in the achievement of these objectives by providing the necessary resources, guid-
ance and removing obstacles. 

The objectives should be to define the final results. They must have a certain degree of 
difficulty, but to be accessible to motivate performance. During this process of evalua-
tion and performance management must ensure whenever there are exceptional per-
formance or one negative feedback, but also periodically, tied to the achievement of 
the objectives. Unfortunately, this doesn’t happen in most organizations because 
many managers do not have the skills of a constructive feedback. Frequently, when 
performance is not the expected, it happens to managers to avoid giving feedback be-
cause they don’t know how to communicate constructively and to downplay the rejec-
tion reaction by the employee. When there is the need of giving or receiving a feed-
back, most people perceive this experience as negative and uncomfortable. 

 
Fig. 1. Performance Management Process (organizational management perspective) 
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Performance management is the sum of strategic interventions that influence the 
long-term work of the organization, resulting in improved economic results. 

As part of this management system, performance evaluation represents a periodic ret-
rospective analysis of the results obtained as a result of the conduct of the proposed 
strategies. In addition to assessment, performance management includes (in a simplis-
tic schema): defining the roles of each department/individual, fixing performance indi-
ces (what exactly defines performance); performance standards (which is the optimal 
level indicating performance); communication roles, indices and standards and, last 
but not least, providing an environment for success. The difficulties which revolves 
around on these approaches lies in its very difficult to define the concept of perfor-
mance. Is performance a behavior that leads to good results or effects of these results 
represent even behaviors? The answer is dual, effective management of performance 
based on both indices correlated, and expected results, and commitments obtained. 
Although it seems a pleonasm, the main benefit of an effective performance manage-
ment is the right performance. 

 

Fig. 2. Performance Management Process (Leadership to Customer Focus) 

Generally, it is considered that the lack of performance in the company is exclusively 
due to its employees. There are, however, a number of internal and external factors 
that can disrupt the achievements of an organization, such as the organizational envi-
ronment, practiced management style, socio-economic environment in which it oper-
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ates (when the economic context is conducive, when is easier to be performing), direct 
and indirect competition (how big, aggressive, which is its positioning). Therefore, per-
formance management must be a permanent concern of the entire management team.  

2. Management based objectives:  
a tool for an efficient organizational management 

In essence, management through objectives is a structured technique, which belongs 
to the domain of management, Sciences and technique through which you can fix the 
precise purposes for any of the organizations that you know. Correctly implemented 
and applied rigorously, management by objectives is a highly effective solution to 
problems faced by the modern organizations. Of the arguments which sustain the ne-
cessity of carrying out large scale management through objectives, we can name: har-
monization of economic and managerial interests, provided for each hierarchical level 
of the organization through designing and promoting self-conditioned targets in a sys-
tem of targets, as well as the materialisation of instruments designed to facilitate the 
fulfillment of these objectives (action programs, deadlines, rules, budgets, etc.); the 
rigor of marked, secured through definition and dimensioning of all objectives, togeth-
er with an indication of the instruments that contribute to the fulfillment of objectives; 
initiation of complex managerial modernization, by creating a new state of mind, 
a new attitude towards work, conscious involvement and assumed for the objectives. 

As a form of dramatic expression, we need to define the purposes for which organiza-
tions exist, and what characterizes the management by objectives.  

Synthetically, these are:  
– in the form of system of targets, as it highlights the fundamental objectives, 

sets objectives and targets derived, 
– programmes of action, with which are highlighted the main decisions and ac-

tions to be adopted and implemented to achieve the objectives, 
– timelines, calendars, what specifies intermediate deadlines and final realization 

of objectives, 
– instructions, general or partial, resulting in methodological indications on how 

to achieve the objectives, 
– budgets, compiled for the company and its components, addressed as dis-

charge centers. 

Generally, the main features of management by objectives are:   
– complexity, the date that the application is addressed to all procedural and 

structural components of the organization, and in the context of or can be used 
many other methods and managerial techniques depending on the problems 
raised by the foundation components and the achievement of objectives,  

– managerial dimension, namely managerial decentralization inside the firm, un-
der the appearance of new “players”, called management centers, character-
ized by the powers, responsibilities and competences of higher hypostasis sim-
ple subdivisions (activities or competences),  
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– the economic dimension, provided through the use of the budget as an im-
portant management tool. It is developed, executed and tracked the launch, 
both at company level and at the level of the management center.  

 

Fig. 3. Management based objectives process (5 steps) 

Management by objectives can be used in different management situations like:  
– when the organization’s management wants really printing a sequence fea-

tures, discipline and rigorous domain driven, as a prerequisite to efficiency and 
effectiveness, 

– when it follows a management exercise truly pre-emptive, pro-active, support-
ed by the foundation and development of objectives to all organizational levels 
(up-level post), 

– when management and economic decentralization inside the company is a must 
for economic success,  

– when centres and their components are empowering managers management,  
– the professionalization of management all the way to the lower levels, 
– when a manager wants an amplification of motivational management dimension,  
– the granting of rewards and penalties in moral/spiritual material, in the context 

of management by objectives taking into account the degree of achievement of 
the objectives of the individual and the company objectives, and the degree of 
involvement in their realization. The main management tools, which can be 
used in the context of management by objectives are realized through diagno-
sis, extrapolation, scenario method, market studies, delegating, session man-
agement through budgets, rules of organization and operation, organisation 
chart, descriptors of functions etc. 

Like any system or method of management, management by objectives is faced with 
a set of limitations, primarily due to behavioural problems, while efforts are directed 
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towards the application of considerable management through objectives, establish in-
dividual targets of difficulty for all posts from within the organization. 

Although it is a very simple system, it can produce improvements in management by 
using the following fundamental advantages: 

– shifting the focus from processes towards results. MBO focuses on results and 
outputs, and not processes. This is the basis of all the advantages that will be 
discussed: the flow of information, planning and evaluation are all centered on 
organization drives output.  

– MBO also improves informational flow. Primarily informational flow from supe-
rior to subordinate is generally slow. Often high-priority objectives of the sen-
ior managers are poorly understood or not at all by the average ranking subor-
dinates. Using the MBO is no longer a need for “speech” or memories to re-
member on the main goals given a while ago. Due to the fact that sub-
objectives were established by quantitative indicators, the level of ambiguity of 
communication is reduced. 

 
Fig. 4. Delivering business goals and strategy process 

– MBO includes lower managers in planning. It has been observed that often 
plans (determined by superiors) and operations (performed by lower ranks) 
don’t agree because those running often do not take into account long-term 
planning. The solution offered by the MBO is the inclusion of low-level managers 
in the planning process, due to the fact that subordinates were instrumental in 
establishing these goals and objectives they are more committed to them.  
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– MBO assesses employees in a fair way. Human resources management insisted 
that managers should abandon the staff assessment through personality traits 
such as leadership, honesty, cooperation, or originality. It is considered a more 
objective evaluation when you consider the actual performance because it is 
directly linked to the performance of the tasks in the workplace. 

Conclusion  

Managers need to define clear objectives and results in an assessment system, make 
them known to employees, while motivating them in order to generate involvement, 
providing continuous feedback, monitor results, to evaluate partial performance and 
to ensure the conditions for their development and team members. A good manager, 
stimulates, motivates, delegate tasks and responsibilities taking into account the 
strengths of each individual. A good manager motivates by defining clear outcome to 
be attained, providing freedom of action and encouraging discovery. 
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 Rozważania na temat zwiększenia skuteczności kierowania organizacją 

STRESZCZENIE W celu zachowania konkurencyjności na ciągle ewoluującym rynku, organizacje 
muszą się rozwijać. Istnieje kilka sposobów na dokonanie zmian w organizacjach, 
tak aby dostosować je do rynku. Jednym z najbardziej skutecznych narzędzi jest 
przyjęcie efektywnej strategii zarządzania i wydajności. Proces ten wydaje się au-
torom optymalny pod względem realizacji funkcji zarządzania. Właściwa imple-
mentacja funkcji kierowania, umożliwia managerowi osiągnięcie celu, którym jest 
jedność pod względem rentowności ekonomicznej i użyteczności społecznej. 

SŁOWA KLUCZOWE kierowanie organizacją, efektywność zarządzania, wydajność zarządzania 
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