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Tn acest articol, sunt examinate concep-
tiile contemporane ale spiritului de lider si
lucrul in echipa realizate in cadrul organiza-
tiilor de business. In conditiile unor schimbdri
dinamice, o mare importanta se acorda avanta-
jelor pe care le au echipele de tip lider. Aplica-
rea acestora este posibila in baza coachingului.
Cercetarile efectuate de autori la un sir de
Intreprinderi, care functioneaza in Republica
Moldova, permit tragerea unor concluzii, rapor-
tate la posibilitatea i oportunitatea utilizarii,
aici, a viziunii analizate in articol.
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Introducere

Succesul oricarei companii depinde de
angajatii ei, eficacitatea si motivatia lor. Cum
putem obtine rezultate inalte de la angajati? In
ce mod sd-i interesam de aceasta? Cu ajutorul
caror metode putem mentine spiritul de colabo-
rare in echipe, sa trecem peste diverse opozitii,
pentru atingerea capacititii concurentiale a
schimbarilor 1n organizatii? Bazdndu-ne pe inte-
legerea importantei si actualitatii spiritului de
lider si formarii echipelor in conditiile schim-
barilor dinamice ale mediului exterior, vom
apela la modelele si metodele de realizare a
spiritului de lider, orientat spre eficacitatea echi-
pelor. Cercetatorii sustin cé, daca inainte condu-
catorii tindeau sa obtina rezultate, In primul
rand, prin remodelarea propriului stil si dezvol-
tarea competentelor lor, acum, insa, liderii vor sa
schimbe comportamentul angajatilor lor, aju-
tdndu-i sa capete aptitudini de colaborare si sa
excluda relatiile de confruntare [1; 3; 4; 5].

Astfel, renumitul business-consultant S.
Seksnea ne aduce drept exemplu corelatia dintre
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Introduction

Success of any company depends on its
employees, their performance, and motivation.
How to achieve the high performance of emp-
loyees? How to provoke their interest in top results?
What steps could maintain the cooperation in
teams and overcome the different kind of
opposition to the changes that are necessary for
the achievement of competitiveness? Given the
significance and current necessity of leadership
and teambuilding in conductions of dynamic
environment changes, it is important to analyse
the models and styles of leadership focused on
team efficiency and high performance. According
to researchers, whereas previously the top mana-
gers sought to achieve the results mainly by
transforming their own style and developing their
own competencies, now the leaders seek to
change the behaviour of their own employees by
helping them to acquire the cooperation skills and
exclude the confrontation [1; 3; 4; 5].

Thus, the famous business consultant
S. Shekshnia refers to the experience of one of
the leaders known to him and gives the following
correlation of these two components of the
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doua componente ale procesului de formare a
spiritului de lider, bazandu-se pe experienta unui
conducator bine cunoscut de el. ,Eficacitatea
mea este determinatd de mine, In cel mai bun
caz, doar cu 20%, dar restul 80% — de acele
persoane, care lucreazd in echipd cu mine. in
ultimii trei ani, am lucrat foarte mult asupra
celor 20% ale mele, dar n-am facut nimic in ceea
ce priveste celelalte 80%. A venit timpul sa ne
focalizam asupra altor detalii” [5, p.27].

Metodologia de cercetare

A obtine rezultate in business, prin instrui-
rea si dezvoltarea angajatilor in procesul lucrului
in comun, devine un factor tot mai important, atat
pentru angajati, cat si pentru lideri, si a organiza-
tiei, in general. Dupa parerea noastra, In aceasta
privinta, trebuie accentuatd actualitatea abordarii
acestui subiect, care conditioneaza necesitatea de
a lua 1n considerare dezvoltarea si a liderilor, si a
angajatilor, care fac parte din echipa. Indivizii se
perfectioneaza mult mai repede decat colectivul si
aceasta poate constitui un impuls pentru crearea
organizatiilor eficiente. In acelasi timp, este de
mentionat faptul cd interactiunea liderilor cu
membrii echipei nu este lineard. Colaborarea lor
eficientd este posibild datoritd trecerii de la
paradigma fricii angajatului fatd de conducator,
supunerii directionale, la o noud paradigma de
incredere, a intelegerii reciproce, a responsabi-
litatii maxime si a implicarii maxime in procesul
ludrii deciziilor. O atare abordare poate fi carac-
terizatd drept o ,,putere usoarda” de influentare sau
coaching [7].

Clasicul spiritului de lider contemporan
(Peter Drucker) [4] mentiona aparitia, in sec.
XXI, a noii clase de lucratori, pe care el i-a
numit Knowledge workers — oameni liberi. Ei nu
depind de mijloacele de productie, pentru a crea
preturi, Intrucat dispun de cunostinte si abilitati
profesionale, pot trece dintr-o organizatie in alta,
se impun ca niste personalitati integre. Drucker
considera ca pe acesti oameni nu-i poti conduce
cu ajutorul managementului directiv in limitele
unei paradigme de conducere traditionala.
Asteptarile acestor angajati se rezuma la posibi-
litatea de a capata cunostinte suplimentare, de a-
si dezvolta potentialul de lider, la atentia per-
sonala a conducatorului fatd de ei, la relatiile de
colaborare si intelegere reciproci. Intrucat, in
companiile contemporane, atare angajati devin
tot mai multi si anume ei influenteaza rezultatele
businessului, consideram cd anume coachingul
devine o metoda solicitata si eficienta.

leadership process: “My performance, at best, is
20%, determined by me and the remaining
80% is determined by the people who work with
me. In the past three years, | have worked very
hard on my 20% but | have done nothing with
respect to those 80%. It is time to change the
focus” [5, p.27].

Research methodology

The achievement of results in business
through employees’ training and development in
teamwork becomes an increasingly important
factor for the employees themselves, for the lea-
ders, and the company as a whole. In this regard,
we should emphasize the current necessity for a
comprehensive and systemic approach towards the
analysed issue: it is important to take into con-
sideration the development of both leaders and
employees in the teams. Individuals are improving
much faster than a collective body. This fact could
be an impulse to build high performance teams
and organizations. At the same time, the relation-
ship between a leader and employees in a team is
certainly not a linear one. Their successful and
effective cooperation is made possible by the
transition from the paradigm of an employee’s fear
of the top management, directive submission,
towards the new paradigm of trust, mutual under-
standing, maximum responsibility, and maximum
involvement in the decision-making process. This
approach can be described as a “soft power” of
influence or coaching [7].

The classic author of contemporary leader-
ship, Peter Drucker [4], noted the emergence of a
new class of workers in the 21st century, which
he called knowledge workers. They do not de-
pend on means of production for creating value
because they possess the professional knowledge
and skills, can easily move from one company to
another, and to see themselves as full-fledge
individuals. P. Drucker believed that such people
cannot be managed in an autocratic managerial
style and within the framework of the traditional
management paradigm. Expectations of such
employees consist in the expectations of oppor-
tunities for acquiring additional knowledge, de-
veloping leadership potential, garnering personal
attention of a leader, fostering partnership and
mutual understanding. Given an increasing num-
ber of such employees in modern companies and
namely their decisive influence on the overall
business results, the coaching, to our mind, beco-
mes an effective and highly sought method of
managing people.
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Rezultate si discutii

In ultimele doua decenii, coachingul se
dezvolta activ ca o filozofie de conducere si o
metodologie, care permite colaborarea eficienta
intre conducdtori si angajati. Istoria sportiva a
termenului coaching, adicd antrenament, prega-
tirea pentru competitii, este cunoscutd de mult
timp. Astfel, in Grecia antica, coacherii profesio-
nisti pregiteau sportivii in vederea Jocurilor
Olimpice. In a doua jumitate a sec. XX, acest
termen din sport a patruns in domeniul busi-
nessului, in societate. Au aparut asemenea
notiuni, precum coachingul CEO (al persoanelor
de conducere principald), coachingul conducerii
supreme, coache-manager, business-coaching,
coachingul personal profesionist. Suplimentar,
vom examina rolul coachingului de echipa.
Toate aceste denumiri presupun metode utilizate
de anumite persoane, pentru a ajuta alte per-
soane 1n activitatea lor profesionala [2; 5; 6].

In prezent, au aparut multe lucriri cu
privire la coaching si s-a formulat o parere
comund despre importanta, principiile si pers-
pectivele acestuia. In continuare, vom exempli-
fica anumite definitii.

Astfel, renumitul expert Myles Downey
considera coachingul o artd de a oferi ajutor,
pentru a mari auto-eficacitatea, invatandu-i si
dezvoltandu-i pe altii [2]. Savantul John Whit-
more raporteazd emanciparea angajatului la
scopul maximizarii eficacitatii lui [7]. Autorul T.
Golvi, de asemenea, considerd cid, anume, coa-
chingul permite dezviluirea potentialului per-
sonal, in asa fel, ajutandu-1 sa atinga eficacitatea
maxima [6].

Eficacitatea, care poate fi obtinuta datorita
coachingului, conditioneaza utilizarea acestuia
pe scard largd in organizatiile de business. Dar,
dupa parerea noastrd, coachingul nu poate servi
ca panaceu pentru toate problemele. De ase-
menea, nu este bine sd-l examinim ca pe un
instrument ,,tehnocratic”, separat de management.
Coachingul presupune efectuarea interactiunii
angajatilor si a conducdtorilor in rezolvarea pro-
blemelor de afaceri, in limitele comunicarii
neformale dominante, bazate pe principiile de
tutelare, consultare, instruire si mentorat. Ca o
forma de utilizare a lui, poate servi convorbirea,
discutarea neformala in dialog a unor probleme si
alternative de solutionare a lor. In aceastd pri-
vintd, vom mentiona cd mulfi specialisti (vezi
bibliografia) sustin, pe bund dreptate, In procesul
coachingului, sensul componentului de instruire,
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Results and discussions

In the last two decades, coaching is acti-
vely developing as a management philosophy and
methodology, which allows establishing effective
cooperation between the leadership and em-
ployees. The history of the term “coaching”
comes from sports meaning training or prepara-
tion for the competition. In ancient Greece, for
example, professional coaches prepared athletes
for the Olympic Games. In the second half of the
XX century, this sports term penetrated into
business and society and as a result, the new
concepts have emerged: CEO (chief executive
officials) coaching, top management coaching,
coach manager, business coaching, and personal
carrier coaching. In addition, there is the con-
cept of team coaching that is of our particular
interest. All of them are about the methods used
by some people in order to provide assistance to
other people in their carrier or professional
activities [2; 5; 6].

At present, there is a rich literature on coa-
ching. The studies provide practically a common
view on its importance, principles, and prospects.
We shall focus only on some of the exiting
definitions.

For example, the well-known expert, Myles
Downey, believes that coaching is the art of
facilitating the development, learning, and perfor-
mance of another [2]. The scholar John Whitmore
suggests that coaching is unlocking people’s
potential to maximize their own performance [7].
Of similar view is T. Gallwey who thinks that coa-
ching unlocks human’s potential and helps him to
maximize his own performance [6].

The high performance that stems from
coaching determines the wide application of coa-
ching in business organizations. To our mind,
however, coaching cannot be seen as a panacea
for all problems or as a mere separate “techno-
cratic” management tool. Coaching involves the
interaction of managers and employees in solving
business problems within the framework of pre-
vailing informal communication based on the
principles of mentoring, counselling, training,
and mentoring. Its application largely is done
through the conversation, informal dialogue, dis-
cussion of questions and alternatives to their
solution. In this regard, let us note that many
scholars (see the bibliography) rightly value the
“training” component in the coaching process. As
a result of coaching, there is a mutual enrichment
of the knowledge of managers and employees
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respectiv, este vorba de o Tmbogitire bilaterala de
cunostinte a conducatorilor si angajatilor, privind
efectuarea cat mai eficienta a lucrului comun,
datoritd cunostintelor capatate, care conditioneaza
colaborarea eficace si unitatea tuturor par-
ticipantilor, pentru a obtine un rezultat maximal.

Dupa parerea noastra, este important s se
atragd atentia asupra partii conceptuale a pro-
blemei. Echipele unite cu efect sinergetic, care
conditioneaza atingerea scopurilor dorite, in ma-
re parte, sunt un rezultat al coachingului. Deci,
abordarea constructiva a coachingului reprezinta
dezvoltarea si aplicarea acestuia, ca fiind un stil
al spiritului de lider. Acest fapt permite analiza-
rea lui ca pe un stil de coaching.

Tn atare calitate a sa, coachingul va facilita
realizarea mult mai deplina a potentialului per-
sonal al angajatilor.

In continuare, vom remarca niste carac-
teristici comparative ale stilului traditional si de
coaching, privind spiritul de lider.

that aim at the best implementation of joint work.
That goal is achieved because of the jointly
acquired knowledge and skills which, in their
turn, determine the effective cooperation and
cohesion of all participants in order to achieve
the best result.

It is important to mention the conceptual
aspects of coaching. Cohesive teams with a
synergy effect, which determine the achievement
of the desired goals, are largely the result of
coaching. In this regard, it seems that the positive
approach towards coaching consists in its deve-
lopment and application as one of the styles of
leadership.

Therefore, we can view it as a coaching
style. In such capacity, coaching contributes
to unlocking the full personal potential of
employees.

Below we provide some comparative cha-
racteristics of the traditional and coaching lea-
dership styles.

Tabelul 1/Table 1

Stilurile spiritului de lider/ Leadership Styles

Traditional/Traditional

Coachingul/ Coaching

1

2

o Stilul cosubordonator: relatii formale, o distanta
mare a puterii/ Subordinate style: formal
relations, high power distance,
posibile urmari comportamentale/ possible
behavioral consequences:

- subordonare/ submission
- frica/ fear
- stres/ stress

e Sustinerea din partea conducatorului, relatii
neformale preponderente/ Leader supporting
style, prevalence of informal relations,
posibile urmari comportamentale/ possible
behavioural consequences:

- responsabilitate personala/ personal
responsibility

- initiativa/ initiative

- entuziasm/ enthusiasm

e Remunerarea externa: stimularea bazata pe
nivelurile inferioare de necesitati/ External
reward: incentives based on lower-order needs,
urmdri/ consequences:

- sa-i intri in voie conducatorului/ please the
boss

- tensionarea relatiilor interpersonale/ tension in
interpersonal relationships

- conflicte distructive, confruntare/ negative
conflicts, confrontation

- construirea mecanismelor de aparare/ building
the protective mechanisms

e Remunerarea internd (motivarea —necesitati
supreme)/ Internal reward (motivation — higher-
order needs),
urmdri/ CONsequences:

- satisfacerea necesitatilor clientilor/ clients
satisfaction needs

- conflicte constructive/ positive conflicts

- unire/ cohesion

- colaborare/ partnership (cooperation)

- sinergie/ synergy
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Continuarea tabelului 1/ Continuation table 1

1

2

o Legitura directa/ Direct communication,
domina/ prevalence of:
- indicatiile/ directions
- directivele/ instructions
- ordinele/ commands
- comenzile/ orders
urmarile/ consequences:
¢ Legatura inversd/ Feedback:
- incdlcarea termenelor/ failure to meet
deadlines
- calitatea insuficientd/ insufficient quality
- lipsa posibilitatilor noi/ lack of new
opportunities

e Legatura directa/ Direct communication,
domina/ prevalence of:

- convorbirile, discutiile Tn dialog, tutelarea,
instruirea, consultarea, instruirea prin exem-
plul propriu/ discussions, dialog, mentoring,
training, conseiling, learning by example

- integrarea in proces/ inclusion in the process,

urmarile/ consequences:

e Legatura inversa/ Feedback:

- 0 noud viziune asupra problemelor cunoscute/
new vision of known problems

- idei noi, decizii noi de solutionare a proble-
melor cunoscute/ new ideas, new methods
for solving known problems

e Componentele stilului comportamental/
Components of behavior style,
persista/ prevalence of:
- Tnvinuiri/ accusations
- observatii/ reprimands
- sanctiuni/ sanctions
- nemultumiri/ dissatisfaction
- iritare/ irritation
- atitudine pesimistd/ pessimistic attitude

e Componentele stilului comportamental/
Components of behaviour style,
persista/ prevalence of:
- incurajari/ incentives
- sustinere/ support
- Intelegere/ understanding
- optimismul Tn perceperea viitorului/ optimistic
perception of the future
- colaborare/ partnership (cooperation)

o Atitudinea fata de schimbari/ Attitude to

changes,

sunt percepute doar/ are seen only:

- ca 0 amenintare/ as a threat

- atmosfera in grup — suspecta din ambele
parti,distructiva/ group atmosphere is mutually
suspicious, negative

- nivelul de unire de tip-lebada, rac, stiuca/
unity degree: “swan, cancer,
and pike”

e Atitudinea fata de schimbari/ Attitude to

changes,

sunt percepute doar/ are seen only:

- schimbarile ca fiind un pas spre succes/
changes are steps to success

- relatii de incredere/ trust-based relations

- decizii indraznete, riscante/ bold and risky
decisions

- unirea — toti formam o echipa/ unity: “we are
all one team”

Sursa: alcatuit de autori in baza surselor [2;3;5; 7]/ Source: compiled from the sources [2;3;5;7]

Din comparatiile prezentate mai sus, pu-
tem trage concluzii, pe care noi le consideram
importante pentru lideri si echipele lor. Pentru a
dezvolta colaborarea si a crea echipe unite cu
efect sinergetic, liderul-coacher trebuie sa aiba
griji de conditiile care permit angajatilor sa-gi
manifeste cele mai bune calitati personale si, in
aceastd baza, sa formeze aptitudini comune, care
ar corespunde interactiunii eficace de echipa, in
procesul atingerii scopului comun.

Ei se raporteaza la asemenea necesitéti ale
angajatilor, precum demonstrarea propriilor ca-
pacitati, a respectului, a succesului si cu astfel de
calitati, cum ar fi independenta, initiativa, res-
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Based on the above comparison, we can
draw important conclusions for leaders and
teams. In order to promote cooperation and build
a cohesive team with a synergy effect, the coa-
ching leader must take care of the conditions that
would allow employees to express their best
personal qualities, and on this basis to develop
the cooperation skills relevant for the effective
teamwork in achieving a common goal.

Those conditions are related to the follo-
wing workers’ needs: self-expression, respect,
success as well as the following abilities: inde-
pendence, initiative, responsibility, sense of risk
and purpose, desire for innovation.
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ponsabilitatea, simtul riscului, dorinta de a-si
atinge scopul, tendinta spre ceva nou.

Manifestarea lor este posibila doar dato-
ritd influentei firesti a managerului asupra anga-
jatilor, adica, a spiritului de lider, efectuat n baza
coachingului. Dar cele mai importante realizari
din lumea de afaceri, care inspira, dupd cum con-
sidera multi cercetatori [3; 5; 7], nu sunt doar rea-
lizari personale, dar cele ale unei echipe eficiente,
care lucreaza dupa regulile de lider si se caracteri-
zeaza printr-o culturd organizationald aparte, care i
determind pe oameni sa faca schimbari.

Dupa parerea noastrd, spiritul eficient de
lider are legatura cu stilul carismatic, corectional
si etic, In esenta sa, al conducdtorului. Drept
sursa a influentei sale ne pot servi urmatoarele
caracteristici comportamentale si de cultura
organizationald — o viziune strategica clard si
bine delimitatd de toti colaboratorii, educarea
liderilor, formarea unui sistem de valori corpo-
rative, increderea — ca un mecanism de influenta,
crearea atmosferei si a culturii schimbarilor,
consolidarea 1increderii fiecaruia in propriile
puteri si a autorealizdrii in atingerea scopurilor
echipei, mandria pentru echipa, care ar motiva
personalul sé actioneze cu o intensitate, produc-
tivitate si eficacitate sporite.

Analizdnd importanta realizarii potentialului
propriu-spiritual, emotional, mental si fizic, vom
mentiona cd dezvoltarea personala are loc mai
rapid, decét cea colectiva. In legatura cu aceasta,
formarea unei echipe eficiente unite va fi determi-
nata de capacitatea de dezvoltare si perfectionare a
membrilor ei. Tn‘gelepciunea este un adevar: ,,Ca sa
schimbam lumea, trebuie sd ne schimbam pe noi
ingine” [7, p.38]. Specialistii afirma ca calitatile
personale, ce caracterizeazd dezvoltarea si per-
fectionarea individului este gandirea deschisa.
Acesta este unul dintre cei mai importanti factori ai
coachingului de lider. Dezvoltarea gandirii des-
chise este capacitatea individului de a se vedea nu
doar pe sine insusi. Atare tip de gandire aduce
rezultate pozitive atat persoanei, cat si echipei, din
care face parte acest individ.

Gandirea inchisa este orientata doar spre
sine. Este important de a sesiza diferenta dintre
acestea si influenta lor asupra dezvoltarii per-
dorite. La argumentarea abordarii spiritului de
lider si crearea echipelor eficiente cu ajutorul
coachingului, vom tine cont de conceptia de baza
— tipul de gandire influenteazd comportamentul
uman in orice moment i in orice situatie. Tipul

Their manifestation becomes only possible
if there is a stress-free influence of managers on
employees, or leadership, which is carried out
through coaching. At the same time, the most
significant and inspiring achievements in the
business world, according to many researchers
[3; 5; 7], are not just personal achievements but
the achievements of a highly performing team
that works in accordance with the leadership
rules and a certain organizational culture that sets
people up for change.

To our mind, the effective leadership stems
from the transformative, charismatic, and ethic
style of a leader. The sources of his influence are
based on the following elements of behavioural
and organizational culture: existence of a clear,
shared by all employees’ strategic vision and
values, the corporate values system, the trust as a
mechanism of interaction; education of leaders
and creation of a special atmosphere and culture
of change. They also include bolstering eve-
ryone’s’ belief in their own strength and self-
fulfilment in order to achieve team goals and
taking pride for the team that motivates staff to
exceed the usual level of intensity, productivity,
and performance.

While considering the importance of maxi-
mizing the personal potential — spiritual, emo-
tional, mental and physical, we should keep in
mind that the personal development is done faster
than the collective one. In this regard, the building
of an effective cohesive team is determined by the
ability for development and improvement of the
participants in a team. The true wisdom is the
following saying: “To change the world, you must
change yourself” [7, p.38]. In this context, experts
name an outward mind-set as one of the personal
qualities characterizing personal development and
perfection. That is one of the most important
factors of coaching leadership. The development
of outward mind-set is the ability to see beyond
oneself. This type of thinking brings positive
results to both the individual and the team where
that individual is a participant.

An inward mind-set is directed at oneself. It
is important to see their difference and the impact
on development of an individual and on the
possibility of achieving the desired results. In jus-
tifying the approaches to leadership and building
effective teams through coaching, we shall be
guided by the fundamental concept: the mind-set
influences the behaviour of a person at any time
and in any situation. The mind-set determines
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de gandire determina tot ce face si cum colabo-
reazd el cu alti angajati intr-o organizatie sau
echipa. Gandirea deschisa faciliteaza procesul de
efectuare a lucrului comun, condus de altcineva.
Intelegerea importantei gandirii deschise si ma-
nifestarea ei de catre fiecare membru al echipei
faciliteazd crearea echipelor si organizatiilor
inovative, autodidacte si gata de colaborare.

Schimbarea tipului de gandire influenteaza
schimbarea comportamentului si atingerea rezul-
tatelor scontate. Aceasta are loc din cauza schim-
barii respective a tipului de interactiune a per-
soanelor in echipd. Tipul de gandire deschisa va
facilita colaborarea, spre deosebire de tipul care,
adesea, duce la confruntare si conflicte.

Spiritul de lider bazat pe coaching presu-
pune gandirea deschisd a membrilor echipei. In
schemele de mai jos, vom demonstra legatura
reciproca dintre tipurile de gandire, In contextul
schimbarilor planificate.

Rezultatele
actuale /
Current

Results

!

Com-
portament /
Behaviour

Tipul de gandire /
Mind-set

everything that a leader does and how he interacts
with other employees in, for example, an orga-
nization or team. An outward mind-set contributes
to openness in the process of working together, in
leading the others. Understanding the importance
of an outward mind-set and its manifestation by
each participant of the team contributes to the
creation of innovative, self-learning, and coope-
rative teams and organizations.

Changing the mind-set affects the behaviour
change and achievement of the desired results.
That happens because the type of people’s
interaction in a team changes accordingly. An
outward mind-set will facilitate cooperation
whereas an inward mind-set often leads to con-
flicts and confrontation.

Coaching style of leadership implies an
outward mind-set of team members. The diagram
below demonstrates the relationship between the
mind-set model and types of behaviour in the
context of planned changes.

Comportamentul
influenteaza rezultatele /
Behaviour drive results

Tipul de gdndire determina alegerea

comportamentului de cdtre persoand

si eficacitatea acestui comportament /
Mindset informs which behavior a person

choses and the effectiveness of those behaviours

Figura 1. Modelul tipurilor de gandire / Figure 1. The Mindset Model
Sursa: alcatuita de autori in baza sursei [7, p.37]/ Source: compiled from the sources [7, p.37]

In cercetarile Institutului Arbinger (SUA),
subliniindu-se importanta modelului dat, se men-
tioneaza ca incercarile de a face modificari doar
in schimbarea comportamentului, fara a schimba
tipul de gandire, vor esua cu o probabilitate mai
mare, In comparatie cu incercirile de a modifica
nu doar comportamentul, dar si tipul de gandire.
Figura 2 ne demonstreaza schema gandirii des-
chise pentru organizatie (echipd).
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The research conducted by the Arbinger Insti-
tute (USA) demonstrates the substance of the
above presented model: the attempts to conduct
the changes only on the basis of behavioural
changes without mind-set changes are more likely
to fail when compared to the attempts to conduct
the changes on the basis of behavioural and mind-
set changes. The figure 2 shows the organizational
(team) outward mind-set model.
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a vedea necesitatile lor,

scopurile, problemele/
see their needs, objectives, challenges

Proprietarii /
Owners

Organizatia

Tn fiecare directie:/
In each direction:
1. Conducerea altora/ see others
2. Aplicarea eforturilor/ adjust efforts
3. Evaluarea influentei/ measure
impact

a vedea necesitatile lor,
scopurile, problemele/

- o)

PO = = (@] . . .
avedea_necesna;lle lor, 58 (echipa) / & = @ see their needs, objectives,
scopurile, problemele/ S & Organization 33 challenges

see their needs, objectives, oo (team) o =
w

challenges

Colaboratorii /
Workforce

a vedea necesitatile lor, scopurile,
problemele/
see their needs, objectives, challenges

Figura 2. Schema gandirii deschise pentru organizatie (echipa) /
Figure 2. The Outward Mindset at Work (of a Team)
Sursa: alcatuita de autori in baza sursei [7, p.37]/ Source: compiled from the sources [7, p.37]

Bazatd pe gandirea deschisa, abordarea-
coaching este identica atat la nivel individual,
cat si la cel de echipd sau de organizatie. Creand,
la fiecare dintre aceste niveluri, scheme ale
gandirii deschise, pot fi atinse rezultatele plani-
ficate sau dorite in procesul schimbarii. Echipele
construite dupd principiul gandirii deschise se
caracterizeaza prin faptul cd membrii acestora
sunt gata sa lucreze, ajutandu-i pe cei fata de
care resimt responsabilitate (colegi, proprietari,
colaboratori, clienti).

In asemenea echipe, se consolideazi rela-
tii trainice de afaceri, care se caracterizeaza prin
ajutor reciproc si incredere. Organizatia, care este
constituitd din asemenea echipe si colaboratori,
va fi una cu procese reformatate, incepand de la
misiune, conducere, strategie de dezvoltare a
companiei, pana la structurd si sistemele ei.
Problema rezida in modalitatea de a le aduce la
cunostinta echipelor si tuturor membrilor organi-
zatiei faptul cd ei trebuie sd fie responsabili,
disciplinati, orientati spre un rezultat comun si
cum ar trebui sa creeze conditii, pentru a deveni
colaboratori tot mai utili, care sd asigure atingerea
scopului scontat. Gandirea inchisa, deseori, este
cauza eficacitatii joase a activitdtii oamenilor, a
membrilor echipelor din organizatii si a inefica-

The outward mind-set coaching approach is
identical for an individual, a team, and an orga-
nization. Having created at each of these levels an
outward mind-set, one can achieve the planned or
desired results in the process of change. Teams,
which are built on the principle of outward mind-
set, are characterized by the fact that the members
of such teams are ready to work and help those
towards whom they have responsibilities (collea-
gues, owners, employees, clients).

In such teams, there are reliable business
relations based on mutual support and trust. An
organization consisting of such teams and emp-
loyees represents an organization with the resha-
ped processes that include a mission, a company’s
strategy as well as its structure and systems. The
problem is how to convey to all members of an
organization and teams the understanding of
importance of being responsible, disciplined, and
focused on the overall result people, and how to
assist in creating the conditions to become as such,
i.e. increasingly valueble employees who ensure
the attainment of the goals set. An inward mind-
set is often the reason for the low productivity of
people and teams in an organization and for the
personal inefficiency. An outward mind-set can
best influence the high performance of employees
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citatii personale, in timp ce gandirea deschisa
poate influenta pozitiv productivitatea si eficienta
muncii Th cadrul echipelor.

Tn ce mod are loc dezvoltarea aptitudinilor,
care faciliteazd colaborarea si consolidarea echi-
pelor? Raspunsul la aceasta intrebare il gasim in
stilul relatiilor de coaching. Acest proces se va
solda cu succes, daca va fi bilateral cognitiv si toti
participantii vor constientiza sensul lucrului in
comun, al sarcinilor si scopurilor, al comporta-
mentului, rezultatelor, evaluarea rezultatelor si
stabilirea remunerdrii. in asa mod, procesul de
instruire (organizare) este determinat de raspun-
surile la urmédtoarele intrebari: De ce trebuie
efectuat acest lucru? De ce intr-un astfel de inter-
val de timp? De ce sunt puse asemenea scopuri,
probleme, remunerari? De ce trebuie obtinute asa
rezultate? Procesul este unul de capatare a incre-
derii si, ca urmare, a actiunii nefortate.

Gandirea traditionala se manifesta in orga-
nizarea relatiilor interpersonale, a relatiilor din-
tre manageri si angajati, dupa formula: Cum, ce
si in ce termene trebuie si fie executat? Intr-un
asemenea proces de interactiune, lipseste pro-
cesul de instruire bilateral, care conditioneaza
increderea, motivatia si colaborarea. Din aceasta
cauza, va surveni neincrederea si subordonarea,
in loc de aptitudinile comune de colaborare.

Odata cu obtinerea sensului, deci, a incre-
derii reciproce, persoanele din echipe (organi-
zatii) capatd motivatie, demonstreaza intelegere
reciproca, sustinere bilaterald, directionare spre
un scop comun. Vom sublinia faptul ca, prin
elucidarea sensului de a lucra in comun, persoa-
nele dobandesc valori comune (necesitati, moti-
vatie), principalul motiv al activitatii lor 1l cons-
tituie apararea valorilor, intereselor comune,
orice s-ar intdmpla. Adunandu-se in jurul lor, se
formeazd o unitate, o colaborare, sunt atinse
scopurile dorite. Tn acest sens, calea spre echi-
pele unite si eficiente este una de incredere, im-
partasitd de toate valorile (necesitéti, motivatie),
prin forme de interactiune nefortate, usoare,
neformale, cum ar fi coachingul de lider. Acesta
este bazat pe dezvoltarea personald, pe realizarea
potentialului individual in plan spiritual, emo-
tional, mental si fizic [9]. Competenta-cheie a
unei asemenea cdi de dezvoltare a colaborarii
intre lider si membrii echipei se manifestd prin
alegerea personala sau a realizdrii individului,
ceea ce devine posibil in conditiile interactiunii
socio-responsabile si etice intre persoane in
organizatie sau echipa.
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and teams encourage them to cooperate and speed
up innovations at an enterprise.

How the cooperation and team-building
skills are learned? The coaching leadership style
provides an answer to this question. The process is
successful if it involves mutual learning and
understanding by all participants of the meaning of
the joint work, its tasks, goals, behaviour, results,
evaluation of results, and rewards. Thus, the
learning process (organization) is determined by
the answers to the questions: why this work should
be done? Why within these deadlines? Why are
the goals, objectives and rewards as they are? Why
should such results be achieved? The acquisition
process is a process of gaining trust and, as a
consequence, of non-coercive influence.

Traditional inward mind-set is focused on
organizing interactions and relations between em-
ployees and managers according to the for-
mula: “How, what, and by what date should the
task be completed?” In such interaction, there is
no component of mutual learning that brings
about trust, motivation, and cooperation. Instead,
there are distrust and subordination that do not
allow for the development of cooperation skills in
that interaction.

When people in an organization (team)
understand the meaning of their work and gain
mutual trust, they tend to have motivation, show
mutual understanding, provide mutual support,
and focus on the overall result. We should empha-
size that, with understanding the meaning of the
joint work, people acquire shared values (needs,
motivation) and something special in their acti-
vities that they are ready to defend against every-
thing. By being united around those values, teams
develop the cohesion and cooperation and achieve
the desired goals. In this regard, the path to cohe-
sive and effective teams is the path to trust and
values (needs, motivations), which are shared by
all. That path is formed by the “soft”, non-coer-
cive, trusting, and informal interactions, which are
the basis of coaching leadership. It is grounded on
personal development, the expression of the
spiritual, emotional, mental, and physical intelli-
gences of a human being [9]. The key competence
of such development of cooperation between the
leader and employees in the team is the choice or
self-actualization, which are inherent to the nature
of a human being, and their pursuit, which is
possible within the socially responsible and
ethical interaction of people in the organization
or team.
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Odatd cu trecerea la gandirea deschisa,
adica, cu trecerea la paradigma de a alege (auto-
actualizarea), de a avea incredere si a colabora,
trebuie sa dispara gandirea inchisa a managerilor
si a angajatilor — frica, neincrederea, supunerea.
In legiturd cu aceasta, comportamentul liderului
si al membrilor echipei lui va fi efectuat, tindnd
cont de valorile comune, bazate pe dezvoltarea
personalitatii si respectarea normelor etice si a
criteriilor de responsabilitate sociala. In acest caz,
stilul dominant va fi cel de lider si de colaborare
in echipa, orientat spre valori comune, necesitéti,
motivatie-stil democratic. Corelatia conceptiilor-
cheie analizate o vom demonstra in urmatoarea
schema (figura 3).

Along with the transition to an outward
mind-set, that is, to the paradigm of choice (self-
actualization), trust, and cooperation, the inward
mind-set of managers and employees such as fear,
distrust, and submission should become history. In
this regard, the behaviour of a leader and his team
members is based on the common shared values,
personal development, and respect for the ethical
standards and criteria for social responsibility. The
prevailing style in such case is a leadership style
and teamwork, focused on shared values, needs,
and motivation, i.e. a democratic style. The
relationship of the key concepts, analysed in this
article, is presented in the diagram (figure 3).

Valorile comune ale liderului si colaboratorilor: /
Common, shared by a leader and employees values:
e viziunea privind viitorul companiei (schimbari) / see the future of a company (changes)
e alegere, sens, incredere / a choice, meaning, trust
e abordare holistica / holistic approach

spiritul neformal de lider,
stil democratic
(colaborare, echipa,
coaching) /
Informal leadership,
democratic style
(partnership, team,
coaching)

Spiritul formal de lider
(autocrat, prepotenta,
confruntare) /
Formal leadership
(autocratic, unlimited
power, confrontation)

Dezvoltarea personald:/
Personal development:
¢ Auto-actualizarea (alegerea)
/ self-actualization (choice)
e increderea colaboratorilor /
employees’ trust

e entuziasmul /enthusiasm

e initiativa / initiative

e responsabilitatea, etica /
responsibility, ethics

o rezultatul / result

Figura 3. Calea de la confruntare spre colaborare /
Figure 3. From Confrontation to Partnership
Sursa: alcatuita de autori in baza surselor [6; 7]/ Source: compiled from the sources [6; 7]

Aspectele practice ale cercetarii

Bazé&ndu-ne pe studierea teoriei si a expe-
rientei reusite in domeniul ce tine de lideri, echipe
si coaching, autorii acestui articol au cercetat
unele aspecte ale problemei date intr-un sir de
intreprinderi, care functioneazd 1n Republica
Moldova. Acestea sunt Societati cu Respons-
abilitate Limitata (SRL) — Interior Pro, Aptolent
Plus, Cartnord, Autocurat, Lingotex, Ditex,
Sigmatur-Com, Goodyear Service Co, Birovits
SA, la fel ca si Floare Carpet, Viorica. Pentru a

Practical aspects of the study

Based on theory and successful experience
in the field of leadership, teams, and coaching,
the authors of this article conducted the study of
those issues on a number of enterprises operating
in the Republic of Moldova. They included the
following private limited companies (LtD):
Interior Pro, Aptolent Plus, Cartnord, Autocurat,
Lingotex, Ditex, Sigmatur-Com, Goodyear Ser-
vice Co, as well as Birovits SA, Floare Carpet,
and Viorica. To conduct the study in the form of
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efectua cercetdrile necesare sub forma de ches-
tionar, a fost intreprinsd o ancheta. Esantionul,
privind subiectele coachingului, l-au constituit
153 de persoane. Printre ei — manageri si anga-
jati, care au constituit 10-12% din numarul total
de persoane ocupate la fiecare nivel analizat si
veriga a sistemului de management.

Pornind de la raspunsurile angajatilor la
intreprinderile cercetate, coachingul, ca o parte
componentd a spiritului de lider, a managemen-
tului, si, ca un reper de formare a noilor echipe
eficiente, comportd un caracter episodic, fara
sistem. Aceastd parere este impartdsitd de mai
mult de jumatate dintre respondenti (57,6-
60,0%). In acelasi timp, o mare parte dintre ei
(pana la 77,9-80,0%) considerd coachingul o
metodd de a stabili relatii eficiente de afaceri
intre manageri si angajati, ceea ce poate facilita
realizarea unei activititi in comun mult mai
eficiente (in %, raportat la numarul din esan-
tionul comun).

Réspunsurile participantilor, care au apreciat
coachingului la intreprinderi si raspunsurile pri-
vind directiile si sarcinile lui, s-au repartizat in
felul urmator (figura 1):

1. Dezvoltarea calitatilor de lider si aptitu-
dinilor de colaborare (eficacitatea organizatio-
nald) — 74,3%; 2. Clarificarea valorilor perso-
nale si concordanta lor cu misiunea si strategia
(eficacitatea organizationald) — 73,0%; 3. Solu-
tionarea problemelor concrete la locul de munca
(eficacitate individuald) — 87,7%; 4. Solutio-
narea problemelor din sfera profesionald, in
regim de colaborare (eficacitate de echipa) —
86,6%; 5. Crearea unei rezerve de lideri/succe-
sori (eficacitate individuala si organizationald) —
74,1%; 6. Legatura directd si feedback-ul pri-
vind specificarea perspectivelor strategice si
tactice in intreprindere (eficacitate organizatio-
nald) — 78,8%; 7. Legatura directa si feedback-ul
in procesul de coaching, pentru a specifica stra-
tegia proprie (eficacitate individuala) — 88,5%.

Una dintre directiile importante ale coa-
chingului, in realizarea principiilor de echipa in
intreprinderile analizate, este crearea echipelor
interfunctionale. Aceastd recomandare este con-
ditionata de faptul cé cercetarile au demonstrat ca
o mare parte din manageri si angajati, efectuand o
sarcind de lucru sau alta, realizeaza coachingul in
baza interfunctionala (figura 4).
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survey, we developed questionnaires. The sample
on the questions related to coaching included 153
people. Managers and employees amounted to
10-12% of the total number of employed on the
each management level in every company
selected for the study.

As seen from the employees’ answers,
coaching, as an element of leadership and mana-
gement and a driver for the effective teambuil-
ding, is episodic and non-systemic. This is an
opinion of more than a half of respondents
(57.6-60.0%). At the same time, their significant
number (up to 77.9-80.0%) believes that coa-
ching is a way to establish productive business
relations between employees and managers, and
that, in its turn, can enhance the performance of
joint activities (in per cent to the number of the
total sample).

The respondents’ positive views on the
future and perspectives of coaching at enterpri-
ses, with regard to the coaching tasks and direc-
tions, were divided as follows (figure 1).

1. Development of the leadership coope-
ration skills and attributes (organizational perfor-
mance) — 74,3%; 2. Clarification of the personal
values and their reconciliation with the mission
and strategy (organizational performance) -
73,0%; 3. Solution of specific problems at the
work place (individual performance) — 87,7%;
4. Solution of professional problems based on
cooperation (team performance) - 86,6%;
5. Creation of leaders’/successors’ pool (indivi-
dual and organizational performance) — 74,1%;
6. Direct communication and feedback on cla-
rifying strategic and tactic possibilities of an
enterprise (organizational performance) — 78,8%;
7. Direct communication and feedback during
coaching on clarifying personal strategies (indi-
vidual performance) — 88,5%.

One of the coaching areas for the imple-
mentation of team principles at the enterprises
surveyed is the creation of cross-functional teams.
This recommendation is based on the study’s
finding that a significant part of managers and
employees performing one work assignment or
another carries it out on a cross-functional basis
(figure 4).



BUSINESS SI ADMINISTRARE / BUSINESS AND ADMINISTRATION

Panala/Upto10 11-20 21-30
53 45 15 29
21-30

11-20
45%

31-40 41-50 51-60 si mai mult/and up Total / In total

7 1 150

31-40

41-50
7%

51-60
o 10 u 6onee 1%

53%

Figura 4. Greutatea specifica a problemelor ce tin de inovatii (in %, raportat la volumul
total de timp, legat de efectuarea unei sau altei sarcini de lucru), care se solutioneaza
in baza interfunctionali (in %, raportat la numirul de respondenti) /
Figure 4. Percentage of the problems related to innovations (in % of the total amount
of time associated with the performance of a particular work assignment), which are solved
on a cross-functional basis (in % of the number of respondents)
Sursa: elaborata de autori | Source: elaborated by the author

Echipele interfunctionale corespund cel
mai mult inovatiilor. Unul din cei mai importanti
indicatori ai eficientei relatiilor de echipa si a
proceselor in organizatie, care a fost analizat la
intreprinderile cercetate, este comunicarea. Dupa
parerea noastra, intr-o echipa interfunctionala
eficienta, orientatd spre inovatii, comunicarea ar
trebui sd corespundd formulei de coaching
,Castig-castig”.

Comunicarea de afaceri, cu colegii si con-
ducatorul in compartimentele intreprinderilor cer-
cetate, este construitd, dupd formula numita,
la circa 56,67%.

Cross-functional teams most fully meet the
requirements of innovations. One of the most
important indicators of the effectiveness of team
relations and processes in the organization, which
was analysed at the enterprises surveyed, is com-
munication. In our opinion, in an effective cross-
functional team focused on innovation, the
communication must meet the coaching formula
“win-win”.

At the studied enterprises, business commu-
nication between colleagues and the head of sub-
division, which is built in accordance with such
formula, is often at 56.67%.

56,67

Des/
Often

Tntotdeauna
Always

Niciodata/
Never

Rar/
Rare

Uneori/
Sometimes

Figura 5. Comunicarea in interiorul echipei dupa formula ,,castig-castig”
(in %, raportat la numirul de respondenti)/ Figure 5. Internal team communication using
the formula ""win-win" (in % of the number of respondents)
Sursa: alcatuita de autori in baza sursei [10] / Source: compiled from source [10]
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Vom sublinia ca posibilitatea realizarii spi-
ritului de lider, cu ajutorul mecanismului de coa-
ching propus, este determinatd de conditiile create
de lideri la intreprinderile cercetate si de faptul ca
aproximativ 36,6% dintre respondenti se consi-
derd lideri potentiali. Fi isi planificd cresterea
carierei si sustin trecerea la echipele cu auto-
gestiune si autoinstruire (figura 6).

O

Echipa incepatoare: conducatorul verifica permanent
activitatea echipei / Newly-started team:
A top manager constantly controls a team’s performance

Echipa cu experienta: conducatorul echipei urmareste
activitatea ei / Experienced team: A team manager simply
observe its performance

We should emphasize that the possibility of
leadership through the proposed coaching mecha-
nism is determined by the prevailing conditions
of leadership in the studied enterprises and by the
fact that about 36.6% of respondents consider
themselves the potential leaders. They plan their
further career growth and support the transition to
self-governing and learning teams (figure 6).

Echipa in perioada de tranzifie: conducatorul echipei
coordoneaza activitatea ei / Team in transition: A team
manager coordinates its performance

e
[ ]

BRY

Echipa matura: cu autogestiune, care se instruieste
n baza coachingului / Mature team:
A self-managing, coaching based learning team

Figura 6. Modelul dezvoltirii echipei / Figure 6. Team’s Development Model
Sursa: alcatuitd de autori in baza sursei [8]/ Source: compiled from source [8]

Concluzii

In baza cercetarilor teoretice si practice
efectuate, putem trage urmatoarele concluzii si
formula cateva recomandari:

e Realitatea noud, caracterizata prin schim-
barile rapide ale conditiilor de criza, conditio-
neaza necesitatea de a utiliza, in organizatiile de
afaceri, avantajele ce tin de dezvoltarea spiritului
de lider si a echipelor.

e Este important a Intelege ca spiritul de
lider, intotdeauna, presupune interactiunea intre
lider si membrii echipei sale. Ei influenteaza
unul asupra altuia si tind sa atingd scopuri co-
mune, sd obtina rezultate si schimbari reale.

e Una din abordarile, care permit cresterea
eficacitatii echipei, acum, este coachingul. Coa-
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Conclusions

Based on the analysed theoretical and prac-
tical studies, we suggest the following conclusions:

e The new reality of fast-paced changes
and crises call for a need to incorporate the ad-
vantages of leadership and teams’ development
in business organizations.

e It is important to understand that leader-
ship is always about the interactions between a
leader and the members of a team. They influ-
ence each other and mutually aim to achieve
common goals, results, and real changes.

e Coaching is one of the current approa-
ches that helps to enhance the teams’ perfor-
mance and efficiency. Business coaching is deve-
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chingul de afaceri se dezvolta ca o ramurd a con-
sultarii gestionale. In coachingul care reprezintd
parteneriatul si colaborarea coacherului (a con-
sultantului, liderului) si coacherii clientului
(colaboratorului) este posibilda o sporire a efica-
citatii celor din urmd, din contul schimbarilor
pozitive in comportamentul si motivatia lor.

e Cercetarile efectuate la un sir de intre-
prinderi au demonstrat cd este necesara utiliza-
rea mai activda a avantajelor organizarii de
echipa. Avantajele sunt legate, preponderent, de
dezvoltarea stilului-coaching de tip lider.

e Deocamdatd, la intreprinderile cerce-
tate, nu sunt utilizate programele de coaching.
Dar, in acelasi timp, angajatii intreprinderilor
respective si-au exprimat atitudinea pozitiva si
promptitudinea de a utiliza business-coachingul.
Coachingul eficient va facilita sporirea eficaci-
tatii organizatiei In ansamblu, In particular,
pentru a crea echipe interfunctionale, cu imple-
mentarea inovatiilor in productie, produselor/
serviciilor, de asemenea, care au legaturd cu
iesirea pe pietele noi.

Pentru implementarea avantajelor spiritu-
lui de lider si a activitatilor de echipa in organizatii,
este necesara planificarea si realizarea unor
programe de instruire de tip coaching, privind dez-
voltarea aptitudinilor respective ale angajatilor.

loping under management consultancy. Coaching
represents the partnership and cooperation bet-
ween a coach (consultant, leader) and a coachee
(client, employee) that leads to the development
and enhancement of the latter’s performance
thanks to the positive changes in his behaviour
and motivation.

e The study conducted among a number of
enterprises showed that they need to further
incorporate the advantages of teams and team-
work. To a larger degree, those advantages are
related to the development of coaching style of a
leadership.

e Currently, there are no coaching pro-
grams at the studied enterprises. However, their
employees viewed positively the possibilities of
coaching and expressed willingness to incurpo-
rate business coaching. Effective coaching would
enhance the performance of an organization as a
whole, and specifically, with regard to the cross-
functional teambuilding related to the imple-
mentation of innovations in production, goods/
services, and entries into new markets.

To use the advantages of leadership and team-
work in organizations, it is necessary to plan and
implement the coaching training programs in order
to develop the appropriate skills of employees.
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