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Sinteza lucrarii

Importanta managementului resurselor umane pentru succesul organizatiilor scolare se
bucurd de o recunoastere deosebitd, In multe parti ale lumii existdnd tendinta spre un
management autonom?. Responsabilititile inspectorilor, metodistilor si formatorilor, aferente
zonelor de interes ale managementului resurselor umane se multiplicd si se diversifica
permanent. Motivatia si actiunile lor sunt directionate catre cadrele didactice pentru a obtine
rezultate dezirabile prin implicarea in luarea de initiative si asumarea de riscuri.

Se impune inlocuirea ,,managerialismului’? resurselor umane care se concentreazi cu precidere
pe eficienta manageriald, cu un leadership emotional, moral si participativ prin concentrarea
atentiei pe motivatia in munca si pe satisfactia profesionala.

Incursiunea in sisteme manageriale de resurse umane din educatie ale tarilor europene

si investigarea zonelor de interes ale managementului resurselor umane din Invatamantul
preuniversitar romanesc asigura crearea premiselor teoretice si practice pentru elaborarea unui
index care reda nivelul managementului resurselor umane.
Tematica abordata si metodologia folosita in cercetarea ,, Perfectionarea zonelor de interes ale
mangementului resurselor umane din invatamdntul preuniversitar” determind doua directii
importante: noutate si originalitate, prin prezentarea teoretica si practicd, obiectiva si realistd a
zonelor de interes pentru activitdtile desfasurate de inspectori si de metodisti/formatori.

Cercetarea analizeaza zonele de interes ale mangamentului resurselor umane din
invatamantul preuniversitar pentru a obtine o imagine clard a metodelor, tehnicilor si
procedurilor utilizate si pentru a identifica etapele necesare perfectionarii acestora.
Perfectionarea se poate realiza prin utilizarea instrumentului numit index-ul managementului
resurselor umane. Indexul managementului resurselor umane din invatdmantul preuniversitar
solicitd participantilor (inspectori, formatori/metodisti, cadre didactice) sa isi asume rezultatele
si sa 1si planifice schimbari in functie de acestea.

Zonele de interes sunt concepute pe intelesul participantilor si sunt specifice activitatilor

derulate de resursele umane din invatamantul preuniversitar. Indexul a fost realizat prin

! Self-management, termen intodus de Tony Bush in lucrarea Leadership si management educational, p. 13.
2 lbidem, p. 14.



derivarea celor patru mari domenii ale managementului calitdtii: responsablitatea
managementului, managementul resurselor, realizarea activitdtilor, masurare/ analizd/
imbunatatire In opt zone de interes adaptate managementului resurselor umane din educatie. El
poate fi folosit ca baza de investigare a managementului resurselor umane din invatamantul
preuniversitar din punct de vedere cantitativ prin acordarea de calificative sau punctaje, dar si
calitativ prin notarea elementelor de buna practica sau care necesita interventii $i imbunatatiri.
Apreciez ca demersul reprezintd un pas important in fundamentarea importantei modului de
conducere a resurselor umane din educatie, oferind informatii clare, cantitative si calitative,
obtinute printr-o cercetare realizatad riguros la nivel national.

Primul capitol, Managementul resurselor umane, fundamenteaza teoretic cercetarea prin
prezentarea urmatoarelor concepte si a paradigmelor specifice: management, resurse umane,
pregatire si dezvoltare profesionala, cariera, promovare a personalului. Am prezentat un istoric
al managementului resurselor umane din perspectiva activitatilor componente care s-au
diversificat si multiplicat permanent odatd cu cresterea dimensiunilor organizatiilor si cu
aparitia politicilor de personal. De asemenea, sunt redate stadiile de dezvoltare ale
managementului resurselor umane: liberala, psihosociala, a contractelor si de inregistrare.

Avand in vedere provocdrile mondiale actuale privind globalizarea economiei,
deschiderea pietelor internationale, schimbarile tehnologice rapide care pot fi transformate in
oportunitati prin cresterea calitatii instruirii §i dobandirea de noi abilitati de catre resursele
umane, am considerat cd un management al resurselor umane eficient pleaca de la
implementarea unor politici active si anticipatorii, concretizate intr-un manual de proceduri
legate de politica de angajare si de politica de dezvoltare si sprijinire a angajatilor. Aici sunt
prezentate planurile de dezvoltare a resurselor umane realizate la nivel institutional si
individual. Am adoptat o definitie de lucru care considera cariera ,,succesiune de profesii,
indeletniciri §i poziii pe care le are o persoand in decursul perioadei active de viata” tinand
totusi cont de aspectele economice, sociologice si psihologice legate de roluri, aptitudini,
interese, valori, trebuinte, experiente si aspiratii.

In capitolul 2 intitulat Managementul resurselor umane din educatie, am descris
principalele componente ale sistemului educational din Romania, si anume: Ministerul
Educatier Nationale, Inspectoratele scolare, Casa Corpului Didactic. De asemenea, sunt
prezentate compartimentele de management a resurselor umane din perspectiva
responsabilitatilor acestora impuse de legislatia in vigoare. Tot aici sunt cuprinse aspecte
cantitative si calitative privind evolutia cadrelor didactice. Astfel, se constatd ca la nivel
national se manifestd o scadere a numarului de cadre didactice, mai Insemnata pe segmentul

celor care activeaza in invatamantul primar-gimnazial fata de cel liceal, iar ponderea
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personalului de gen feminin ramane constanta, apropiindu-se de cea inregistrata la nivel
european.

Functiile didactice in Invatdmantul preuniversitar sunt: educator, invatator, institutor,
profesor, maistru-instructor — in invatamantul secundar; institutor, profesor itinerant, profesor
in invatamantul special, profesor psihopedagog, psiholog scolar, profesor logoped, maistru-
instructor, profesor-educator-in invatamantul special si pentru efectuarea unor activitati de
evaluare complexe (pentru evaluarea si selectia copiilor cu cerinte educationale speciale);
educator, institutor, maistru-instructor, antrenor - in cluburile sportive sau in institutiile in care
sunt organizate activitagi extracurriculare; profesor logoped — in centrele logopedice sau
unitatile scolare logopedice; consilier scolar - in scoli si in centrele judetene de asistenta
psihopedagogicd; profesor metodist, profesor asociat — in centrele judetene de perfectionare a
profesorilor care poartd denumirea de Casa Corpului Didactic; profesor documentarist — in
Centrele de Documentare si Informare. In conformitate cu metodologia existents, cadrele
didactice obtin dreptul de practica dupa ce au promovat cu nota minima sapte examenul de
definitivat, acesta fiind primul pas spre o profesionalizare ascendentd. Sunt prezentate n acest
capitol modalitatile prin care se obtin urmatoarele grade didactice.

Dezvoltarea profesionala a cadrelor didactice se realizeza prin intermediul Caselor
Corpului Didactic si prin programe si proiecte locale, nationale si internationale (Erasmus+,
eTwinning). La nivelul ministerului existd un numar foarte mare de proiecte §i programe, cu o
mare diversitate tematica.

Managementului resurselor umane din invatamantul preuniversitar in sistemele
educationale ale Uniunii Europene este prezentat in capitolul 3. in majoritatea tarilor europene,
doar cadrele didactice care predau la nivel liceal au diploma de licentd si master. Formarea
practica este obligatorie pentru toate tarile din Europa, ea face parte integrantd a formarii
initiale. In Europa se observi o mai mare adaptabilitate in privinta formarii initiale a resurselor
umane prin introducerea de rute diferite de urmat pentru a profesa in meseria de dascal. Acestor
rute le este caracteristic faptul ca formarea se realizeaza pe o perioada scurtd de timp, perioada
in care aceste persoane lucrezd cu copiii. Situatiile acestea au loc In tari unde existd locuri de
munca neocupate iar pe piata muncii nu sunt persoane calificate.

Programele de inductie sunt programe de sprijin pentru cadrele didactice debutante,
indiferent de nivelul de predare pe care se afld acesta, si anume prescolar, gimnazial, liceal.
Sprijinul este acordat de catre un mentor. Mentorul poate fi directorul unitatii de invatdmant
sau un cadru didactic cu experienta din unitate, daca acestia au participat la programe speciale

de formare. Activitatea de mentorat presupune organizarea de intdlniri periodice in cadrul



carora debutantul este sprijinit in planificarea orelor, in realizarea materialelor didactice si in
alegerea metodelor de lucru.

O parte importanta este dedicata managementului carierei didactice. Sunt tratate aspecte
importante existente la nivel european referitoare la dezvoltarea profesionald a cadrelor
didactice si la sistemele educationale in care cadrele didactice beneficiaza de formare si
dezvoltare. La nivelul spatiului european se implementeaza conceptul de ,,invatare permanenta

»8_ Ca urmare, o parte dintre tiri au adoptat masuri legislative de politici

pe tot parcursul vietii
educationald avand drept obiectiv programe de dezvoltare si mobilitate profesionald adresate
cadrelor didactice.

Abordarea teoretica, respectiv capitolul 4, se incheie cu notiuni legate de coaching ca
parte a procesului de perfectionare a resurselor umane. Coaching-ul se impune sub toate
aspectele, teoretic sau practic, in multe zone ale cercetarii si prezinta interes atit pentru cei care
lucreaza in domeniul psihologiei, cat si pentru cei din domeniul managementului resurselor
umane i nu numai. Infuenta decisiva la dezvoltarea profesionala si personald a individului a
dus la studierea domeniul astfel ca, in prezent, exista o multitudine de articole, reviste, rapoarte
ca baza de cercetare. Conceptul de manager-coach descrie una dintre noile orientari ale rolului
de manager: capacitatea de a dezvolta talentele colaboratorilor si de a le stimula acestora
capacitatea de a se adapta la schimbare. S-a impus redarea elementelor de coaching utilizate in
managementul resurselor umane precum scoala resurselor umane, teoria XYZ, modelul de
coaching cu 6 etape - Carol W. Ellis, modelul functional Kottler.

Practicile manageriale sintetizate in diferite comportamente determina efecte asupra satisfactiei
profesionale a angajatilor. Atunci cand managerul este orientat mai mult pe sarcina sau este mai
puternic orientat pe relatiile umane, nivelul satisfactiei profesionale se poate modifica. Factorii
favorizanti ai satisfactiei angajatilor sunt generati de comportamentele, respectiv stilurile
manageriale. Nu stilul in sine este important, ci efectele, puncte de plecare in determinarea
eficentei sau ineficientei conducerii. Angajatii multumifi tind sd se implice mai mult in
organizatie si sunt mai dedicati sd livreze servicii de inalta calitate.

Cercetdri substantiale s-au concentrat pe proiectarea, gestionarea si optimizarea calitatii
serviciilor educationale, dar, din perspectiva eficientizarii operationale, s-a acordat mai putina
atentie atitudinii dascalilor, satisfactiei la locul de munca, loialitatii acestora si angajamentului
organizational, cu impact considerabil asupra performantelor si satisfactiei beneficiarilor.

Abordarea practicdi a managementului resurselor umane din invatamantul

preuniversitar, capitolul 5, ofera, iIn mod detaliat, partea de cercetare.

3 www.llp-ro.ro, ANPCDEF Agentia Nationala pentru Programe Comunitare in Domeniul Educatiei si Formarii
Profesionale.
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Scopul cercetdrii constd in examinarea metodelor, a tehnicilor si a procedurilor
managementului resurselor umane, utilizate de cétre inspectori scolari, metodisti, formatori prin
prezentarea situatiei actuale din sistemul educational national, si propunerea de modalitati
concrete privind imbunatatirea lor prin utilizarea rezultatelor cercetarii.

In acest sens sunt definite obiectivele generale si specifice ce au in vedere: studierea
managementului resurselor umane din invatamantul preuniversitar national; investigarea
perceptiilor, a opiniilor si a parerilor fatd de managementul resurselor umane din invatdmantul
preuniversitar; diagnosticarea managementului resurselor umane 1in invatdmantul
preuniversitar din perspectiva ariilor de interes (management, resurse, servicii, activitati,
rezultate, satisfactie, calitate) prin intermediul instrumentelor de cercetare; proiectarea unui
instrument de evaluare a managementului resurselor umane din invatdmantul preuniversitar.
Demersul continua cu prezentarea ipotezei generale: practicarea activitatilor managementului
resurselor umane de cétre inspectori (generali, adjuncti, de resurse umane) determina modul in
care metodisti/formatori, contribuie la formarea profesionala si consilierea in cariera, percepute
de cadrele didactice in termeni de satisfactie.

Ipotezele de lucru sunt urmatoarele:

- Satisfactia profesionala a metodistilor/formatorilor difera in functie de atentia si
deschiderea inspectorilor (inspectori generali, adjuncti, de resurse umane) fatd de proiectarea,
introducerea si evaluarea unui sistem de management al resurselor umane.

- Satisfactia cadrelor didactice depinde de stadiul de satisfactie al metodistilor/formatorilor,
cat si de implicarea inspectorilor generali/adjuncti si de resurse umane in zona de interes a
managementului resurselor umane.

- Perceptiile asupra zonelor de interes ale managementului resurselor umane influenteaza
in mod diferit stadiul satisfactiei cadrelor didactice.

- Datele personale si caracteristicile socio-demografice ale metodistilor/formatorilor
determind modul in care cadrele didactice percep calitatea serviciilor primite.

- Experienta profesionald a metodistilor/formatorilor lor influenteaza nivelul serviciilor
percepute de cadrele didactice.

- Cu cat cota de satisfactie a metodistilor/formatorilor este mai ridicata, cu atat creste cota
de satisfactie a cadrelor didactice fata de activitatile pe care ei le presteaza.

- Comportamentele manageriale ale inspectorilor scolari afecteaza cultura organizationala
din sfera managementului resurselor umane.

- Comportamentele inspectorilor determind nivelul serviciilor oferite metodistilor si/sau

formatorilor si implicit, satisfactie cadrelor didactice.
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- Informatiile personale despre inspectori determina impunerea unui tip de management al
resurselor umane in inspectoratele scolare in care ei isi desfasoard activitatea prin cultivarea
anumitor comportamente.

In functie de metodele folosite, cercetarea parcurge doua faze: in primul rand, aplicarea
anchetei pe baza de chestionare pentru inspectori, metodisti/formatori si cadre didactice, iar in
al doilea rand, derularea focus-grupurilor pentru esantionul identificat, elaborarea studiilor de
caz, analiza comparativa a sistemelor de management al resurselor umane. Cercetarea imbina
metodele cantitative cu cele calitative in vederea obtinerii concluziilor cat mai verosimile.

Cercetarea cuprinde doua categorii de chestionare personalizate pentru 3 grupuri tinta,
si anume: chestionarul adresat inspectorilor, chestionarul adresat metodistilor/ formatorilor si
chestionarul adresat cadrelor didactice. Informatiile si datele cantitative au fost analizate cu
ajutorul programului SPSS 21 am apelat la urmatoarele tipuri de analize: analiza de corelatie,
analiza de regresie, analiza CLUSTER. analiza factoriald, analizd de variantd sau analiza
dispersionala (ANOVA).

Analiza statisticd comparativd se concentrazd pe studierea comportamentelor de
management si a zonelor de interes ale managementului resurselor umane, si anume: resurse,
rezultate, satisfactia cadrelor didactice si satisfactia profesionald a metodistilor/formatorilor.
Ele sunt comparate pe regiuni de dezvoltare si pe grupuri de respondenti. Sunt testate ipotezele
de lucru si se desprind concluziile necesare la elaborareaa indexului.

Teza de doctorat cuprinde elementele de noutate si plusvaloare prin realizarea indexului
managementului resurselor umane din educatie, directiile viitoare de cercetare, concluziile si

recomandarile privind perfectioanarea managementului resurselor umane din educatie.
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Synthesis of the paper

The importance of human resources management for the success of school organizations
enjoys a special recognition in many parts of the world, and there is a tendency towards
autonomous 4 management. Responsibilities of inspectors, methodologists, trainers, related to
areas of human resource management are permanently multiplying and becoming diverse. Their
motivation and actions are directed to the teachers in order to achieve desirable results by
involving them in taking initiatives and taking risks.

It is necessary to replace the ,,managerialism” of human resources, which focuses mainly on
managerial efficiency, with an emotional, moral, participatory leadership by focusing on
motivation in work and professional satisfaction.

The incursion into human resources managerial systems in the education of the
European countries and the investigation of the areas of interest of the human resources
management in the Romanian pre-university education ensure the creation of the theoretical
and practical premises for the elaboration of an index that promotes the level of human
resources management. The themes approached and the methodology used in the research
"Improving the areas of interest of human resource management in pre-university education”
determine two important directions: novelty and originality, by presenting the theoretical and
practical, objective and realistic presentation of the areas of interest of the activities carried out
by the inspectors, Methodists / trainers.

The research analyses areas of interest in human resource management in pre-university
education to obtain a clear picture of the methods, techniques, procedures used, and identify the
steps needed to improve them. Improvement can be achieved by using the tool called Human
Resource Management Index. The Human Resource Management Index of pre-university
education requires participants (inspectors, trainers / methodologists, teachers) to assume the
results and plan their changes accordingly.

Areas of interest are designed for the participants and are specific to the activities carried
out by human resources in pre-university education. The index was achieved by deriving the

four major areas of quality management: management responsibility, resource management,

4Self-management, a term introduced by Tony Bush in "Leadership and Educational Management”, p. 13.
®Tony Bush, p. 14
21



product / service delivery, measurement / analysis / improvement in eight areas of interest
tailored to human resource management in education. It can be used as a basis for investigating
human resources management in pre-university education from a quantitative point of view by
awarding qualifiers or scores, but also qualitatively by noting the elements of good practice or
requiring interventions and improvements. | appreciate that this is an important step in
substantiating the importance of how to manage human resources in education, providing clear,
quantitative and qualitative information obtained through rigorous research at national level.

Chapter 1, Human Resource Management, theoretically upholds research by presenting
management concepts, human resources, training and career development, career, staff
promotion, and specific paradigms. We have presented a history of human resources
management from the perspective of component activities that have diversified and multiplied
constantly with the growing size of organizations and the emergence of staff policies. There are
also reported the development stages of human resources management: liberal, psychosocial,
contract and registration.

Given the current global challenges of globalization of the economy, the opening of
international markets, rapid technological changes that can be transformed into opportunities
by increasing the quality of training and the acquisition of new skills by human resources, we
considered that an effective human resource management starts from implementing active and
anticipatory policies, embodied in a manual of procedures such as employment policy,
development policy, and employee support. Here are presented the human resources
development plans realized at institutional and individual level.

We have adopted a definition of work which considers the career "succession of occupations,
occupations and positions that a person has during his active life", while bearing in mind the
economic, sociological and psychological aspects of roles, skills, interests, values, needs,
experiences and aspirations.

Chapter 2, Human Resources Management in Education, presents the main components
of the educational system in Romania, the Ministry of National Education, the School
Inspectorates, the Teaching Staff House. The human resources management departments are
also presented in terms of their responsibilities imposed by the legislation in force. Here there
are also quantitative and qualitative aspects regarding the evolution of the teaching staff. At the
national level, there is a decrease in the number of teachers that are more important in the
segment of those who work in primary and secondary education compared to the high school.
The share of female staff remains constantly close to that recorded at European level.

Teaching functions in pre-university education are: educator, teacher, institutor, teacher,

master-instructor - in secondary education; in-service teacher, instructor, special education
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teacher, psycho-pedagogue teacher, school psychologist, speech therapy teacher, master
instructor, teacher-educator-in special education and for performing complex evaluation
activities; educator, institutor, master instructor, coach - in sports clubs or institutions where
extracurricular activities are organized; speech teacher -speech therapy centres or speech
therapy school units; school councillor - in schools and in the county centres of psycho-
pedagogical assistance; Methodist professor, associate professor - in the county centres for
teacher training, which are called the Teaching Staff House; documentary teacher - in the
Documentation and Information Centres. According to the existing methodology, teachers have
the right to practice after having passed the final exam, with the minimum mark of seven, being
the first step towards an ascending professionalization. There are presented in this chapter the
ways of obtaining the following didactic degrees. Professional development of teachers is
achieved through the Teaching Staff Houses through local, national and international programs
and projects (Erasmus +, eTwinning). There is a large number of projects and programs at the
ministry level, with a wide range of themes.

Chapter 3 is dedicated to human resources management in pre-university education in
the educational systems of the European Union. In most European countries, teachers have a
bachelor's and master's degree only for those who teach high school. Practical training is
compulsory for all countries in Europe, it is an integrate part of initial training. In Europe we
see greater adaptability in the initial training of human resources by introducing different
courses to pursue in the teaching profession, characterized by the fact that the training takes
place over a short period of time during which these people work with the children. These
situations occur in countries where there are unoccupied jobs and the labour market is not
qualified.

Induction programs are support programs for early stage teachers regardless of the level
of teaching they are at, namely preschool, primary or secondary-school. Support is provided by
a mentor. The mentor may be the head of the educational unit or a teaching staff experienced
in the unit if they have participated in special training programs. Mentoring involves the
organization of periodic meetings where the beginner is supported in the planning of the classes,
the realization of the didactic materials, and the choice of the working methods.

An important part is dedicated to the management of the teaching career. Important issues at
European level are addressed: professional development of teachers at European level,
educational systems in which teachers have training and development. At European level, the
concept of "lifelong learning” is being implemented; as a result, some of the countries have
adopted educational policy legislative measures aiming at programs for professional

development and mobility for teachers.
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The theoretical approach comes to an end in Chapter 4 where coaching issues are part
of the process of improving human resources. Coaching is required in all respects, theoretically
or practically, in many areas of research. It is of interest to those working in the field of
psychology as well as to those in the field of human resources management and not only. The
decisive influence on the professional and personal development of the individual has led to the
study of the field so that there are currently a multitude of articles, journals, reports as the basis
of research. The concept of manager-coach describes one of the new guidelines for the role of
manager: the ability to develop the talents of collaborators and to stimulate them the ability to
adapt to change. Coaching elements used in human resources management, such as the Human
Resources School, XYZ theory, the 6-step coaching model - Carol W. Ellis, the Kottler
functional model, have been presented here.

Managerial practices synthesized in different behaviours determine effects on
employees' professional satisfaction. When the manager is more task oriented or more strongly
oriented on human relationships, the level of professional satisfaction can change. the factors
favouring employee satisfaction are generated by behaviours, namely managerial styles. Not
the style itself is important, but the effects, the starting points in determining the effectiveness
or inefficiency of leadership. Satisfied employees tend to be more involved in the organization,
are more committed to delivering high quality services.

Substantial research has focused on designing, managing and optimizing the quality of

educational services, but from the point of view of operational efficiency, less attention has
been paid to teachers "attitudes, job satisfaction, loyalty and organizational commitment, with
considerable impact on beneficiaries' performance and satisfaction.
The practical approach to human resource management in pre-university education, Chapter 5,
provides in detail the research part. The purpose of the research is to examine the methods,
techniques and procedures of human resources management used by school inspectors,
methodologists, trainers by presenting the current situation in the national education system and
proposing concrete ways to improve them by using the results of the research.

The chapter contains the definition of general and specific objectives. The specific ones
concern issues such as: collecting data on human resources management in pre-university
education; description of areas of interest; examining existing relationships between human
resource management areas of interest in pre-university education; the formulation of some
landmarks in the area of interest of the human resources management in the pre-university
education; capturing the impact of human resource management areas in pre-university
education on the satisfaction of inspectors, methodologists / trainers and teachers; analysis of

professional satisfaction of methodologists / trainers; teacher satisfaction analysis; identifying
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relationships that are established between the different variables of research; developing a
coaching and training program for inspectors, trainers and Methodists from the perspective of
human resources management; developing an analysis model, an index, to assess the level of
quality of the activities carried out by the three stakeholders, namely inspectors, Methodists /
trainers and teachers. Also, the approach continues with the hypothesis presentation.

General hypothesis: The practice of human resource management activities by inspectors
(general, deputy, human resources) determines how methodologists / trainers contribute to
professional training and career counselling perceived by the teaching staff in terms of
satisfaction.

The working hypotheses are as follows:

- The professional satisfaction of methodologists / trainers varies according to the attention
and the openness of inspectors (general, deputy, human resources inspectors) to the design,
introduction and evaluation of a human resource management system.

- The satisfaction of the teaching staff depends on the satisfaction of the methodologists /
trainers, as well as the involvement of the general / deputy inspectors and human resources in
the area of interest of the human resources management.

- Perceptions of areas of interest of human resources management influence differently the
stage of teacher satisfaction.

- Personal data and socio-demographic characteristics of methodologists / trainers
determine how teachers perceive the quality of services they receive.

- The professional experience of their methodologists / trainers influences the level of
services perceived by the teachers.

- The higher the level of satisfaction of the methodologists / trainers, the higher the teacher's
satisfaction with the activities they provide.

- Managerial behaviours of school inspectors affect the organizational culture in the sphere
of human resources management.

- The behaviours of inspectors determine the level of services offered to methodologists
and / or trainers and, implicitly, teacher satisfaction.

- Personal information about inspectors leads to the imposition of a type of human
resources management in the school inspectorates in which they perform their activities by
cultivating certain behaviours.

There are presented the aspects related to the research methodology, namely the
quantitative and qualitative methods used, the questionnaires are presented.
The statistical analysis focuses on the study of management behaviours and areas of interest of

human resources management, namely: resources, results, teacher satisfaction, professional
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satisfaction of methodologists / trainers. They are compared by development regions and by
groups of respondents. Qualitative research analyses perceptions about human resource
management activities within the focus group. The practical approach to human resource
management in education ends with the application and presentation of the index, the

presentation of novelty and value-added elements.
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