ALAHIG = MINISTERUL EDUCATIEI SI CERCETARII

& per @ UNIVERSITATEA ,,VALAHIA” din TARGOVISTE
5 =l % I0SUD — SCOALA DOCTORALA DE STIINTE ECONOMICE $I UMANISTE
2\ Vs DOMENIUL MANAGEMENT
N %

ST

REZUMATUL TEZEI DE DOCTORAT

OPTIMIZAREA
PROCESULUI DE MANAGEMENT
AL RESURSELOR UMANE
IN MEDIUL ORGANIZATIONAL MILITAR -
VECTOR DE CRESTERE
AL PERFORMANTELOR
ORGANIZATIONALE SI INDIVIDUALE

CONDUCATOR DE DOCTORAT,
Prof.univ.dr. habil Mircea Constantin DUICA

DOCTORAND,
Tulia MANGHIUC

TARGOVISTE
2026



Cuprinsul rezumatului tezei de doctorat

Cuprinsul teZei de dOCTOTAL.........oevuiiiiieiieiieeiieee ettt et eeebeeeee 4
CUVINEE-CREIE . ...ttt ettt ettt e st 7
Importanta s1 actualitatea teMET......eevueieiiiiriiieiieiie et 8
ODbIECHIVELE COTCRLATTI . .veuveeutirirertieieeit ettt ettt et ettt et e sae e 9
IPOLEZEIE COTCELATTI. .. eeviieuiieiieeiieeiieeiee et ettt e ste et e e eeteesibeenseesnbe e seeenseenseesnseensnesnseas 11
Structura tezel de dOCOTAL ........coiuiiiiiiiiieeeee e e 12
L1071 T¢1 13172 & DR PRR 14
CoNtribULI] PEIrSONALE .....ecueieiiiiiieiie ettt sttt et e et st e e bt e e abeesaaeenneas 16
LAMItELE COTCETATTI . evveuvientieitirtieieeie ettt ettt ettt ettt ettt ettt et sbe et e et esaeesbeennesaeens 17
Directii VIIt0Are d€ CETCELATE ......cccuuiiiuiiiiiiiiieiie ettt ettt ettt as 19
Referinte bibliografiCe........oouiiiiiiiiiie e s 21






Cuprinsul tezei de doctorat

Introducere
Capitolul 1: Stadiul actual al cercetirilor in domeniul perfectionarii resurselor umane
in organizatiile militare: explorarea factorilor de crestere a performantelor organizationale
si individuale
1.1. Context istoric si evolutie
1.1.1. Analiza cronologica a paradigmelor si metodologiilor de gestionare a resurselor
umane in cadrul institutiilor militare de-a lungul istoriei
1.1.2. Investigarea transformarilor semnificative si a inovatiilor in gestionarea
personalului militar, evidentiind influenta contextului socio-politic si tehnologic
asupra acestora
1.1.3. Evaluarea importantei interpretdrii contextului istoric in intelegerea si adaptarea
practicilor de resurse umane in cadrul organizatiilor militare contemporane
1.2. Introducere in problematica resurselor umane in mediul militar contemporan
1.2.1. Dinamica mediului de securitate contemporan si implicatiile asupra resurselor
umane militare
1.2.2. Provocdri la adresa resurselor umane din structurile militare nationale generate
de manifestdrile amenintarilor de tip hibrid
1.3. Evolutia conceptului de perfectionare a resurselor umane in context militar
1.3.1. Interdependenta dintre strategiile militare si perfectionarea resurselor umane
1.3.2. Rolul educatiei militare in perfectionarea resursei umane
1.4. Analiza cercetdrilor recente in domeniul dezvoltarii profesionale militare
1.5. Factorii de influentd asupra performantei in organizatiile militare

Capitolul 2: Mediul organizational militar actual: provocari si tendinte in
managementul resurselor umane
2.1. Analiza noilor realitati operationale: razboaie hibride, cibernetice, asimetrice
2.1.1. Implicatiile razboaielor hibride asupra resurselor umane
2.1.2. Implicatiile razboaielor cibernetice si asimetrice asupra resurselor umane
2.2. Securitatea cibernetica si protejarea datelor sensibile in contextul gestionarii resurselor umane
2.2.1. Implementarea masurilor de securitate cibernetica in sistemele de gestionare a
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2.2.2. Analiza riscurilor si implementarea strategiilor de protejare impotriva
amenintarilor cibernetice
2.3. Impactul digitalizarii, inteligentei artificiale si automatizarii asupra functiondrii
unitatilor militare
2.3.1. Implementarea sistemelor digitale de management al performantei si
competentelor
2.3.2. Utilizarea platformelor online pentru facilitarea proceselor de gestionare a
personalului
2.4. Analiza impactului culturii organizationale si a leadershipului asupra performantei
organizatiilor militare si a angajatilor
2.4.1. Cultura organizationald si performanta angajatilor
2.4.2. Rolul leadershipului in perfectionarea resurselor umane
2.5. Provocari actuale 1n gestionarea resurselor umane din structuri militare moderne:
recrutare, retentie, burnout, generatia Z
Capitolul 3: Perfectionarea resurselor umane in organizatiile militare: strategii,
metode si instrumente
3.1. Tipuri de formare in organizatiile militare: formarea initiala, continua, specializata, operationala
3.1.1. Perfectionarea resurselor umane in organizatiile militare
3.1.2. Motivarea si implicarea personalului militar
3.2. Evaluarea periodica a personalului militar: indicatori de performantd, standarde de
calificare operationala
3.3. Integrarea mentoringului si coachingului in pregétirea liderilor militari: o abordare
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Cuvinte-cheie

Teza intitulatd ,,Optimizarea procesului de management al resurselor umane in mediul
organizational militar — vector de crestere al performantelor organizationale si individuale”, are in
vedere atingerea obiectivelor de cercetare si testarea ipotezelor, are in vedere urmatoarele
cuvinte-cheie:

Organizatiile militare

Realitatea operationala

Cultura organizationala
Leadership militar
Managementul resurselor umane
Recrutare si selectie

Generatia Z

Inteligenta artificiala in recrutare i selectie
E-learning

Evaluarea performantei
Managementul carierei

Retentie si motivare

Rezilienta

Perfectionarea resurselor umane



Importanta si actualitatea temei

In contextul actual, resursa umana reprezinta principala sursa de avantaj competitiv pentru
organizatiile militare. Perfectionarea resurselor umane nu mai constituie un simplu obiectiv
administrativ, ci o conditie esentiald pentru eficienta operationald, coeziunea institutionala si
capacitatea de raspuns in situatii de criza. Tema tezei de doctorat — ,, Optimizarea procesului de
management al resurselor umane in mediul organizational militar — vector de crestere al
performantelor organizationale si individuale” — se inscrie astfel intr-o problematica de maxima
relevanta pentru mediul academic si cel decizional.

Evolutiile mediului international de securitate, caracterizat prin conflicte hibride,
tehnologizare acceleratd, instabilitate geopoliticd si transformdri culturale profunde, impun
organizatiilor militare nevoia unei adaptari continue a politicilor de resurse umane. Schimbarile
demografice, presiunea pietei muncii si exigentele apartenentei la NATO si UE obligd la
modernizarea proceselor de recrutare, formare, motivare si retentie a personalului. In acest cadru,
cercetarea propusa raspunde unor nevoi imediate si stringente de regandire a carierei militare.

Contributia originald a lucrarii rezida 1n abordarea integrata a resursei umane militare, prin
imbinarea fundamentelor teoretice cu rezultatele unei cercetari empirice, bazate pe metode
cantitative si calitative aplicate pe un esantion relevant de personal militar si civil. Aceasta
integrare permite evidentierea mecanismelor prin care capitalul uman devine un factor strategic de
performantd organizationala.

Lucrarea are o dubla valoare:

e Academica, prin consolidarea bazei teoretice si metodologice a cercetdrii in domeniul
resurselor umane militare si prin aducerea de noi perspective in literatura de specialitate;

e Practica, prin formularea de recomandari si instrumente utile factorilor de decizie pentru
modernizarea politicilor de resurse umane, de la recrutare si formare la motivare si retentie,
in vederea cresterii performantei organizationale si individuale.

Oportunitatea cercetdrii deriva din necesitatea adaptarii structurilor militare romanesti la
noile realititi ale cAmpului de lupta si la cerintele generate de angajamentele internationale. In
acelasi timp, lucrarea se aliniaza interesului tot mai accentuat al mediului academic si al factorilor
de decizie pentru identificarea unor modele moderne si eficiente de management al resurselor
umane, capabile sa valorifice potentialul uman Intr-un context global marcat de incertitudini si

transformari rapide.



Obiectivele cercetarii

Obiectivul general al cercetdrii constd in investigarea posibilitatilor de perfectionare a
resurselor umane in organizatiile militare contemporane, avand in vedere dinamica mediului de
securitate, evolutia doctrinelor operationale si noile tendinte tehnologice. Cercetarea urmareste sa
evidentieze modul in care politicile si strategiile de management al carierei, formarea continua,
leadership-ul, cultura organizationald si integrarea instrumentelor digitale contribuie la cresterea
performantei individuale si organizationale. Totodata, se urmareste identificarea factorilor care pot
influenta retentia personalului, nivelul de motivatie si capacitatea de adaptare la provocarile
mediului militar actual.

Obiectivele operationale specifice derivate din obiectivul general sunt:

OS 1. Analiza contextului istoric si a transformarilor recente in gestionarea resurselor
umane militare, pentru a evidentia lectiile relevante pentru prezent.

OS 2. Investigarea provocdrilor actuale generate de conflictele hibride, digitalizare si
schimbarile culturale asupra resursei umane militare.

OS 3. Evaluarea rolului educatiei militare, mentoringului si coachingului in perfectionarea
liderilor si a cadrelor militare.

OS 4. Analiza impactului culturii organizationale si al leadership-ului asupra performantei
organizatiilor militare si a nivelului de coeziune interna.

OS 5. Identificarea factorilor motivationali si a strategiilor de management al carierei care
pot contribui la retentia personalului militar si la reducerea fenomenelor de epuizare profesionala.

OS 6. Testarea, prin metode cantitative si calitative, a ipotezelor formulate cu privire la
relatiile dintre variabilele esentiale: perfectionarea resurselor umane, performanta individuala si
eficienta organizationala.

Pornind de la complexitatea si specificitatea mediului militar, cercetarea de fata isi propune
sd contureze si sda aprofundeze o serie de obiective strategice, menite sd ofere o perspectiva
nuantata asupra modului in care resursa umana poate deveni motorul performantei organizationale.

Primul obiectiv urmareste identificarea principalelor dimensiuni ale managementului
resurselor umane care influenteaza direct eficienta si adaptabilitatea structurilor militare. In acest
sens, ne propunem sa analizam atat politicile si strategiile de recrutare, selectie si formare, cat si
mecanismele de motivare si retentie ale personalului.

Al doilea obiectiv consta in evaluarea impactului practicilor de optimizare a resurselor

umane asupra performantei individuale si colective. Vom incerca sa surprindem, prin analiza



datelor empirice, in ce masurd instrumentele moderne de management, leadership-ul si cultura
organizationald contribuie la dezvoltarea unei forte militare flexibile, inovatoare si reziliente.

Un al treilea obiectiv vizeaza explorarea provocarilor si oportunititilor generate de
digitalizare si de noile tehnologii in managementul resurselor umane militare. In acest sens, ne
propunem sa investigdm atat avantajele, cat si posibilele riscuri asociate integrarii instrumentelor
digitale, cu accent pe procesele de formare, evaluare si comunicare.

Nu in ultimul rand, cercetarea are ca obiectiv formularea unor recomandari aplicabile,
destinate liderilor militari si factorilor de decizie, pentru consolidarea performantei organizationale
prin optimizarea continud a resursei umane. Aceste recomandari vor fi fundamentate pe rezultatele
obtinute si vor reflecta atat realitdtile din teren, cat si bunele practici din literatura de specialitate.

Prin atingerea acestor obiective, lucrarea isi propune sd contribuie nu doar la imbogatirea
cunoasterii teoretice, ci si la optimizarea concreta a practicilor de management al resurselor umane

in organizatiile militare contemporane.
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Ipotezele cercetarii

Ipotezele formulate 1n cadrul acestei cercetari reflectd principalele relatii presupuse intre
variabilele centrale, avand la baza literatura de specialitate, observatiile preliminare din mediul
militar si obiectivele stabilite in cadrul demersului stiintific. Acestea vizeaza legaturi directe intre
dimensiuni esentiale ale managementului resurselor umane si nivelul de performanta individuala
si organizationala.

Astfel, se enuntd urmatoarele ipoteze de lucru:

e HI1: Programele de formare si dezvoltare profesionald influenteaza pozitiv performanta
individuala.

o H2: Sprijinul oferit de superiori determina eficienta programelor de formare.

e H3: Cultura organizationala si stilul de leadership influenteaza performanta militara.

o H4: Tehnologiile emergente influenteaza pozitiv recrutarea si selectia personalului.

o HS: Strategiile de dezvoltare a competentelor influenteaza performanta individuald si
colectiva.

Aceste ipoteze, formulate sintetic, reprezinta premisele testarii empirice a relatiilor dintre
variabile si ofera suportul stiintific necesar fundamentarii unor directii strategice de perfectionare

a managementului resurselor umane in mediul militar.
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Structura tezei de doctorat

Prezenta teza de doctorat este structuratd pe cinci capitole, precedate de Introducere si
urmate de Concluzii generale si Bibliografie.

Capitolul 1: Stadiul actual al cercetarilor in domeniul perfectionarii resurselor umane in
organizatiile militare: explorarea factorilor de crestere a performantelor organizationale si
individuale are rolul de a prezenta fundamentele teoretice si conceptuale care definesc domeniul
de cercetare. Sunt analizate paradigmele si metodologiile de gestionare a resurselor umane militare
de-a lungul istoriei, evidentiindu-se influenta contextului socio-politic si tehnologic asupra
practicilor de personal. In acelasi timp, capitolul exploreazi provocirile contemporane generate
de mediul de securitate actual si de amenintdrile hibride, subliniind legatura dintre educatia
militara, strategiile de perfectionare a personalului si performanta organizationald. Analiza
literaturii recente completeaza acest cadru, iar in final sunt identificati principalii factori de
influentd asupra performantei in organizatiile militare.

Capitolul 2: Mediul organizational militar actual: provocari si tendinte in managementul
resurselor umane abordeaza transformarile si noile realitati operationale care influenteaza
politicile de resurse umane. Se analizeazd impactul rdzboaielor hibride, cibernetice si asimetrice
asupra personalului militar, precum si rolul securitétii cibernetice in protejarea datelor sensibile.
Capitolul surprinde influenta digitalizarii, a inteligentei artificiale si a automatizarii asupra
unitatilor militare si evidentiaza conexiunile dintre leadership, culturd organizationala si
performantd. De asemenea, sunt discutate problemele actuale legate de recrutare, retentia
personalului si adaptarea la noile generatii.

Capitolul 3: Perfectionarea resurselor umane in organizatiile militare: strategii, metode
si instrumente este dedicat explordrii modalitdtilor de formare si dezvoltare a resursei umane
militare. Se examineazad tipurile de formare (initiald, continud, specializatd, operationald),
metodele de motivare si implicare a personalului, precum si evaluarea periodicd pe baza unor
indicatori de performanta si standarde operationale. Capitolul propune integrarea mentoringului si
coachingului ca instrumente strategice de dezvoltare a liderilor militari si analizeaza politicile de
carierd — planuri de succesiune, rotatie functionald si mobilitate — ca factori esentiali pentru
cresterea coeziunii si eficientei organizationale.

Capitolul 4: Cadrul conceptual, epistemologic si metodologic al demersului stiintific
privind optimizarea managementului resurselor umane in mediul militar — vector al
performantelor organizationale si individuale detaliaza fundamentele conceptuale si
epistemologice ale cercetdrii si prezintd metodologia aplicatd. Sunt formulate problema, scopul si

obiectivele cercetarii, ipotezele de lucru si temele de cercetare. Metodologia include atat metode
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calitative, cat si cantitative, cu accent pe elaborarea chestionarului, caracterizarea esantionului si
procedurile de prelucrare a datelor. Analizele statistice (descriptive, corelatii Pearson, testul t si
analiza ANOVA) sunt utilizate pentru validarea ipotezelor si pentru conturarea concluziilor.
Capitolul 5: OPTIMIL - model de optimizare a managementului resurselor umane in
organizatiile militare integreaza rezultatele teoretice si empirice pentru a propune un model
aplicativ de optimizare a managementului resurselor umane. Capitolul fundamenteaza modelul pe
argumente teoretice si pe concluziile cercetarii cantitative, descrie principiile generale si structura
modelului, precum si modul sau de functionare. Sunt formulate recomandéari pentru implementare,
analizandu-se conditiile organizationale, obstacolele potentiale si beneficiile anticipate la nivel

individual, organizational si operational.
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Concluzii

Lucrarea de fatd a urmadrit sd investigheze si sa propund un model de optimizare a
managementului resurselor umane in organizatiile militare, pornind de la premise teoretice si
verificari empirice realizate printr-o cercetare de tip mixt. Concluziile formulate se constituie ntr-
un demers de sinteza care imbind rezultatele analizei cantitative, observatiile calitative si reflectiile
teoretice asupra literaturii de specialitate, conducand la o imagine coerentd asupra mecanismelor
care pot spori performanta individuala si colectiva in mediul militar.

In primul rand, rezultatele obtinute au confirmat importanta programelor de formare si
dezvoltare profesionald. Respondentii au apreciat calitatea acestora si impactul lor asupra
competentelor, adaptabilitatii si motivatiei personale, fapt care a condus la validarea ipotezei
conform cdreia instruirea reprezintd un factor cheie pentru eficienta organizationald. Aceasta
constatare este consonanta cu literatura de specialitate si cu bunele practici din structuri militare
moderne, ceea ce ii confera relevanta teoretica si aplicabila.

In al doilea rand, cercetarea a reliefat rolul esential al sprijinului oferit de superiori si al
leadership-ului transformational. Datele au aratat ca implicarea directa a superiorului in procesele
de instruire si perfectionare determina gradul de participare activa si aplicabilitatea ulterioara a
cunostintelor. Aceastd dimensiune valideaza ipoteza potrivit careia cultura organizationala si stilul
de conducere reprezinta parghii esentiale ale performantei.

Pe de alta parte, ipoteza privind perceptia uniform pozitiva asupra tehnologiilor emergente
a fost confirmatd doar partial. Daca majoritatea participantilor recunosc utilitatea instrumentelor
digitale in procesele de recrutare, selectie si formare, existd totusi rezerve legate de
impersonalizarea contactului uman si de riscul diminuarii empatiei organizationale. Aceasta
constatare subliniazd necesitatea gasirii unui echilibru intre inovatia tehnologica si mentinerea
unui climat de relationare umana, aspect deosebit de relevant in mediul militar, unde coeziunea si
solidaritatea reprezintd valori fundamentale.

Totodatd, ipoteza referitoare la strategiile de dezvoltare a competentelor a fost confirmata
in totalitate, consolidand ideea cd o organizatie militard modernad nu poate functiona eficient fara
investitii constante n formarea si perfectionarea continud a personalului. Aceastd dimensiune se
leaga direct de obiectivele practice ale cercetarii si fundamenteaza modelul propus in Capitolul 5.

Un element suplimentar relevat de cercetare este legatura directa dintre optimizarea
resurselor umane si noile realitdti de securitate. Apartenenta Romaniei la NATO si Uniunea

Europeana presupune standarde comune de pregdtire si interoperabilitate, ceea ce impune
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adaptarea rapida a politicilor de resurse umane la exigentele generate de conflictele hibride,
cibernetice si asimetrice. In acelasi timp, schimbirile demografice si culturale, inclusiv impactul
noilor generatii asupra carierei militare, reclama politici inovatoare de recrutare, retentie si
motivare.

Pe ansamblu, concluziile cercetdrii sustin ipoteza generald conform cireia optimizarea
resurselor umane reprezintd un determinant major al performantei organizationale in mediul
militar. Rezultatele au evidentiat atat punctele forte — programele de formare, sprijinul ierarhic,
cultura organizationald — cat si vulnerabilitétile — integrarea tehnologiilor emergente si pregatirea
cibernetica — conturand astfel directii clare de interventie si dezvoltare.

In plan stiintific, lucrarea aduce o contributie prin validarea empiricd a unor ipoteze
desprinse din literatura de specialitate si prin construirea unui model integrat de optimizare a
managementului resurselor umane. Acest model, prezentat in Capitolul 5, combind patru
dimensiuni esentiale: instruirea continud, leadership-ul transformational, digitalizarea proceselor
si politicile de cariera, oferind un cadru aplicativ pentru modernizarea structurilor militare.

In plan aplicativ, recomandarile formulate pot fi valorificate de factorii decidenti pentru a
imbunatati politicile de resurse umane, strategiile de formare si mecanismele de evaluare din
cadrul organizatiilor militare. Desigur, cercetarea a avut si limite — dimensiunea redusd a
esantionului, caracterul predominant descriptiv al analizelor, posibilitatea unor raspunsuri
influentate de contextul ierarhic — dar acestea nu slabesc relevanta concluziilor, ci indica nevoia
unor studii ulterioare mai ample si mai diversificate, cu aplicarea unor metode statistice
inferentiale si comparative la nivel national si international.

In final, putem afirma cd resursa umani reprezinti nucleul performantei militare, iar
optimizarea managementului acesteia nu este o optiune, ci o necesitate strategica. Investitiile in
formare, consolidarea leadership-ului transformational, stimularea culturii organizationale si
integrarea atenta a tehnologiilor emergente constituie pilonii pe care se poate construi o organizatie
militard moderna, adaptabila si rezilientd, capabila sa raspunda provocarilor mediului de securitate

contemporan si sa 1si indeplineasca cu succes misiunile in cadrul NATO si UE.
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Contributii personale

Aceasta lucrare de doctorat reflectd un demers original si coerent de investigare a procesului de
perfectionare a resurselor umane in mediul organizational militar, abordat dintr-o perspectiva integrata
si contextuald. Contributiile personale se regasesc atat in zona conceptual-teoretica, prin fundamentarea
si adaptarea unor modele de analizd la specificul militar, cét si In cea aplicativd, prin elaborarea si testarea
unui instrument propriu de cercetare.

Un prim aport se manifesta la nivelul analizei teoretice, unde am sintetizat principalele curente
si paradigme care au influentat gestionarea resurselor umane militare, de la primele forme de organizare
a carierel pand la provocdrile actuale generate de digitalizare, inteligentd artificiald si hibridizarea
conflictelor. Am integrat si adaptat concepte moderne — precum leadership-ul transformational, cultura
organizationald sau rezilienta cibernetica — la particularitatile mediului militar, subliniind modul in care
acestea capatd valente specifice Intr-un cadru ierarhic si operational distinct de cel civil.

In plan aplicativ, contributia mea esentiald a constat in conceperea si pilotarea unui chestionar
original, construit special pentru aceastd cercetare si calibrat pe realitatile institutionale din structurile
militare nationale. Elaborarea sa a presupus selectia si validarea riguroasd a itemilor, consultarea
specialistilor si aplicarea pe un esantion variat de cadre militare si civile. Analiza rezultatelor a imbinat
abordarea cantitativa — prin utilizarea unor instrumente statistice precum analiza descriptiva, corelatiile
Pearson, testul t si ANOVA — cu interpretarea calitativa, realizata prin codificarea tematica a raspunsurilor
libere. Triangularea acestor doud tipuri de date a permis evidentierea unor convergente relevante intre
perceptiile exprimate numeric si cele formulate narativ, ceea ce Intareste robustetea concluziilor.

O contributie personala suplimentara consta in construirea unui model integrat de optimizare a
managementului resurselor umane in organizatiile militare, fundamentat pe corelarea instruirii continue,
a leadership-ului transformational, a digitalizarii proceselor si a politicilor de cariera. Modelul este
conceput nu doar ca o schema teoreticd, ci ca un instrument aplicativ adaptabil, menit sa sprijine procesul
de modernizare a structurilor militare nationale si consolidarea interoperabilitatii in cadrul NATO si UE.

Prin urmare, aceastd lucrare aduce o contributie semnificativa atat in plan stiintific — prin
integrarea unor concepte moderne In domeniul resurselor umane militare si validarea lor empirica — cét
s1in plan practic, prin oferirea unor recomandari si instrumente ce pot fi valorificate de factorii de decizie
pentru imbunéttirea politicilor de formare, evaluare si management al carierei. In acest fel, studiul se
constituie intr-o punte intre cercetarea academica si necesitatile operationale ale organizatiilor militare,
contribuind la cresterea performantei individuale si colective intr-un context marcat de transformari

rapide si de noi tipuri de amenintari.
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Limitele cercetarii

Desi aceastd cercetare a fost construitd cu atentie metodologica si o viziune analitica
riguroasd, trebuie recunoscut faptul ca existd o serie de limitdri care pot influenta interpretarea si
generalizarea rezultatelor. Aceste limite nu afecteaza validitatea demersului, ci traseaza contururile
unui cadru exploratoriu, deschis catre aprofundari ulterioare si catre dezvoltarea cercetarii
principale.

O prima limitare tine de dimensiunea esantionului utilizat in studiul pilot. Avand in vedere
caracterul exploratoriu al acestei etape, cercetarea s-a bazat pe un numar redus de respondenti
(n = 25), selectati preponderent pe baza disponibilitatii si apartenentei la medii relevante (personal
militar si civil cu experienta profesionala in sistemul de aparare). Aceasta alegere, desi justificata
logistic, reduce gradul de reprezentativitate al datelor si impune prudentd in extrapolarea
concluziilor. In etapa extinsi, cercetarea a vizat un esantion mult mai amplu (300 de persoane,
dintre care 238 cu raspunsuri valide), ceea ce a permis consolidarea concluziilor preliminare.

Un alt aspect este legat de caracterul subiectiv al raspunsurilor. Fiind vorba despre un
chestionar de tip auto-raportare, exista riscul aparitiei unor forme de bias — precum biasul de
conformitate, tendinta de a raspunde intr-un mod social acceptabil sau influenta statutului ierarhic
asupra sinceritdtii exprimadrii opiniilor. Chiar dacd anonimatul a fost asigurat, contextul
institutional militar poate induce un grad de rezerva in exprimare.

O limitare importanta deriva si din caracterul incipient al instrumentului de cercetare.
Chestionarul s-a aflat intr-o faza preliminara de validare, ceea ce a iInsemnat ca unii itemi au fost
perceputi ca fiind ambigui sau imprecis formulati. Acest aspect a fost confirmat de rezultatele
analizei calitative, care a scos la iveald necesitatea clarificarii unor termeni si formulari. Revizuirea
instrumentului a fost realizata inainte de etapa principala, unde s-a asigurat o mai buna adecvare a
itemilor la realitatea organizationala militara.

De asemenea, lipsa unei analize statistice inferentiale in cadrul etapei de pilotare constituie
o limitare metodologica. Studiul s-a concentrat pe interpretarea descriptivd si exploratorie a
datelor, fara a formula ipoteze testabile statistic. Acest lucru a fost corectat in etapa principala a
cercetarii, unde au fost aplicate proceduri inferentiale (corelatii Pearson, test t, ANOVA) pentru
validarea relatiilor dintre variabile.

In final, trebuie mentionata si limitarea legata de specificitatea culturala si institutionald a
contextului. Cercetarea a fost realizatd in cadrul militar romanesc, ceea ce poate restrange

transferabilitatea rezultatelor cétre alte armate sau organizatii internationale, cu traditii, structuri
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si politici diferite. In perspectiva apartenentei Romaniei la NATO si Uniunea Europeani, aceasta
limitare evidentiaza nevoia unor cercetdri comparative si a unor validari transnationale care sa
confirme aplicabilitatea modelului propus intr-un cadru mai larg.

Prin recunoasterea acestor limite, lucrarea isi asuma in mod onest granitele cunoasterii
generate, dar oferd totodatd directii clare pentru optimizarea metodologiei si pentru extinderea
cercetdrii. Aceste ajustari, deja implementate in faza extinsd, contribuie la cresterea validitatii

externe a concluziilor si la consolidarea utilitatii practice a modelului de optimizare propus.
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Directii viitoare de cercetare

In lumina concluziilor desprinse din studiu si a rezultatelor obtinute prin analiza integrata
cantitativa si calitativd, se contureaza o serie de directii strategice pentru dezvoltarea ulterioara a
demersului stiintific in domeniul perfectionarii resurselor umane in organizatiile militare. Aceste
directii reflecta atat nevoia de consolidare metodologica, cat si oportunitatea extinderii conceptuale
si aplicative a cercetarii.

O prima directie esentiald constd in extinderea cercetarii catre un esantion mai larg si
reprezentativ statistic, care sa acopere diversitatea categoriilor de personal militar si civil din
structurile de apdrare. Aceastd abordare va permite testarea inferentiald a ipotezelor formulate,
precum si identificarea diferentelor semnificative intre grupuri profesionale, functionale si
ierarhice, oferind o imagine mai completd asupra mecanismelor de motivare si retentie.

In al doilea rand, se impune rafinarea si consolidarea instrumentului de cercetare, pe baza
feedbackului obtinut. Clarificarea terminologiei de specialitate, reformularea itemilor ambigui si
introducerea unor exemple adaptate la specificul militar vor spori acuratetea raspunsurilor si gradul
de validitate interna. Totodata, este necesara o testare psihometrica a chestionarului (validitate de
construct, consistenta internd), pentru a-i asigura robustetea metodologica.

O altd directie prioritard o reprezintd aprofundarea dimensiunii calitative prin utilizarea
unor metode interpretative complementare, precum interviurile semi-structurate, focus grupurile
sau analiza narativd. Acestea ar permite explorarea detaliatd a perceptiilor, valorilor si
experientelor personalului militar, completand analiza cantitativa cu o Intelegere mai profunda si
nuantatd a culturii organizationale si a stilurilor de leadership.

Un pas necesar il constituie si compararea rezultatelor cu studii similare realizate in alte
organizatii militare, in special din statele membre NATO si Uniunea Europeand. O asemenea
abordare comparativa va evidentia convergentele si divergentele in politicile de resurse umane,
contribuind la fundamentarea unor recomandari adaptabile intr-un cadru institutional international
st la integrarea bunelor practici in contextul specific romanesc.

Nu in ultimul rand, o directie valoroasd de cercetare o constituie monitorizarea
longitudinald a perceptiilor personalului, pentru a surprinde evolutia in timp a satisfactiei
profesionale, a eficientei programelor de formare si a impactului interventiilor institutionale. O
astfel de perspectiva ar permite evaluarea sustenabild a politicilor de resurse umane si ar furniza

date esentiale pentru ajustari strategice In raport cu noile provocari operationale si tehnologice.
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In ansamblu, continuarea cercetirii in aceste directii va contribui nu doar la imbunatatirea
instrumentului de masurare si a calitatii datelor, ci si la validarea si rafinarea modelului de
optimizare a managementului resurselor umane propus in prezenta tezd. Extinderea analizei
catre o dimensiune comparativa si internationald va consolida utilitatea practicd a concluziilor,
oferind factorilor de decizie argumente empirice pentru formularea unor politici de resurse umane
sustenabile si adaptative, capabile sa raspunda atat exigentelor NATO si UE, cét si provocarilor

mediului de securitate contemporan, marcat de conflicte hibride si digitalizare accelerata
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In the dissertation entitled “Optimization of human resources management in military
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Importance and actuality of the theme

In the current context, human resources represent the main source of competitive advantage
for military organizations. Human resources development is no longer merely an administrative
objective but an essential condition for operational efficiency, institutional cohesion, and the
capacity to respond in crisis situations. The topic of this doctoral thesis — “Optimization of human
resources management in military organizations: a driver of organizational and individual
performance ” — thus falls within a field of major relevance for both academia and decision-making
bodies.

The evolution of the international security environment, characterized by hybrid conflicts,
accelerated technological advances, geopolitical instability, and profound cultural transformations,
compels military organizations to continuously adapt their human resources policies.
Demographic changes, labor market pressures, and the requirements stemming from NATO and
EU membership necessitate the modernization of recruitment, training, motivation, and retention
processes. Within this framework, the proposed research addresses pressing and immediate needs
for rethinking military careers.

The original contribution of this thesis lies in its integrated approach to military human
resources, combining theoretical foundations with the results of empirical research based on both
quantitative and qualitative methods applied to a relevant sample of military and civilian
personnel. This integration allows for the identification of mechanisms through which human
capital can be transformed into a strategic factor of organizational performance.

The thesis brings a dual value:

e Academic, by strengthening the theoretical and methodological basis of research in the
field of military human resources and by offering new perspectives to the specialized
literature.

e Practical, by formulating recommendations and tools useful to decision-makers for
modernizing human resources policies, from recruitment and training to motivation and
retention, to enhance both organizational and individual performance.

The opportunity of this research derives from the necessity of adapting Romanian military
structures to the new realities of the battlefield and to the requirements arising from international
commitments. At the same time, the thesis aligns with the growing interest of both academia and
policymakers in identifying modern and efficient models of human resources management, capable of

maximizing human potential in a global context marked by uncertainty and rapid transformations.
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Research objectives

General objective

The general objective of the research is to investigate the possibilities for human resources
development in contemporary military organizations, taking into account the dynamics of the
security environment, the evolution of operational doctrines, and new technological trends. The
research aims to highlight how career management policies and strategies, continuous training,
leadership, organizational culture, and the integration of digital tools contribute to enhancing both
individual and organizational performance. At the same time, it seeks to identify the factors that
may influence personnel retention, motivation levels, and the capacity to adapt to the challenges
of the current military environment.

Specific operational objectives

e SO 1. To analyze the historical context and recent transformations in military human
resources management, to identify lessons relevant to the present.

e SO 2. To investigate the current challenges generated by hybrid conflicts, digitalization,
and cultural changes on military human resources.

e SO 3. To evaluate the role of military education, mentoring, and coaching in the
development of military leaders and personnel.

e SO 4. To analyze the impact of organizational culture and leadership on the performance
of military organizations and internal cohesion.

e SO S. To identify motivational factors and career management strategies that can
contribute to personnel retention and the reduction of professional burnout.

e SO 6. To test, through quantitative and qualitative methods, the hypotheses formulated
regarding the relationships between essential variables: human resources development,
individual performance, and organizational efficiency.

Strategic objectives

Given the complexity and specificity of the military environment, this research aims to
outline and deepen a series of strategic objectives designed to provide a nuanced perspective on
how human resources can become the driving force of organizational performance.

The first objective seeks to identify the main dimensions of human resources management
that directly influence the efficiency and adaptability of military structures. In this respect, the
study will analyze both recruitment, selection, and training policies and strategies, as well as

mechanisms of personnel motivation and retention.
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The second objective consists of assessing the impact of human resources optimization
practices on both individual and collective performance. Using empirical data analysis, the
research will examine the extent to which modern management tools, leadership, and
organizational culture contribute to building a flexible, innovative, and resilient military force.

The third objective is to explore the challenges and opportunities brought about by
digitalization and new technologies in military human resources management. In this regard, the
study will investigate both the advantages and the potential risks associated with the integration of
digital tools, with particular emphasis on training, evaluation, and communication processes.

Finally, the research aims to formulate applicable recommendations for military leaders
and decision-makers in order to strengthen organizational performance through the continuous
optimization of human resources. These recommendations will be grounded in the results obtained
and will reflect both field realities and best practices identified in the specialized literature.

By achieving these objectives, the thesis aims to contribute not only to the enrichment of
theoretical knowledge but also to the concrete optimization of human resources management

practices in contemporary military organizations.
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Working hypotheses

The hypotheses formulated within this research reflect the main assumed relationships
between the central variables, being grounded in the specialized literature, preliminary
observations from the military environment, and the objectives established in the scientific
approach. They target direct connections between essential dimensions of human resources
management and the level of individual and organizational performance.

Accordingly, the following working hypotheses are stated:

e H1: Training and professional development programs positively influence individual
performance.

e H2: Support provided by superiors determines the effectiveness of training programs.

e H3: Organizational culture and leadership style influence military performance.

o H4: Emerging technologies positively influence personnel recruitment and selection.

e HS: Competency development strategies influence both individual and collective
performance.

These synthetically formulated hypotheses represent the premises for the empirical testing
of relationships between variables and provide the scientific support necessary for substantiating

strategic directions for improving human resources management in the military environment.
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Structure of the doctoral thesis

This doctoral thesis is structured into five chapters, preceded by the Introduction and
followed by the General conclusions and References.

Chapter 1: The current state of research in the field of human resources development
in military organizations: exploring the factors that drive organizational and individual
performance presents the theoretical and conceptual foundations that define the field of research.
It analyzes the paradigms and methodologies of military human resources management throughout
history, highlighting the influence of socio-political and technological contexts on personnel
practices. At the same time, the chapter explores contemporary challenges generated by the current
security environment and hybrid threats, emphasizing the link between military education,
personnel development strategies, and organizational performance. The analysis of recent
literature complements this framework, concluding with the identification of the main factors
influencing performance in military organizations.

Chapter 2: The current military organizations: challenges and trends in human
resources management addresses the transformations and new operational realities that shape
human resources policies. It examines the impact of hybrid, cyber, and asymmetric wars on
military personnel, as well as the role of cybersecurity in protecting sensitive data. The chapter
highlights the influence of digitalization, artificial intelligence, and automation on military units
and emphasizes the connections between leadership, organizational culture, and performance. It
also discusses current issues related to recruitment, personnel retention, and the adaptation to new
generations.

Chapter 3: Human resources development in military organizations: strategies:
strategies, methods, and tools are dedicated to exploring approaches to the training and
development of military human resources. It examines the types of training (initial, continuous,
specialized, operational), methods of motivating and engaging personnel, as well as periodic
evaluations based on performance indicators and operational standards. The chapter proposes the
integration of mentoring and coaching as strategic tools for the development of military leaders
and analyzes career policies — succession planning, functional rotation, and mobility — as essential
factors for increasing organizational cohesion and efficiency.

Chapter 4: Conceptual-epistemological-methodological framework for optimizing
military hr management: a driver of organizational and individual performance details the

conceptual and epistemological foundations of the research and presents the methodology applied.
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The research problems, purpose, objectives, working hypotheses, and research themes are defined.
The methodology includes both qualitative and quantitative methods, with emphasis on
questionnaire design, sample characterization, and data processing procedures. Statistical analyses
(descriptive statistics, Pearson correlations, t-test, and ANOVA) are employed to validate the
hypotheses and to outline the conclusions.

Chapter 5: OPTIMIL - a model for optimizing human resources management in
military organizations integrates theoretical and empirical results to propose an applied model
for optimizing human resources management. The chapter grounds the model in theoretical
arguments and the conclusions of quantitative research, describing its general principles, structure,
and mode of functioning. Recommendations for implementation are provided, analyzing
organizational conditions, potential obstacles, and the anticipated benefits at the individual,

organizational, and operational levels.
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Conclusions

This doctoral thesis sets out to investigate and propose a model for optimizing human
resources management in military organizations, starting from theoretical premises and empirical
verifications conducted through a mixed-methods study. The conclusions represent a synthesis
that combines the results of quantitative analysis, qualitative observations, and theoretical
reflections on specialized literature, leading to a coherent picture of the mechanisms that can
enhance both individual and collective performance in the military environment.

First, the results confirmed the importance of training and professional development
programs. Respondents valued their quality and their impact on competencies, adaptability, and
personal motivation, which led to the validation of the hypothesis that training is a key factor for
organizational efficiency. This finding is consistent with the specialized literature and the best
practices of modern armies, thus giving it both theoretical and practical relevance.

Second, the research highlighted the crucial role of support provided by superiors and
transformational leadership. The data showed that the direct involvement of command in training
and development processes determines the degree of active participation and the subsequent
applicability of knowledge. This dimension validates the hypothesis that organizational culture
and leadership style are essential levers of performance.

On the other hand, the hypothesis concerning the uniformly positive perception of
emerging technologies was only partially confirmed. While most participants acknowledged the
usefulness of digital tools in recruitment, selection, and training processes, some expressed
reservations about the depersonalization of human interaction and the risk of diminishing
organizational empathy. This finding underscores the need to strike a balance between
technological innovation and the preservation of human relational climate—an aspect particularly
relevant in the military, where cohesion and solidarity are fundamental values.

Furthermore, the hypothesis regarding competency development strategies was fully
validated, reinforcing the idea that a modern army cannot function efficiently without constant
investment in personnel training and continuous development. This dimension directly relates to
the practical objectives of the research and supports the model proposed in Chapter 5.

Another important element revealed by the research is the direct link between human
resources optimization and new security realities. Romania’s membership in NATO and the
European Union requires common standards of training and interoperability, which demand the

rapid adaptation of human resources policies to the requirements generated by hybrid, cyber, and
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asymmetric conflicts. At the same time, demographic and cultural changes, including the impact
of new generations on the military career, call for innovative policies in recruitment, retention, and
motivation.

Overall, the findings support the general hypothesis that human resources optimization is
a major determinant of organizational performance in the military environment. The results
highlighted both strengths—training programs, hierarchical support, organizational culture—and
vulnerabilities—the integration of emerging technologies and cyber preparedness—thus outlining
clear directions for intervention and development.

From a scientific perspective, the thesis contributes by empirically validating hypotheses
derived from specialized literature and by constructing an integrated model for optimizing human
resources management. This model, presented in Chapter 5, combines four essential dimensions:
continuous training, transformational leadership, process digitalization, and career policies,
offering an applied framework for the modernization of military structures.

From an applicative perspective, the recommendations formulated can be used by decision-
makers to improve human resources policies, training strategies, and evaluation mechanisms
within military organizations. Naturally, the research also had its limitations—the small sample
size, the predominantly descriptive character of the analyses, and the possibility of responses being
influenced by hierarchical context. However, these do not diminish the relevance of the
conclusions; rather, they indicate the need for broader and more diversified future studies, applying
inferential and comparative statistical methods at both national and international levels.

In conclusion, human resources constitute the core of military performance, and their
optimization is not an option but a strategic necessity. Investments in training, the strengthening
of transformational leadership, the stimulation of organizational culture, and the careful integration
of emerging technologies form the pillars on which a modern, adaptable, and resilient army can
be built—one capable of responding effectively to the challenges of the contemporary security

environment and successfully fulfilling its missions within NATO and the EU.
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Personal contributions

This doctoral thesis reflects an original and coherent endeavor to investigate the
process of human resources development in the military organizations, approached from an
integrated and contextual perspective. The personal contributions are found both in the
conceptual-theoretical dimension, through the grounding and adaptation of analytical
models to the military specificity, and in the applicative dimension, through the design and
testing of an original research instrument.

A first contribution is evident at the level of theoretical analysis, where I synthesized
the main currents and paradigms that have influenced the management of military human
resources, from the earliest forms of career organization to the current challenges generated
by digitalization, artificial intelligence, and the hybridization of conflicts. I have integrated
and adapted modern concepts—such as transformational leadership, organizational culture,
or cyber resilience—to the particularities of the military environment, underlining the ways
in which these acquire specific meanings within a hierarchical and operational framework
distinct from the civilian one.

On the applicative side, my essential contribution consisted in the design and piloting
of an original questionnaire, developed specifically for this research and calibrated to the
institutional realities of the Romanian Armed Forces. Its elaboration required the rigorous
selection and validation of items, consultation with experts, and application to a diverse
sample of both military and civilian personnel. The analysis of the results combined the
quantitative approach—using statistical tools such as descriptive analysis, Pearson
correlations, t-test, and ANOVA-—with qualitative interpretation, conducted through
thematic coding of open responses. The triangulation of these two types of data highlighted
significant convergences between numerical perceptions and narrative formulations, thereby
strengthening the robustness of the conclusions.

An additional personal contribution lies in the construction of an integrated model
for optimizing human resources management in military organizations, built upon the
interconnection of continuous training, transformational leadership, process digitalization,
and career policies. The model was conceived not only as a theoretical framework but also
as an adaptable applicative tool, designed to support the modernization of the Romanian

Armed Forces and the consolidation of interoperability within NATO and the EU.
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Therefore, this thesis brings a significant contribution both from a scientific
perspective—through the integration of modern concepts into the field of military human
resources and their empirical validation—and from a practical perspective, by offering
recommendations and tools that can be used by decision-makers to improve training policies,
evaluation systems, and career management. In this way, the study serves as a bridge between
academic research and the operational needs of military organizations, contributing to the
enhancement of individual and collective performance in a context marked by rapid

transformations and new types of threats.
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Research limits

Although this research was constructed with methodological care and a rigorous analytical
vision, it must be acknowledged that there are a number of limitations that may influence the
interpretation and generalization of the results. These limitations do not affect the validity of the
study; rather, they outline an exploratory framework, open to further in-depth investigation and to
the development of the main research.

A first limitation concerns the size of the sample used in the pilot study. Given the
exploratory nature of this stage, the research relied on a relatively small number of respondents (n
= 25), selected primarily based on availability and relevance (military and civilian personnel with
professional experience in the defense system). While this choice was logistically justified, it
reduced the representativeness of the data and requires caution in extrapolating the conclusions.
In the extended stage, the research included a much larger sample (300 individuals, of whom 238
provided valid responses), which allowed for the consolidation of the preliminary conclusions.

Another aspect relates to the subjective nature of the responses. Since the study employed
a self-report questionnaire, there was a risk of certain forms of bias—such as conformity bias, the
tendency to respond in a socially desirable manner, or the influence of hierarchical status on the
sincerity of opinions. Although anonymity was ensured, the military institutional context may have
induced a certain level of restraint in responses.

An important limitation also derives from the preliminary nature of the research
instrument. The questionnaire was in an early stage of validation, which meant that some items
were perceived as ambiguous or imprecisely formulated. This aspect was confirmed by the
qualitative analysis, which highlighted the need to clarify certain terms and formulations. The
instrument was revised prior to the main stage of the research, ensuring a better alignment of items
with the military organizational reality.

In addition, the absence of inferential statistical analysis in the pilot stage represents a
methodological limitation. The study focused on descriptive and exploratory data interpretation
without formulating statistically testable hypotheses. This was corrected in the main research
phase, where inferential procedures (Pearson correlations, t-test, ANOVA) were applied to
validate the relationships between variables.

Finally, a limitation stems from the cultural and institutional specificity of the context. The
research was conducted within the Romanian military, which may restrict the transferability of the

results to other armies or international organizations with different traditions, structures, and
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policies. In the context of Romania’s membership in NATO and the European Union, this
limitation highlights the need for comparative studies and transnational validations to confirm the
applicability of the proposed model in a broader framework.

By acknowledging these limitations, the thesis honestly assumes the boundaries of the
knowledge it generates, while at the same time offering clear directions for optimizing the
methodology and extending the research. These adjustments, already implemented in the extended
phase, contribute to strengthening the external validity of the conclusions and to consolidating the

practical utility of the proposed optimization model.
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Future directions of action

In light of the conclusions drawn from the study and the results obtained through integrated
quantitative and qualitative analysis, a series of strategic directions emerge for the further
development of scientific inquiry in the field of human resources development in military
organizations. These directions reflect both the need for methodological consolidation and the
opportunity for conceptual and applicative extension of the research.

A first essential direction is the expansion of research toward a larger and statistically
representative sample, covering the diversity of military and civilian personnel categories within
defense structures. Such an approach will allow for the inferential testing of the formulated
hypotheses, as well as the identification of significant differences between professional, functional,
and hierarchical groups, thereby providing a more comprehensive picture of the mechanisms of
motivation and retention.

Secondly, it is necessary to refine and strengthen the research instrument based on the
feedback obtained in the stage. Clarifying specialized terminology, reformulating ambiguous
items, and introducing examples adapted to the military context will increase the accuracy of
responses and the degree of internal validity. In addition, a psychometric testing of the
questionnaire (construct validity, internal consistency) is required in order to ensure its
methodological robustness.

Another priority direction is the deepening of the qualitative dimension through the use of
complementary interpretative methods such as semi-structured interviews, focus groups, or
narrative analysis. These would enable a detailed exploration of the perceptions, values, and
experiences of military personnel, complementing quantitative analysis with a deeper and more
nuanced understanding of organizational culture and leadership styles.

A necessary step also consists in comparing the results with similar studies conducted in
other national armies, particularly in NATO and European Union member states. Such a
comparative approach will highlight convergences and divergences in human resources policies,
contributing to the formulation of recommendations adaptable to an international institutional
framework and to the integration of best practices into the Romanian context.

Lastly, a valuable research direction lies in the longitudinal monitoring of personnel
perceptions, in order to capture over time the evolution of job satisfaction, the effectiveness of

training programs, and the impact of institutional interventions. Such a perspective would enable
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a sustainable evaluation of human resources policies and provide essential data for strategic
adjustments in relation to new operational and technological challenges.

Overall, pursuing these directions of research will contribute not only to the improvement
of the measurement instrument and the quality of the data but also to the validation and refinement
of the optimization model for human resources management proposed in this thesis. Extending the
analysis toward a comparative and international dimension will strengthen the practical utility of
the conclusions, providing decision-makers with empirical arguments for the formulation of
sustainable and adaptive human resources policies, capable of meeting both NATO and EU
requirements and the challenges of the contemporary security environment, marked by hybrid

conflicts and accelerated digitalization.
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