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2. CUVINTE CHEIE

Teza de doctorat ,,Perfectionarea managementului resurselor umane in mediul
organizational actual” isi propune atingerea obiectivelor si validarea ipotezelor, fiind utilizate
urmatoarele cuvinte-cheie:

Managementul resurselor umane

Administratie publica

Servicii publice

Performanta organizatiilor

Egalitatea de sanse

Managementul schimbarii organizationale

Strategii de schimbare organizationala



3. SINTEZA LUCRARII

Managementul resurselor umane se defineste in mod conventional ca reprezentand o serie de
activitdti menite a asigura procurarea, dezvoltarea si pastrarea resurselor umane necesare unei
organizatii pentru a-si indeplini obiectivele. Acest tip de abordare a managementului resurselor
umane pune accentul, in special, pe descrierea principalelor activitatilor componente, si mai putin
pe descrierea obiectivelor specifice care sunt urmarite prin realizarea acestor activitati.

Din acest motiv este necesara o reformulare a domeniului managementului resurselor umane,
precum si adoptarea unei viziuni sistemice, larg raspandita in prezent, care sa deschida si in acest
domeniu oportunitatea realizarii unei abordari globale si coerente.

Un sistem reprezintd o entitate alcatuitd din parti diferentiate si interdependente, fiecare
dintre acestea aducandu-si o contributie specifica la crearea si mentinerea lui. Intrebati despre
existenta politicilor de management al resurselor umane, majoritatea managerilor vor raspunde
afirmativ. Insa multi vor avea dificultti in momentul in care vor incerca si precizeze natura si
continutul acestor politici. Este destul de probabil ca aceste politici sa fie cunoscute si utilizate de
catre persoanele care au responsabilitdti manageriale in cadrul organizatiilor, chiar dacd ele nu sunt
totdeauna oficializate.

In organizatiile in care exista sindicate, politicile de personal sunt intotdeauna incluse in
diverse clauze aferente conventiei colective de munca. De obicei, aceste clauze acopera cele mai
importante aspecte referitoare la managementul resurselor umane, cum ar fi: angajarea, formarea
profesionald, promovarea in cadrul organizatiei, tratarea justa si echitabild a fortei de munca etc.

Existenta unor politici nescrise, care sunt doar aferente unor reglementari formale, nu este
de ajuns pentru a asigura uniformitatea criteriilor necesare adoptarii deciziilor care au drept rezultat
o utilizare corespunzitoare a tuturor resurselor umane. In acest sens, fird a incuraja birocratia si
formalizarea excesiva, se recomandd formularea in scris §i diseminarea politicii de management al
resurselor umane.

Politica de management al resurselor umane reflecta intentiile, atitudinile si obiectivele
managementului de top In ceea ce priveste procurarea, pastrarea, dezvoltarea si optimizarea
resurselor umane. Aceasta reprezintd expresia telurilor si obiectivelor urmarite, precum §i a
mijloacelor si metodelor utilizate si este, in acelasi timp, un ghid de orientare si actiune deosebit de

util persoanelor care au atributii manageriale.



In ceea ce priveste numarul de specialisti in resurse umane si numarul total de angajati dintr-
o organizatie, Roméania se situeazd undeva pe la mijlocul plutonului care cuprinde date despre
Europa de vest, centrald si de est. Astfel, in organizatiile prezente in Romania un specialist in
resurse umane munceste pentru 78 de oameni, in timp ce in tarile din vestul continentului acest
raport este de 1 la 66.

Pe langa activitatea de ordin tehnic ce se raporteaza la completarea registrelor electronice ale
salariatilor, diverse evidente, concedii, pensionari, acesti specialisti trebuie sd dezvolte adevarate
baze de date despre angajati: scolarizari, perfectionari, abilitdti pentru diferite posturi, training-uri,
work-shop-uri, elemente de comunicare si public relations etc., practic tot ceea ce tine de
dezvoltarea unei strategii de resurse umane pliata pe strategiile de dezvoltare ale organizatiei.

Cat de interesati de acest lucru sunt managerii se vede din rezultatele generale ale
organizatiilor lor. Toti managerii trebuie sa fie foarte atenti in ceea ce priveste comportamentul
angajatilor lor, pentru a descoperi valorile umane si a identifica nevoile acestora in vederea atingerii
unui nivel cat mai Tnalt de eficienta profesionala.

Eficienta este privita ca cel mai important obiectiv managerial. Un manager bun trebuie sa
afle punctele sensibile ale personalului aflat in subordine si sa le foloseasca pentru a determina o
implicare cat mai buna a acestuia in activititile organizatiei. Incercand cateva enunturi putem spune
cd managementul resurselor umane reprezintd ansamblul activitdtilor desfasurate in vederea
asigurarii, motivarii, pastrarii si dezvoltarii resurselor umane in cadrul organizatiei, in scopul
realizarii obiectivelor acesteia cu maxima eficienta si satisfacerii nevoilor tuturor angajatilor.

Odata ce organizatiile evolueazd si se dezvoltd, acestea se confruntd cu o serie de aspecte
esentiale care vizeazd managementului resurselor umane.

Lucrarea de fata isi propune sa contribuie, intr-o anumita masura, prin analizarea aspectelor
actuale cu care se confruntd organizatiile din administratie si servicii publice din Romania cu
privire la politica managementului resurselor umane, la depistarea neajunsurilor si efectuarea de
propuneri si masuri concrete in vederea imbunatatirii proceselor care alcatuiesc managementul
resurselor umane.

Noile tehnologii au un impact extraordinar asupra intregii vieti economice, sociale si
culturale a omenirii si guverneaza, practic, toatd lumea modernad, contribuind decisiv la dezvoltarea
fenomenului de globalizare.

Globalizarea trebuie consideratd ca un proces natural, ea reprezentand efectul insumat al
unei multitudini de intentionalitati, pornind de la cele ale entitatilor microsociale (organizatiilor) si

mergand pana la intentionalitatea entitatilor statale sau a grupurilor transnationale de interese.



Procesul mai larg al globalizarii introduce o noud categorie de incertitudini in ceea ce
priveste viitorul formelor si formulelor de organizare a comunitatilor umane. Acestea vor evolua
sub presiunea a doi factori de natura contradictorie:

e factori specifici economiei tangibile materiale;
e factori specifici noii economii, care impun formule de conectare conjuncturala in entitati de
tip retea, mai eficiente si mai flexibile.

Dar nu vom putea sa intelegem globalizarea dacd nu vom face efortul sa ne imaginam cum
va arata lumea postglobalizarii.

Viteza actuald de schimbare a peisajului economic si a mediului de viatd a devenit atat de
mare Incat un individ este obligat practic sa Invete permanent. Acest lucru pune in evidenta resursa
esentiald a innoirii economice, care este cunoasterea umana.

Aceastd presiune permanentd exercitata asupra oamenilor, In general, este una de o factura
cu totul noud prin dimensiunile de scard pe care ea le capati. Invatarea informald nu mai este
conditia de viatd specificd mai ales tinerilor si intelectualilor, ci devine mai mult o conditie de
supravietuire sociald. Economia devine din ce in ce mai mult una bazata pe cunoastere, atat in ceea
ce priveste producdtorii, cat si in ceea ce priveste consumatorii.

In contextul actualei revolutii tehnico-stiintifice, economia este un proces in permanenti
devenire, cu efecte la scara intregii planete, avand mai degrabad atributele unui proces biologic
natural, nemaiputand fi redusa doar la un fapt social care evolueaza exclusiv prin faze de dezvoltare
si regres, si, cu atdt mai mult, ea nu mai poate fi descrisd de conceptul clasic si neoclasic de
economie care este utilizat inca pe scara larga.

Réspandirea introducerii tehnologiilor informatice si de comunicatii la locul de munca
accentueazd necesitatea ca oamenii sa detind abilitati de management, abstractizare (intelegere a
strategiilor de afaceri, a mecanismelor de productie) si comunicare (lucrul in echipa, relatiile cu
partenerii si clientii) si solicita angajatilor sa detina cel putin cunostinte medii despre tehnica de
calcul moderna.

Putem spune ca abilitatea de a utiliza informatii inlocuieste din ce in ce mai mult forta
musculara si mecanica. Chiar si in domeniile traditionale, cum ar fi agricultura, utilizarea tehnicii de
calcul si a satelitilor contribuie semnificativ la imbunatatirea procesului de productie.

Un rol important in viitorul apropiat il va avea pregitirea polivalenta si multidisciplinari. In
curand, notiunea de ,,profesie” va fi pusd sub semnul intrebarii. Generatiile viitoare vor ignora
probabil sintagma de slujba permanenta bazatd pe calificarea si insusirile acumulate de-a lungul

timpului si reflectate de un Curriculum Vitae.



In fapt, luand in considerare cat de rapid se schimbi necesititile industriei, importanta
specializarilor la nivel inalt si cunostintele tehnice vor suferi un declin, prioritatile devenind, din ce
in ce mai mult, creativitatea, flexibilitatea si adaptabilitatea.

Implementarea noilor tehnologii va modifica nu numai competentele solicitate, ci si relatiile
sociale. Ca rezultat, succesul si eficienta integrarii noilor tehnologii la locul de munca va depinde in
mod fundamental de acceptarea de catre angajati si conducatori a noilor metode de lucru.

Trecerea la societatea informationald a Tmpartit organizatiile in organizatii moderne,
interconectate, care utilizeaza noile tehnologii, si organizatii traditionale.

Trasatura fundamentald a organizarii muncii In viitoarele organizatii va fi inlocuirea
ierarhiei piramidale traditionale cu o ierarhie orizontala, in cadrul careia rolul managerului se va
schimba din ce in ce mai des, de la simpla luare a deciziilor la optimizarea creativitatii, a capacitatii
de inovare si a pregatirii intelectuale a persoanelor din subordine.

Aceasta inseamnd ca lucrul in echipd, cooperarea si colaborarea dintre angajati vor
reprezenta trasatura cheie a organizatiilor viitorului. Aceste tendinte vor presupune, probabil, in
multe domenii, schimbarea generatiilor la nivelul managementului, intrucdt competitivitatea
organizatiel va depinde, in cele din urmd, de capacitatea de a trece de la caracterul ierarhic si
individual la locul de munca la promovarea muncii in comun.

Initiativa individuala si solidaritatea (colaborarea si increderea reciproca la locul de munca)
vor f1 factorii determinanti ai succesului in societatea informationala.

Transformarea societdtii in societate informationald a devenit in ultimul timp 0 prioritate
pentru guvernele din statele avansate ale lumii. De exemplu, un obiectiv declarat al politicii
americane a fost acela ca, incepand cu anul 2015, toti cetatenii majori sd stie sa utilizeze cu
dexteritate computerele, comunicatiile digitale si televiziunea digitald. Aceste mijloace au devenit la
fel de familiare la serviciu, ca si acasa, utilizarea lor comparandu-se cu utilizarea telefonului.

Tehnologiile informationale de ultima generatie au un impact major asupra modului in care
ne obtinem informatiile, comunicdm cu ceilalti si aborddm propria instruire. Aptitudinile si
competentele care insotesc aceste tehnologii - tehnice, intelectuale si sociale - devin esentiale pentru
viata, munca si participarea activa intr-o societate a cunoasterii.

Dimensiunea acestor aptitudini se extinde mult peste conceptul de ,,operare computer” si
intrd In categoria ,,noilor aptitudini de bazd”, cum ar fi limbile straine, spiritul antreprenorial,
utilizarea celor mai noi tehnologii, si, iIn consecinta, trebuie dobandite si consolidate printr-un

proces de invatare pe tot parcursul vietii.
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In acest sens, trebuie elaborate strategii ferme care si conduci la asigurarea de resurse
umane calificate In acest domeniu, strategii care vor contribui la dezvoltarea economiei europene si,
implicit, a celei nationale.

Abilitatea de a utiliza tehnologiile informatice si de comunicatii este esentiald in multe
sectoare de activitate, iar prioritatea in momentul de fatd este definirea si descrierea lor cu claritate,
astfel incat invatamantul si sistemele de instruire profesionald sa le poata ingloba in programele lor.

Locurile de munca si cunostintele in domeniul calculatoarelor sunt, de asemenea, o prioritate
majora a planului de actiune e-Europa, a viitoarei harti UE a unei societdti informationale pentru
toti.

Preocuparea majora o reprezinta tanarul. Leaderii Uniunii Europene si-au propus sa doteze
toate scolile cu acces la Internet si surse multimedia si s instruiasca toti profesorii sa le utilizeze.
Comisia Europeand sprijind eforturile nationale prin initiativele e-Learning, care urmaresc
introducerea de echipamente IT&C in scoli, integrarea noilor tehnologii la toate nivelurile de
invatadmant, imbundtatirea serviciilor multimedia, crearea de retele de cunostinte.

Pentru a micsora deficitul existent la nivelul expertilor, se urmareste cresterea numarului de
centre si cursuri [T&C. Programele trebuie sa corespunda solicitdrilor exprimate de organizatii si
este necesar sa se introducd si sda se valorifice la maxim potentialul cursurilor de reconversie
profesionald. Promovarea atractivitatilor aferente IT&C in cadrul femeilor este, de asemenea,
esentiala, acestea fiind Tnc@ mai slab reprezentate in acest domeniu.

Oricum, schimbarea este complexad: odatd ce se recunoaste ca deprinderea cunostintelor
privind tehnica de calcul este esentiald pentru durabilitatea si adaptabilitatea ocuparii cu fortd de
muncd, aceasta trebuie sd devind un obiectiv esential al instruirii pe intreaga perioada a vietii.
Directivele si liniile directoare ale politicii de ocupare a Uniunii Europene solicita partenerilor
sociali sd Intreprindd toate demersurile pentru a asigura sansa tuturor angajatilor de a avea acces la
formarea pentru societatea informationala.

Existenta unei Diplome europene in domeniul cunostintelor digitale de baza, recunoscuta in
intreaga Europa, poate reprezenta o metoda de stimulare pentru calificarea in acest domeniu. In
scopul indeplinirii acestor obiective, majoritatea statelor membre promoveaza permisul european de
utilizare a computerelor (European Computer Driving Licence - ECDL).

Cagstigurile si cresterea productivitdtii intr-o economie bazatd pe cunostinte depind de
schimbarea modului de organizare a muncii catre un nivel mai ridicat al cunostintelor si catre o

flexibilitate mai ridicatd conforma noilor tehnologii.
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Cresterea oportunitatilor privind telemunca (telework), mai ales post-pandemie, reprezintd o
solutie promitatoare, si, Tn acest context, Comisia a consultat partenerii sociali in vederea
indeplinirii conditiilor pentru o retea de telemunca la nivel european.

Valorificarea oportunitatilor oferite de cunostintele digitale trebuie s ia in considerare
prevenirea unor segmentari si disparitati din acest punct de vedere.

Evolutiile majore aparute in domeniul societatii informationale au impus practic conceptul
de telemunca si au determinat promovarea unor principii de drept pentru cei interesati.

In vechiul tip de economie, statul, In ansamblul sau, sau diversele sale structuri, prospera cu
ajutorul lucrétorilor care posedau calificdri si abilitdti manuale si care isi desfasurau activitatea
(operatiile de bazd) in mod repetitiv si cu efort cel mai adesea fizic. in actuala economie, statele vor
prospera daca angajatii lor vor lucra preponderent cu mintea. Aceasta deoarece tocmai ocupatiile
care presupun un nivel ridicat de cunostinte si prelucrarea informatiei sunt cele care conduc noul tip
de economie.

Multe dintre aceste locuri de munca sunt localizate in birouri si nu in fabrici si uzine ca in
cazul vechii economii. Pe de alta parte, in majoritatea ocupatiilor, nu doar in sectorul high-tech,
calificarea necesara este intr-o crestere accentuatd. Indicatorii aferenti ,.knowledge jobs” vor trebui
sa cuantifice trei aspecte: procentul de fortd de munca care isi desfasoara activitatea in birouri,
ponderea fortei de munca care ocupa pozitii manageriale, respectiv nivelul de educatie al fortei de
munca.

Noua economie este o economie a tehnologiei de varf, a serviciilor, a birourilor. Acest lucru
nu inseamna cd industria producdtoare de bunuri de consum sau agricultura devin mai putin
importante. De altfel, astazi se produc mai multe bunuri industriale si hrand decét oricand in trecut.
Cresterea acceleratd a productivitatii in industrie si agriculturd inseamna ca, de fapt, majoritatea
fortei de munca nu-si mai utilizeaza timpul pentru a produce lucruri, ci mai degraba pentru a misca
lucrurile, pentru a prelucra si a produce informatii sau pentru a oferi diverse servicii populatiei.

Astazi, 1n societdtile moderne, instrumentele cel mai des utilizate de catre oameni sunt
telefonul mobil si computerul personal. Pe masura ce avantajul competitiv, in continud crestere, isi
are sursele tot mai mult in calitatea conducerii, in aceea a designului si in serviciile comerciale si
vamale, biroul tinde sa devina ,,fabrica” de baza in noua economie, care inregistreaza o crestere a
ponderii valorii adaugate in totalul productiei.

Aparitia noilor industrii a generat, in mod logic, noi joburi, in timp ce tehnologia de varf si
noile metode de organizare a muncii au transformat fundamental unele dintre ocupatiile consacrate.
Printre acesti lucratori se includ managerii, inginerii si cercetdtorii, profesionistii din domeniul
sanatatii, juristii, profesorii, contabilii, profesionistii din banci, consultantii si inginerii tehnicieni.
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In economia actuald, unde accentul major se pune pe viteza de reactie si pe adaptabilitate,
forta de muncad educatd reprezintd un element crucial pentru cresterea productivitatii si pentru
promovarea inovatiei. In acest sens, in tirile avansate se constati o crestere spectaculoasi a ponderii
locurilor de munca bazate pe cunostinte inalte (care necesitd cursuri profesionale specializate,
cursuri universitare etc.). Mai mult, dobandirea unei educatii superioare inseamna, pentru indivizi,
cresterea oportunitatilor de obtinere a unor venituri mari.

Mediul organizational actual, caracterizat prin turbulentd, devine ,,inspdimantitor” atat
pentru manageri cat si pentru salariati. Aceasta stare rezulta, in buna masura, din actionarea a trei
elemente corelate si anume: clientii, concurenta, schimbarea.

Clientii, ca punct de plecare in orice afacere, au devenit ofensivi si dicteaza procesele din
interiorul lor. Concurenta este permanenta si adesea se intensifica si devine feroce. Schimbarea este
singura constanta intr-un proces si aduce o derutd permanenta.

Actiunea ,.celor trei” impune flexibilitate si un nou tip de strategie organizationala.
Reengineering-ul reprezinta regandirea fundamentala si reproiectarea radicald a proceselor
organizationale, cu efecte spectaculoase asupra rezultatelor. Reengineering-ul presupune trecerea de
la gandirea si actiunea pe segmente si activitdti sau functiuni la cea axata pe proces.

Schimbarile intr-o organizatie reprezinta rezultatul interactiunii factorilor interni si externi ai
organizatiei. Factorii interni sunt factori legati de calitatea servirii clientilor, necesitatea introducerii
de noi produse, productivitatea in cadrul organizatiei, necesitatea reorganizarii fluxului
informational si al documentelor. Factorii externi sunt factori tehnologici, sociali, politici,
economici, legati de legislatie, de apartenenta la Uniunea Europeana, de concurentd, de cresterea
cerintelor clientilor.

O schimbare importantd este cea determinatd de schimbarile tehnologice. Implementarea
unor noi sisteme informatice si de comunicatii presupune implicarea activd a managerilor in
procesul de pregdtire, fapt care conduce la impulsionarea angajatilor, facandu-i pe acestia sa
inteleagd importanta schimbarilor.

Angajatii trebuie sa fie constienti de oportunitatile create, legate in special de o mai buna
abilitate obtinutd in lucrul pe calculator, de o mai buna servire a clientilor, de crearea unei imagini
mai bune a organizatiei, in primul rand prin oferirea de documente corespunzatoare, atat din punct
de vedere al formei, cét si al continutului.

Succesul implementarii unei noi tehnologii IT&C depinde de fiecare salariat, de capacitatea
fiecdruia de a asimila cunostintele necesare utilizarii programelor si de a percepe schimbarea ca pe

0 necesitate majora pentru realizarea obiectivelor strategice ale organizatiei.
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Pentru a realiza cu succes schimbarea, managerii trebuie sa fie primii promotori ai acesteia.
Schimbarea trebuie inteleasd ca o necesitate permanentd pentru organizatie si ca o oportunitate
pentru membrii organizatiei. Dar, 1n acelasi timp, schimbarea creeaza neliniste in randul membrilor
organizatiei, iar pentru a elimina sentimentele de confuzie si de teamd din randul salariatilor,
managerii trebuie sa-i convingd pe acestia de beneficiile schimbarii si de faptul cd un om bine
pregdtit profesional nu are motive de teama.

Asadar, implementarea de noi tehnologii IT&C genereaza o serie de oportunitati dar si de
limite.

Oportunitdtile pe care le aduce celor implicati in proces vizeaza:

e managementul modern al resurselor umane, materiale si financiare implicate in realizarea
obiectivelor tintd care sunt din ce in ce mai Tnalte;

e realizarea cu rapiditate a operatiunilor specifice organizatiei;

e posibilitatea obtinerii oricaror informatii la nivel centralizat intr-un timp foarte scurt in
vederea luarii deciziilor la momentul oportun;

e cresterea autonomiei si a colaborarii cu noi oameni, aspecte care vor conduce la obtinerea de
informatii noi, baza pentru viitoarele Tnnoiri;

e dezvoltarea de noi aptitudini;

e cresterea increderii personalului in fortele proprii;

e reducerea birocratiei, a numdrului mare de surse de informare pentru realizarea unei
raportari complexe, prin crearea unor baze de date accesibile In functie de necesitatile
specifice ale fiecarei organizatii;

e cresterea productivitatii muncii, ceea ce conduce implicit la cresterea eficientei serviciilor.
Dintre posibilele limitari generate de implementarea de noi tehnologii IT&C putem preciza

urmatoarele:

e cventuale restructurari organizatorice;

e modificari de tip psihologic in randul utilizatorilor (de ex. tracul creat pana la insusirea noii
tehnici de calcul);

e cresterea cheltuielilor cu dotarea tehnica, consumabile si pregéatirea personalului;

o erori ale utilizatorilor finali.

Practic, in conditiile in care concurenta este tot mai acerbd, exigenta clientilor este in
crestere, iar produsele si serviciile oferite de acelasi tip de organizatie sunt relativ aceleasi, diferenta

este facutd de cele mai multe ori de factorul calitativ. Avand in vedere faptul ca si cerintele de
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performanta in interesul organizatiilor sunt in crestere, schimbarile reprezintd modalitatea principala
pentru a face fatd acestor necesitati.

Prin punerea unui accent deosebit pe digitalizarea serviciilor si pe perfectionarea tuturor
salariatilor in utilizarea calculatoarelor, sunt nivelate practic caile spre schimbare. Pentru organizatii,
procesul de Innoire si respectiv de adaptare la aceste schimbari este o conditie esentiala pentru
supravietuirea pe piata.

Dat fiind faptul ca orice organizatie isi desfasoara activitatea intr-un mediu supus permanent
modificarilor, schimbarilor si evolutiei mediului inconjurator, aceasta este obligatd sd mearga in
paralel cu progresul, sd se supund modificarii si schimbarii, in scopul mentinerii sale pe pozitia
detinuta sau chiar promovarii.

Astfel, managerii trebuie sd fie deschisi la schimbare, sd-si Tmbundtiteasca continuu
activitatea si cunostintele, sd-si convinga subordonatii despre avantajele schimbarii astfel incat
aceasta sa fie perceputd de angajati ca o oportunitate si nu ca o amenintare.

Schimbarile trebuie percepute de catre manager prin prisma posibilitatilor pe care le aduc
organizatiei in vederea Indeplinirii scopurilor propuse.

Orice organizatie care doreste sd desfasoare o activitate profitabila trebuie sd faca dovada
faptului ca se adapteaza continuu la modificarile care intervin in permanenta in mediul inconjurator.

In caz contrar, efectele imediate pot viza sciderea cotei de piati detinuta,
cresterea/intensificarea activitatii concurentei pe seama eventualei pozitii defensive de adaptare la
mediu instabil, scaderea profitului, chiar faliment.

Profesionistii de succes sunt cei care accepta schimbarea si o privesc ca pe o noud provocare,
care sunt promotorii schimbarii, determinandu-i si pe cei din jurul lor sd foloseasca schimbarile in
avantajul lor. Succesul apartine celor care acceptd schimbarea sau celor care au sansa de a se
autoperfectiona, de a-si forma aptitudini noi, a cunoaste oameni, locuri, tehnologii, stiinte noi, de a-
si majora gradul de autonomie, toate acestea ducand la bunastarea spirituald, dar si materiala a
propriei persoane.

Ignoranta este cel mai mare pdcat pe care il pot face managerii, sub orice forma s-ar
manifesta aceasta. Ignoranta duce chiar la limitarea oportunitatilor si a posibilitatilor de
adaptabilitate, atat de necesare intr-un mediu tot mai dificil de controlat.

Sistemele internationale nu pot functiona fara informatii, structurile componente ale acestora
(organizatii guvernamentale si non-guvernamentate, companii transnationale, diverse aliante etc.)
interactioneaza, se interconecteaza si supravietuiesc multumitd informatiilor. Scopul cautarii si

detinerii de informatii este, Insd, diferit, asa cum sunt si mijloacele de obtinere a acestora.
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Informatia reprezintd putere iar puterea, dupd cum bine se stie, este cautatd de toate
componentele scenei internationale. Suportul informational a devenit un aspect principal al vietii
cotidiene. Informatia, cu toate atributele sale — autenticitate, disponibilitate, actualitate, oportunitate,
relevanta, integritate, precizie, rezistenta la factori distructivi, non-repudiere, mobilitate, siguranta,
stabilitate — domina intreaga viata a planetei.

Capitalul uman este considerat un element crucial pentru adoptarea tehnologiilor de varf si
un factor necesar utilizarii acestora eficient, fiind in acelasi timp o conditie prealabila pentru
capacitatea de insertie profesionald si un instrument de luptd Tmpotriva excluziunii sociale si
discriminarii dintre femei si barbati.

Conceptul de capital uman include:

e capacitatea interpretdrii fluxurilor si datelor senzoriale, a informatiilor structurate necesare
realizarii actiunilor individuale si schimburilor interpersonale dintre agentii economici;

e capacitatea de a oferi o varietate de servicii de munca fizicd in procesele de munca
obisnuita;

e Dbaza cognitiva pentru activitatile antreprenoriale de piati;

e resursa cheie utilizatd pentru conducerea productiei destinatd pietei si a celei care nu este
destinata pietei, ca si pentru activitatile de consum;

e mijlocul creativ pentru generarea noilor cunostinte care stau la baza inovatiilor tehnologice
si organizationale.

Astfel, capitalul uman reprezintd un factor determinant al productivitatii, atat la nivel
individual, cat si la nivel agregat, rolul sau fiind din ce In ce mai important odata cu trecerea la
economia bazata pe cunoagstere.
procesul de productie s-a caracterizat printr-o utilizare mai intensivi a cunostintelor. In prezent, cele
mai multe dintre profesii fac apel la cunostinte, foarte multe dintre acestea bazdndu-se pe tratarea
informatiei sau aplicarea cunostintelor si competentelor specializate in productia de bunuri si
servicii din ce In ce mai sofisticate.

Si in plan regional, nivelul calificdrii si structura populatiei influenteazd competitivitatea in
diverse modalitati:

e Isi pun amprenta asupra tipului de industrie care se va stabili in regiune si tipului de produs
care va fi realizat: nivelul de calificare a fortei de munca influenteaza calitatea produselor

obtinute si eficienta proceselor derulate.
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e Favorizeaza dezvoltarea spiritului antreprenorial: varsta populatiei unei regiuni si cultura
riscului pe care aceasta o posedad sunt numai cativa dintre factorii care determind numarul de
IMM-uri create, conferind economiei regionale dinamism §i competitivitate.

e Determind eficienta fortei de munca: factori precum varsta populatiei si cultura sociala pot
avea un impact real asupra competitivitatii regionale, prin promovarea flexibilitatii,
cresterea rolului femeii pe piata muncii, cultura muncii etc.

e Influenteaza vitalitatea unei regiuni: regiunile caracterizate de imbatranire demografica si
evolutii demografice negative sunt, de reguld, regiuni cu niveluri reduse ale veniturilor si
rate ridicate ale somajului.

e Potenteazd capacitatea de inovare a unei regiuni: calitatea resurselor umane determina
aparitia progresului tehnologic, diseminarea tehnologiei, dar si capacitatea de adoptare a
inovatiilor.

Problema competitivitatii este actualda si importanta, fapt dovedit de interesul specialistilor
din mediul academic si institutional pentru intelegerea si explicarea conceptului, formularea
definitiilor, identificarea factorilor determinanti, cuantificarea impactului acestora si, nu in ultimul
rand, realizarea de comparatii internationale si ierarhii in functie de indicatorii relevanti.

Elemente precum satisfactia la locul de munca, echilibrul dintre cererea si oferta de forta de
munca superior calificatd, capacitatea de a atrage migranti cu calificari superioare, au un mai mare
impact asupra performantelor economice decat indicatorii clasici, utilizati pentru desemnarea
capitalului uman: numarul absolventilor sau ponderea acestora in populatia totald, nivelul de
educatie al populatiei etc.

Inzestrarea cu resurse umane calificate nu conduce neapirat la crestere economici sau la
reducerea disparitatilor regionale, dacd acestea nu sunt angrenate In activitdti economice
generatoare de valoare addugata.

O provocare importantd pentru competitivitatea organizatiilor o reprezinta si evolutiile
demografice, respectiv imbatranirea demograficd a populatiei. Din acest motiv, organizatiile aleg
adesea sa intre In competitie pentru resursele umane, in timp ce o solutie mai buna ar fi cooperarea
pentru valorificarea lor mai eficienta.

O altd dimensiune a resurselor umane, consideratd a avea un impact semnificativ asupra
competitivitatii organizationale, o reprezintd spiritul antreprenorial. Productivitatea este puternic
influentatd de factori precum: marimea initiala a afacerii, parteneriatul, activitatile de cercetare si
dezvoltare, pregatirea universitard, activitatile antreprenoriale multiple.

Astfel, parintii liber profesionisti, cu rol de model, influenteaza procesul de demarare a unei

afaceri, pregatirea universitara, indicator al capitalul uman, mareste perspectivele de succes al
17



acesteia, iar parteneriatul dintre intreprinzatori sporeste sansele de dezvoltare a afacerii, chiar daca,
in acest caz, perspectivele de supravietuire sunt mai mici.

Competitivitatea trebuie analizatd atit in termeni de rezultate (venituri, ocupare), cat mai
ales in legaturd cu factorii determinanti: de la factorii de productie clasici (capital, forta de munca,
progres tehnologic), pana la factorii ,,soft” (capital uman, cercetare-dezvoltare, diseminarea
cunoasterii etc).

In acest sens, un factor cheie al cresterii economice de durati il reprezinta resursele umane,
prin dimensiunea sa calitativa: cunostinte, competente, abilititi. In prezent, se vorbeste din ce in ce
mai mult despre un nou tip de lucrator (knowledge-worker), exponent al economiei cunoasterii, care,
la nivel microeconomic, este implicat in activititi de cercetare-dezvoltare, inovare, consultantd si
invatare continud, aplicarea tehnologiilor existente, iar in plan macroeconomic contribuie la
cresterea capacitatii economiei de a produce bunuri si servicii cu valoare adaugata ridicata, obtinute

in ramuri bazate pe utilizarea intensiva a cunostintelor.
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8. SUMMARY

Human resources management is conventionally defined as representing a series of activities
aimed at ensuring the procurement, development and preservation of the human resources necessary
for an organization to fulfill its objectives. This type of human resource management approach
emphasizes, in particular, the description of the main component activities, and less on the
description of the specific objectives that are pursued by carrying out these activities.

For this reason, a reformulation of the field of human resources management is necessary, as
well as the adoption of a systemic vision, widespread at present, which opens up the opportunity to
achieve a global and coherent approach in this field as well.

A system represents an entity made up of differentiated and interdependent parts, each of
which makes a specific contribution to its creation and maintenance. When asked about the
existence of human resource management policies, most managers will answer in the affirmative.
But many will have difficulties when trying to specify the nature and content of these policies. It is
quite likely that these policies are known and used by people who have managerial responsibilities
within organizations, even if they are not always formalized.

In organizations where unions exist, personnel policies are always included in various
clauses of the collective labor agreement. Usually, these clauses cover the most important aspects
related to human resources management, such as: employment, professional training, promotion
within the organization, fair and equitable treatment of the workforce, etc.

The existence of unwritten policies, which are only related to formal regulations, is not
enough to ensure the uniformity of the criteria necessary to adopt decisions that result in a proper
use of all human resources. In this sense, without encouraging bureaucracy and excessive
formalization, it is recommended to formulate and disseminate the human resources management
policy in writing.

The human resources management policy reflects the intentions, attitudes and objectives of
the top management regarding the procurement, retention, development and optimization of human
resources. This represents the expression of the goals and objectives pursued, as well as the means
and methods used and is, at the same time, a guide for orientation and action particularly useful for
people who have managerial attributions.

Regarding the number of human resources specialists and the total number of employees in

an organization, Romania is somewhere in the middle of the platoon that includes data on Western,
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Central and Eastern Europe. Thus, in the organizations present in Romania, one human resources
specialist works for 78 people, while in the countries of the western continent this ratio is 1 to 66.

In addition to the technical activity related to completing the electronic registers of
employees, various records, vacations, retirements, these specialists must develop real databases
about employees: education, training, skills for different positions, trainings, work- shops, elements
of communication and public relations, etc., practically everything related to the development of a
human resources strategy folded on the development strategies of the organization.

How interested managers are in this can be seen from the overall results of their
organizations. All managers must be very attentive to the behavior of their employees, in order to
discover human values and identify their needs in order to achieve the highest possible level of
professional efficiency.

Efficiency is regarded as the most important managerial objective. A good manager must
find out the sensitive points of subordinate personnel and use them to determine their best possible
involvement in the organization's activities. Trying a few statements, we can say that human
resources management represents the set of activities carried out in order to ensure, motivate,
preserve and develop human resources within the organization, in order to achieve its objectives
with maximum efficiency and satisfy the needs of all employees.

As organizations evolve and develop, they face a number of critical issues related to human
resource management.

The present work aims to contribute, to a certain extent, by analyzing the current aspects
faced by the organizations in the administration and public services in Romania regarding the
human resources management policy, to the detection of shortcomings and the implementation of
concrete proposals and measures in order to improving the processes that make up human resources
management.

New technologies have an extraordinary impact on the entire economic, social and cultural
life of mankind and govern practically the entire modern world, contributing decisively to the
development of the globalization phenomenon.

Globalization must be considered as a natural process, representing the cumulative effect of
a multitude of intentionalities, starting from those of microsocial entities (organizations) and going
up to the intentionality of state entities or transnational interest groups.

The broader process of globalization introduces a new category of uncertainties regarding
the future of the forms and formulas of organization of human communities. They will evolve under
the pressure of two contradictory factors:

e factors specific to the material tangible economy;
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o factors specific to the new economy, which impose more efficient and flexible formulas for
conjunctural connection in network-type entities.

But we will not be able to understand globalization if we do not make the effort to imagine
what the post-globalization world will look like.

The current speed of change in the economic landscape and the living environment has
become so great that an individual is practically forced to learn constantly. This highlights the
essential resource of economic renewal, which is human knowledge.

This permanent pressure exerted on the people in general is one of an entirely new
dimension by the dimensions of scale which it assumes. Informal learning is no longer the condition
of life specific to young people and intellectuals, but becomes more of a condition of social
survival. The economy is increasingly becoming a knowledge-based one, both in terms of producers
and consumers.

In the context of the current technical-scientific revolution, the economy is a process in
permanent development, with effects on the scale of the entire planet, having rather the attributes of
a natural biological process, which can no longer be reduced only to a social fact that evolves
exclusively through phases of development and regression, and, moreover, it can no longer be
described by the classical and neoclassical concept of economics that is still widely used.

The widespread introduction of information and communication technologies in the
workplace emphasizes the need for people to have management, abstraction (understanding
business strategies, production mechanisms) and communication (teamwork, relations with partners
and customers) skills and demands from employees to have at least average knowledge of modern
computing techniques.

We can say that the ability to use information is increasingly replacing muscular and
mechanical strength. Even in traditional fields such as agriculture, the use of computing and
satellites significantly improves the production process.

Multipurpose and multidisciplinary training will play an important role in the near future.
Soon, the notion of a “profession” will be called into question. Future generations will probably
ignore the phrase permanent job based on the qualification and attributes accumulated over time
and reflected by a Curriculum Vitae.

In fact, considering how rapidly the needs of the industry are changing, the importance of
high-level specializations and technical knowledge will decline, with creativity, flexibility and
adaptability increasingly becoming priorities.

The implementation of new technologies will change not only the required skills, but also
social relations. As a result, the success and effectiveness of integrating new technologies into the
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workplace will fundamentally depend on the acceptance by employees and managers of the new
work methods.

The transition to the information society has divided organizations into modern,
interconnected organizations that use new technologies, and traditional organizations.

The fundamental feature of the organization of work in future organizations will be the
replacement of the traditional pyramidal hierarchy with a horizontal hierarchy, within which the
role of the manager will change more and more often, from simple decision-making to optimizing
creativity, the ability to innovate and the intellectual training of subordinates.

This means that teamwork, cooperation and collaboration between employees will be the
key feature of the organizations of the future. These trends will probably involve, in many areas, the
change of generations at the management level, as the competitiveness of the organization will
ultimately depend on the ability to move from the hierarchical and individual nature of the
workplace to the promotion of joint work.

Individual initiative and solidarity (collaboration and mutual trust in the workplace) will be
the determining factors for success in the information society.

The transformation of society into an information society has recently become a priority for
the governments of the advanced states of the world. For example, a stated goal of American policy
was that by 2015, all adults should be proficient in the use of computers, digital communications,
and digital television. These means have become as familiar at work as at home, their use being
compared to the use of the telephone.

The latest information technologies have a major impact on the way we obtain our
information, communicate with others and approach our own training. The skills and competences
that accompany these technologies - technical, intellectual and social - are becoming essential for
life, work and active participation in a knowledge society.

The scope of these skills extends far beyond the concept of “computer operation” and falls
into the category of “new basic skills”, such as foreign languages, entrepreneurship, the use of the
latest technologies, and therefore must be acquired and strengthened through a lifelong learning
process.

In this sense, firm strategies must be developed that lead to the provision of qualified human
resources in this field, strategies that will contribute to the development of the European and,
implicitly, the national economy.

The ability to use information and communication technologies is essential in many sectors
of activity, and the priority at the moment is to define and describe them clearly so that education
and vocational training systems can incorporate them into their curricula.
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Computer jobs and skills are also a major priority of the e-Europe action plan, the EU's
future road map of an information society for all.

The major concern is the young man. European Union leaders have set out to equip all
schools with Internet access and multimedia sources and train all teachers to use them. The
European Commission supports national efforts through e-Learning initiatives, which aim to
introduce IT&C equipment in schools, integrate new technologies at all levels of education,
improve multimedia services, create knowledge networks.

To reduce the existing shortage of experts, it is aimed to increase the number of IT&C
centers and courses. The programs must correspond to the demands expressed by the organizations
and it is necessary to introduce and make the most of the potential of vocational retraining courses.
Promoting the attractiveness of IT&C among women is also essential, as they are still
underrepresented in this field.

However, change is complex: once computing literacy is recognized as essential to the
sustainability and adaptability of employment, it must become an essential focus of lifelong
learning. The directives and guidelines of the employment policy of the European Union require the
social partners to take all steps to ensure the chance for all employees to have access to training for
the information society.

The existence of a European Diploma in the field of basic digital knowledge, recognized
throughout Europe, can represent a method of stimulation for qualification in this field. In order to
achieve these objectives, most member states promote the European computer driving license
(ECDL).

Earnings and productivity growth in a knowledge-based economy depend on changing the
way work is organized towards a higher level of knowledge and towards greater flexibility in line
with new technologies.

Increasing telework opportunities, especially post-pandemic, is a promising solution, and in
this context, the Commission consulted the social partners with a view to meeting the conditions for
a telework network at European level.

Capitalizing on the opportunities offered by digital knowledge must take into account the
prevention of segmentations and disparities from this point of view.

The major developments in the field of the information society practically imposed the
concept of telework and determined the promotion of some legal principles for those interested.

In the old type of economy, the state as a whole, or its various structures, prospered with the
help of workers who possessed skills and manual skills and who performed their work (basic
operations) repetitively and with often physical effort. In today's economy, states will prosper if
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their employees work predominantly with their minds. This is because it is precisely the
occupations that require a high level of knowledge and information processing that drive the new
type of economy.

Many of these jobs are located in offices and not in factories and plants as in the old
economy. On the other hand, in most occupations, not only in the high-tech sector, the required
qualification is on the rise. The related "knowledge jobs" indicators will have to quantify three
aspects: the percentage of the workforce working in offices, the share of the workforce occupying
managerial positions, respectively the level of education of the workforce.

The new economy is a high-tech, service, office economy. This does not mean that the
consumer goods industry or agriculture become less important. Moreover, more industrial goods
and food are produced today than at any time in the past. Accelerated productivity growth in
industry and agriculture means that in fact most of the workforce no longer uses their time to
produce things, but rather to move things around, process and produce information, or provide
various services the population.

Today, in modern societies, the most commonly used tools by people are the mobile phone
and the personal computer. As ever-increasing competitive advantage is increasingly sourced in
quality management, design, and commercial and customs services, the office tends to become the
core "factory" in the new economy, which is growing in share added value in total production.

The emergence of new industries has logically generated new jobs, while advanced
technology and new methods of work organization have fundamentally transformed some of the
established occupations. These workers include managers, engineers and researchers, health
professionals, lawyers, teachers, accountants, banking professionals, consultants and technical
engineers.

In today's economy, where the major emphasis is on speed of reaction and adaptability, an
educated workforce is a crucial element for increasing productivity and promoting innovation. In
this sense, in advanced countries there is a spectacular increase in the share of jobs based on high
knowledge (requiring specialized professional courses, university courses, etc.). Moreover,
acquiring a higher education means, for individuals, increased opportunities to earn high incomes.

The current organizational environment, characterized by turbulence, is becoming “scary”
for both managers and employees. This state results, to a good extent, from the action of three
related elements, namely: customers, competition, change.

Customers, as the starting point in any business, have become offensive and dictate the
processes within them. Competition is permanent and often intensifies and becomes fierce. Change
is the only constant in a process and brings permanent confusion.
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The action of the “three” requires flexibility and a new type of organizational strategy.
Reengineering represents the fundamental rethinking and radical redesign of organizational
processes, with spectacular effects on results. Reengineering involves moving from thinking and
acting in terms of segments and activities or functions to a process-focused one.

Changes in an organization are the result of the interaction of internal and external factors of
the organization. Internal factors are factors related to the quality of customer service, the need to
introduce new products, productivity within the organization, the need to reorganize the flow of
information and documents. External factors are technological, social, political, economic factors,
related to legislation, to membership in the European Union, to competition, to the increase in
customer requirements.

An important change is that driven by technological change. The implementation of new IT
and communication systems requires the active involvement of managers in the training process,
which leads to the motivation of employees, making them understand the importance of the
changes.

Employees must be aware of the opportunities created, related in particular to better
computer skills, better customer service, creating a better image of the organization, primarily by
providing appropriate documents, both in terms of form as well as content.

The success of the implementation of a new IT&C technology depends on each employee,
on the ability of each to assimilate the knowledge necessary to use the programs and to perceive the
change as a major necessity for the achievement of the organization's strategic objectives.

To successfully achieve change, managers must be its first promoters. Change must be
understood as a permanent necessity for the organization and as an opportunity for the members of
the organization. But at the same time, change creates anxiety among the members of the
organization, and in order to remove the feelings of confusion and fear among employees, managers
must convince them of the benefits of change and the fact that a well-trained professional does not
have reasons for fear.

Therefore, the implementation of new IT&C technologies generates a series of opportunities
but also limits.

The opportunities it brings to those involved in the process aim at:

e the modern management of human, material and financial resources involved in the
achievement of increasingly higher target objectives;

e quickly carrying out operations specific to the organization;

e the possibility of obtaining any information at a centralized level, in a very short time, in

order to make decisions at the appropriate time;
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e increasing autonomy and collaboration with new people, aspects that will lead to obtaining
new information, a basis for future renewals;

e developing new skills;

e increasing the confidence of the staff in their own forces;

e reducing the bureaucracy, the large number of information sources for the realization of a
complex report, by creating accessible databases according to the specific needs of each
organization;

e increase in labor productivity, which implicitly leads to an increase in the efficiency of
services.

Among the possible limitations generated by the implementation of new IT&C technologies,
we can specify the following:

e possible organizational restructuring;

e psychological changes among users (eg. the fear created until the new computing technique
is used);

e increase in expenses with technical equipment, consumables and staff training;

e end user errors.

Practically, in conditions where the competition is increasingly fierce, customer demands
are increasing, and the products and services offered by the same type of organization are relatively
the same, the difference is mostly made by the qualitative factor. Considering the fact that
performance requirements in the interests of organizations are also increasing, changes are the main
way to meet these needs.

By placing a special emphasis on the digitization of services and on the improvement of all
employees in the use of computers, the paths to change are practically leveled. For organizations,
the process of renewal and adaptation to these changes is an essential condition for survival in the
market.

Given the fact that any organization carries out its activity in an environment permanently
subject to changes, changes and evolution of the surrounding environment, it is obliged to go in
parallel with progress, to submit to change and change, in order to maintain its position or even
promote.

Thus, managers must be open to change, continuously improve their activity and
knowledge, convince their subordinates about the advantages of change so that it is perceived by
employees as an opportunity and not as a threat.

The changes must be perceived by the manager in terms of the possibilities they bring to the

organization in order to achieve the proposed goals.
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Any organization that wants to carry out a profitable activity must prove that it continuously
adapts to the changes that are constantly taking place in the environment.

Otherwise, the immediate effects may concern the decrease of the market share held, the
increase/intensification of the activity of the competition due to the eventual defensive position to
adapt to the unstable environment, the decrease of the profit, even bankruptcy.

Successful professionals are those who embrace change and see it as a new challenge, who
are promoters of change, causing those around them to use change to their advantage. Success
belongs to those who accept change or those who have the chance to improve themselves, to form
new skills, to know new people, places, technologies, sciences, to increase their degree of
autonomy, all of which lead to spiritual well-being, but also personal material.

Ignorance is the greatest sin managers can commit, in whatever form it manifests itself.
Ignorance even leads to the limitation of opportunities and possibilities of adaptability, so necessary
in an environment that is increasingly difficult to control.

International systems cannot function without information, their component structures
(governmental and non-governmental organizations, transnational companies, various alliances,
etc.) interact, interconnect and survive thanks to information. The purpose of seeking and
possessing information is, however, different, as are the means of obtaining it.

Information is power and power, as is well known, is sought by all components of the
international scene. Information support has become a main aspect of everyday life. Information,
with all its attributes — authenticity, availability, timeliness, timeliness, relevance, integrity,
accuracy, resistance to destructive factors, non-repudiation, mobility, security, stability — dominates
the entire life of the planet.

Human capital is considered a crucial element for the adoption of cutting-edge technologies
and a necessary factor for their efficient use, being at the same time a prerequisite for the ability to
enter the workforce and a tool to fight against social exclusion and discrimination between women
and men.

The concept of human capital includes:

¢ the ability to interpret sensory flows and data, the structured information necessary to carry
out individual actions and interpersonal exchanges between economic agents;

o the ability to offer a variety of physical labor services in ordinary work processes;

e the cognitive basis for market entrepreneurial activities;

e the key resource used to drive market and non-market production, as well as consumption

activities;
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e the creative means for generating new knowledge that is the basis of technological and
organizational innovations.

Thus, human capital is a determining factor of productivity, both at the individual level and
at the aggregate level, its role being increasingly important with the transition to the knowledge-
based economy.

The importance of human capital, as a determining factor of competitiveness, increased as
the production process was characterized by a more intensive use of knowledge. Currently, most of
the professions call for knowledge, many of which are based on the treatment of information or the
application of specialized knowledge and skills in the production of increasingly sophisticated
goods and services.

And at the regional level, the level of qualification and the structure of the population
influence competitiveness in various ways:

e They leave their mark on the type of industry that will be established in the region and the
type of product that will be produced: the level of qualification of the labor force influences
the quality of the products obtained and the efficiency of the processes carried out.

e Favors the development of the entrepreneurial spirit: the age of the population of a region
and the risk culture it possesses are only some of the factors that determine the number of
SMEs created, giving the regional economy dynamism and competitiveness.

e Determines the efficiency of the labor force: factors such as the age of the population and
social culture can have a real impact on regional competitiveness, by promoting flexibility,
increasing the role of women in the labor market, work culture, etc.

e Influences the vitality of a region: regions characterized by demographic aging and negative
demographic developments are, as a rule, regions with low income levels and high
unemployment rates.

e Enhances the innovation capacity of a region: the quality of human resources determines the
emergence of technological progress, the dissemination of technology, but also the capacity
to adopt innovations.

The issue of competitiveness is current and important, a fact proven by the interest of
academic and institutional specialists in understanding and explaining the concept, formulating
definitions, identifying the determining factors, quantifying their impact and, last but not least,
making international comparisons and hierarchies according to the indicators relevant.

Elements such as job satisfaction, the balance between the demand and supply of highly

qualified labor force, the ability to attract migrants with higher qualifications, have a greater impact
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on economic performance than the classic indicators used to designate human capital: the number
of graduates or their share in the total population, the level of education of the population, etc.

The endowment with qualified human resources does not necessarily lead to economic
growth or the reduction of regional disparities, if they are not engaged in economic activities
generating added value.

An important challenge for the competitiveness of organizations is represented by the
demographic developments, respectively the demographic aging of the population. For this reason,
organizations often choose to compete for human resources, while a better solution would be to
cooperate for their more effective use.

Another dimension of human resources, considered to have a significant impact on
organizational competitiveness, is the entrepreneurial spirit. Productivity is strongly influenced by
factors such as: the initial size of the business, partnership, research and development activities,
university training, multiple entrepreneurial activities.

Thus, self-employed parents, with the role of a model, influence the process of starting a
business, university training, an indicator of human capital, increases its prospects of success, and
the partnership between entrepreneurs increases the chances of business development, even if, in
this case, the prospects of survival are lower.

Competitiveness must be analyzed both in terms of results (income, employment), and
especially in relation to the determining factors: from the classic production factors (capital,
workforce, technological progress), to the “soft” factors (human capital, research-development,
dissemination of knowledge, etc.).

In this sense, a key factor of lasting economic growth is represented by human resources,
through its qualitative dimension: knowledge, skills, abilities. Currently, there is more and more
talk about a new type of worker (knowledge-worker), exponent of the knowledge economy, who, at
the microeconomic level, is involved in research-development, innovation, consulting and
continuous learning activities, the application of existing technologies, and on a macroeconomic
level, it contributes to increasing the economy's capacity to produce goods and services with high
added value, obtained in branches based on the intensive use of knowledge.
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