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ACTUALITATEA, OPORTUNITATEA, NOUTATEA SI
IMPORTANTA TEMEI

Teza de doctorat cu titlul ,, Impactul managementului schimbarii asupra resurselor umane
din organizatii” sia propus sintetizarea teoriei si a modelelor de schimbare organizationala,
existente in literatura de specialtate, dar si abordarea acestora intr-o maniera personald, in
contextul pandemiei Covid-19 si a repercursiunilor acesteia in perioada post-pandemica. De
asemenea, studiul de caz desfisurat a vizat resursele umane din organizatiile scolare, tindnd cont
de faptul cd acestea au traversat o perioadd dominatda de schimbdri majore si complexe.

Prezentul demers de cercetare este actual cu atat mai mult cu cat schimbarile recente au
revolutionat modul in care se desfisoara activitatea la nivelul organizatiilor, indiferent de domeniul
in care activeazd. Daca in urma cu o jumatate de secol oamenii se pregiteau pentru o meserie, pe
care apoi o practicau toatd viata, astdzi, cu schimbarile care afecteazi fiecare organizatie, oamenii
trebuie sa fie pregatiti sa se adapteze sisd se reinventeze pe parcursul perioadei active de munca.
Organizatiile cautd acum angajati care pot sa tind pasul cu schimbarile, sa anticipeze schimbarile
si chiar sd creeze o parte din schimbare.

Oportunitatea temei de cercetare reiese din insusi contextul international deosebit de
complicat, care ridicd noi si noi provocari de la o z la alta, subliniind necesitatea organizatiilor de
ainvata din proprile experiente, de a pune intrebarile potrivite si de a cauta nformatii noi pentru
a putea formula strategii adecvate practicilor actuale.

Vitorul organizatiilor depinde de abilitatea de a mmplementa schimbarile impuse de
pandemia de Coronavirus, deoarece acestea au devenit conditii omniprezente, persistente si
permanente ale zilelor noastre.

In plini crizi sanitari, economicd si sociali, ultimii ani au adus intregii omeniri o noui

provocare — aceea a implementarii rapide si eficiente a schimbarilor. Pandemia Covid-19



reconfigureaza fata omenirii, obligdnd-o sa dea un pas in spate si sd isi regdndeascd variantele de
abordare a schimbarilor, pe care le analizase de ani de zile, dar pe care trebuie sa le implementeze
astdzi, ntr-un ritm alert.

Criza mondiald legata de pandemia COVID-19 a depasit cu mult sfera sanatati publice,
afectand profund toate sectoarele societdti. Educatia nu a fost o exceptie si incepand din martie
2020, activitatile educationale s-au mutat total sau partial in medul online.

Schimbarile din domeniul educational au fost complexe, noi si au fost implementate intr-un
ritm rapid. Acest lucru a generat deterioarea stirii de bine a cadrelor didactice, a copiilor si
celorlalti actori educationali.

Cercetarea intreprinsd de noi a evidentiat noutatea creatd de problemele si provocarile cu
care s-au confruntat cadrele didactice in perioada pandemica, in care activititile didactice s-au
desfasurat in mediul online, si care au avut impact asupra starii lor de bine.

In mod neasteptat, rezultatele cercetarii indicd faptul ci, in ciuda provocarilor pandemiei,
majoritatea cadrelor didactice s-au adaptat cu succes schimbarilor si provocdrilor invatarii la
distantd. Multi au fost dispusi s experimenteze si s invete lucruri noi, chiar dacd nu aveau
exeprientd in utilizarea instrumentelor digitale sau a platformelor educationale.

Cadrele didactice din Roméania, ca si cele din intreaga lume, au tratat cu inceredere si
optimism invatarea online, dorind sd ofere copilor posibilitatea de a-si continua educatia, chiar si
in conditii diferite. Trecerea rapidd de la nvatarea clasica, fata in fatd, la cea online, la distanta,
care a avut loc in luna martie 2020 a creat o stare de incertitudine n randul cadrelor didactice,
influentandu-le starea de bine, dar, in acelasi timp, a creat si un nivel ridicat de flexibilitate din
partea acestora.

Astfel, pe langa achizitiile de noi cunostinte si formarea de noi competente, cadrele didactice
s-au confruntat cu provocari emotionale, financiare si sociale.

In acest context trebuie acordatd mai multi atentie comunicirii, conditilor de munca fizice
si psihice, sanatiti angajatilor.

Putine studii aratd impactul pe care aceste schimbari 1-au avut asupra starii de bine cadrelor
didactice. Consideram astfel ca studiul intreprins este important pentru a sublinia insemnatatea
pe care factorii decizionali din sistemul educational trebuie si o acorde starii de bine a cadrelor

didactice, in conditiile schimbarilor actuale, dar si in perspectiva unor schimbari viitoare.



OBIECTIVUL GENERAL SI OBIECTIVELE SPECIFICE

Teza de doctorat |, Impactul managementului schimbarii asupra resurselor umane din

organizatii” are ca scop identificarea impactului managementului schimbarii asupra resurselor

umane din invatdmantul prescolar si primar din judetul Dambovita.

Astfel, au fost definite trei obiective ale cercetari:

1.

Identificarea perceptiei celor intervievati cu privire la impactul educatiei online
asupra starii de bine a angajatilor din sistemul de invatdmant, in contextul pandemiei
Covid-19;

Corelarea provocarilor generate de schimbare cureactia afectiva a cadrelor didactice,
in vederea credrii unei legaturi viabile intre impactul schimbarii si starea de bine a
cadrelor didactice;

Imbunatitirea starii de bine a cadrelor didactice influenteazi punerea in aplicare a

schimbarilor in organizatia scolara din care fac parte.

IPOTEZELE DE LUCRU

Ipotezele cercetarii:

H1 — Nivelul starii de bine al cadrelor didactice influenteaza capacitatea acestora de
adaptare la schimbarea organizationald, in context pandemic.

H2 — Impactul schimbarii generate de pandemia de Covid-19 asupra starii de bine a
angajatilor este influentat de amploarea schimbarilor personale pe care angajatii le-

au experimentat in aceasta perioada.



e H3 — Cu cat cadrul didactic este mai ancorat in cultura organizationald a scoli din
care face parte, cu atat scade rezistenta la schimbare a acestuia si se imbunatiteste
modul de percepere a vitoarelor schimbari posibile.

e H4 —Cucatnivelul starii de bine perceput de cadrele didactice este mai mare, cu atat
este mai mare capacitatea perceputd de a gestiona si absorbi vitoarele schimbari

organizationale.

STRUCTURA TEZEI DE DOCTORAT

Prezenta tezd este structuratd in cinci capitole, la care se adauga introducerea, concluziile
generale, contributiile personale, limitele cercetarn si directile vitoare de cercetare.

Tn capitolul tdi, Managementul schimbdrii organizationale, ne-am propus o examinare a
literaturii de specialitate, privind managementul schimbarii, precum si sintetizarea unor aspecte
teoretice ce vor constitui baza unui viitor studiu. In paginile dedicate a fost subliniat caracterul
omniprezent al schimbarii in societatea zlelor noastre, in general, siin domenwul educational, in
special. Pentru inceput au fost prezentate bazele teoretico-metodologice privind schimbarea si
managementul schimbarii, au fost identificati factorii care influenteazd schimbarea, au fost expuse
cateva modele consacrate de gestionare a schimbarilor, rolul esential al managerilor in schimbarea
organizationald, precum si cateva particulariziri privind domeniul educational

Cel de-al doilea capitol, Managementului schimbarii si implicatiile sale asupra resurselor
umane din organizatie, abordeazi conceptul amplu care vizeaza resursele umane din organizatii,
debutind cu definirea termenului de management al resurselor umane si ajungand pand la
detalierea notelor definitorii privind managementul diversitatii si rezistenta la schimbare, fard insa
a neglija aspectele recente, impuse de pandemia de Coronavirus, care si-au pus amprenta asupra
gestiondrii resurselor umane Ila nivelul tuturor organizatiilor, particularizdnd organizatiile

educationale.



Organizatiilor L se cere in permanenta sa se adapteze la un mediu in schimbare. Schimbarile
sunt o parte inevitabild aevolutiei. Multi autori sustin ca schimbarea nu incepe niciodatd pentru ca
nu se opreste niciodata. In acest capitol analizim rolul si importanta resurselor umane in raport cu
schimbarile din organizatie in incercarea de a se adapta la evolutiile constante ale societatii.

In acest context international deosebit de complicat, care ridicd noi si noi provociri de la o
zi la alta este necesar sd nvatam din proprile experiente, sd punem intrebarile potrivite si sa
cautdm informatii noi pentru a putea formula strategii adecvate practicilor actuale.

Strategiile de resurse umane adecvate si relevante, activititile operationale si solutiile care
vizeazd resursele umane sunt factori importanti in satisfacerea nevoilor organizationale pentru
mentinerea unui avantaj competitiv pe piata.

Argumentul de bazd este cd oamenii fac diferenta in ceea ce priveste performanta
organizationala.

In capitolul al treilea, Prezentarea sistemului de invitamant prescolar si primar din judetul
Dambovita in context national, s-au trasat linille generale in care se va desfisura cercetarea
empiricd propusd prin acest demers. Astfel, au fost prezentate informatii care vizeazd contextul
mternational, national si local al sistemului de invatimant prescolar si primar.

La nivelul invatimantului prescolar si primar din Roméania, proiectele de educatie vizeaza
transformarea practicilor educationale traditionale in practici bazate pe noi principii specifice
pedagogiei contemporane: educatie globald, invatare continud, educatie incluziva, educatie pentru
toti, egalitate de sanse, educatie digitali, parteneriat in educatie. Invitarea aprofundati, bazati pe
actiunea si implicarea activa a copiilor, abilitdtile vocationale, integrarea structurilor de cunostinte
aplicative, predarea interactivd, curriculum inter-si transdisciplinar sunt doar cateva concepte si
idei pe care s-abazat pedagogia moderna.

Capitolul patru, Cercetare empirica privind impactul managementului schimbarii asupra
resurselor umane din invitamdantul prescolar si primar in judetul Dambovita, a fost structurat
tmand cont de metodologia cercetari, stabilind obiectivul general, obiectivele secundare,
ipotezele, dar siun design al cercetdrii bazat pe abordarea stirii de bine din perspectiva a patru
dimensiuni: fizicd, financiard, sociald si personala.

Prin cercetarea intreprinsd am dorit sd surprindem relatia dintre starea de bine si impactul
schimbarilor organizationale generate de pandemia Covid-19 asupra resurselor umane din sistemul

de invatamant dambovitean, nivelul prescolar si primar. Starea de bine a fost analizatd din punct
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de vedere individual, exammndnd schimbarile personale, dar si organizationale pe care cadrele
didactice le-au gestionat in perioada pandemica.

Aceastd cercetare face referire, cu precadere, la implicatiille personale ale schimbérilor
organizationale, referindu-se mai mult decat orice la intelegerea rolului central al oamenilor ca si
factori ai schimbarii. De asemenea, cercetarea isi propune observarea efectelor pandemiei Covid-
19 asupra starii de bine si evalueazid la nivel empiric impactul acesteia asupra resurselor umane
din invatamantul prescolar si primar din judetul Dambovita.

Capitolul cinci, Model de implementare a schimbarilor cu impact asupra resurselor umane
din Tnvdtamantul prescolar si primar in judetul Dambovita (Modelul STEP), este o incercare de
organizare a informatiilor din domeniul managementului schimbarii intr-un nou model sintetizat
de implementare a schimbarii organizationale, configurat in urma analizei literaturii pe aceasta
temd si a rezultatelor obtinute in urma cercetdrii realizate. Astfel, cele patru dimensiuni ce au
constituit punctul de plecare al cercetarii vor fi asociate etapelor modelului de schimbare propus
in scopul dimnudrii impactului negativ produs de schimbarea organizationald asupra resurselor
umane. Domeniul de aplicabilitate al modelului propus este sistemul de invatdmant si organizatiile
scolare din cadrul acestuia, dar ar putea fi extins si la nivelul altor tipuri de organizatii.

In final sunt evidentiate Concluziile generale, contributiile personale, limitele cercetirii si
directiile viitoare de cercetare, prezentand concluziile intregului demers de cercetare si aducand
in prim plan faptul ca schimbarile impuse de pandemia de Covid-19 au afectat managementul
resurselor umane din toate organizatiile, atat in timpul acesteia, cat si in prezent. Situatia privind
Covid-19 i-a incurajat pe angajatori sa se adapteze rapid si sa utilizeze eficient tehnologia pentru
a muta forta de munca in medml onlne, dar schimbarea rapidd de situatie, izolarea si incetarea
activitdtilor normale au condus la deteriorarea stirii de bine a resurselor umane, inclusiv in mediul

educational, atit in perioada pandemiei, cét siin cea post-pandemica.

CONCLUZII GENERALE
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Atunci cand vorbim despre schimbare, mnevitabil ne gandim la interventii care au un impact
asupra organizatiilor, dar si asupra oamenilor care 51 desfisoara activitatea in cadrul lor. Aceste
procese sunt dinamice si se afld in interdependenta.

Pandemia Covid-19 a adus schimbari in toate aspectele vietii sociale si organizationale, iar
consecintele pe termen lung incd nu pot fi estimate. Resursele umane au fost afectate atat din punct
de vedere fizic, cétsi emotional, iar reactia lor la schimbarile nou aparute a fost diversa si a impus
gasirea unor metode si modele inovative de implementare a proceselor de schimbare
organizationala.

Evident, schimbarea a devenit factorul dommnant al vietii organizationale si in acest context
sa emiti concluzii cu privire la un fenomen atdt de complex nu este o sarcind usoard. Existd o
multime de aspecte care trebuie luate in considerare si o multime de variabile ale procesului, care
au fost surprinse prin prezentarea anterioara, asupra carora vom prezenta cateva concluzii:

1. Persoanele, oamenii implicati in schimbare reprezinta cel mai important aspect. Acest
lucru se datoreaza faptului ca persoanele care participa la procesul de schimbare iau decizii
si implementeaza planuri in scopul obtinerii unor rezultate favorabile n implementarea
schimbarii. Participarea activd a acestora, precum si implicarea emotionald sunt motoarele
care fac ca schimbarea sd avanseze in ritm optim si constant, sau, dimpotriva, sa stagneze.

2. Politicile de schimbare organizationala. Daca vorbim despre schimbare intr-o organizatie,
aceasta inseamnd ca existd anumite politici care trebuie revizuite pentru a stabili daca
acestea se aplicd inca la noile obiective. Desi politicile sunt reglementate de regulile si
reglementdrile organizatiei, existd totusi cateva exceptii care ar trebui luate in considerare
pentru a decide dacd acestea impiedicd implementarea cu succes a procesului de schimbare.

3. Procesele existente la nivelul organizatiilor. Procesele vechi sunt greu de inlaturat, dar,
odata cu introducerea de instrumente si echipamente avansate, noi procese pot fi realizate
cu usurintd. Desi existd unele procese anterioare care trebuie pdstrate, schimbarea este
inevitabila, deoarece gasirea unor mijloace mai simple de a lucra reprezintd o prioritate.

4. Redefinirea rolurilor si responsabilitatilor angajatilor: Una dintre cele mai centrale

responsabilitdti ale profesionistilor in resurse umane este definirea rolurilor i
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responsabilitdtilor. Managementul schimbérilor intervine atunci cand acele definitii ale
angajatilor trebuie redefinite. Acest lucru poate aparea din cauza multor situatii, inclusiv
actuala crizd sanitard, instabilitatea economica, noile tehnologii, sau tendintele in
comportamentul de cumparare al consumatorilor. Reorganizarea necesita adesea
redefinirea rolurilor si responsabilitdtilor resurselor umane.

Deschiderea catre un management al diversitatii eficient: Diversitatea este omniprezenta,
ea face parte din realitatea noastra de zi cu z si, dincolo de motivele de ordin social, moral,
legal, gestionarea diversitatii in organizatie este impusd de nevoia dea mentine si dezvolta
o afacere pe o piatd care cere niveluri tot mai mari de competitivitate. Organizatiile nu pot
raspunde acestei necesitafi dacad angajatii lor nu-si valorifica din plin talentele, abilitatile,
motivatiile, angajamentele. Un management eficace al resurselor umane in organizatie este
conditionat de gestionarea eficace a diversitafii acestor resurse umane, gestionare care, la
randul sau, nu se poate desfisura in condifii de eficientd dacd managerii organizatiei nu
analizeazd tendintele pe piata fortei de munca, nu sesizeazd modificarile si oportunitatile
pe aceasta piatd. Fara indoiald, gestionarea diversitdfii in organizatie este o chestiune
delicatd si, deseori, generatoare de probleme, dar managerii trebuie sa abordeze cu
intelepciune aceste probleme, constientizind faptul cd rezolvarea lor condifioneaza
succesul organizatiei.

Implementarea unor noi strategii de gestionare a timpului de lucru: Dezvoltarea continua
a tehnologiei informatiei a schimbat modalititile traditionale de organizare a timpului de
lucru. Pe parcursul pandemiei de Coronavirus a existat o cerere ridicatd de noi solutii de
afaceri inovatoare si modalitdti de gestionare a resurselor umane, care sa le valorifice pe
deplin potentialul, iar implementarea functiondrii flexibile a fost consideratd de majoritatea
organizatiilor ca un instrument de adaptare la schimbarile nesfirsite. In conformitate cu
literatura de specialitate putem concluziona ca flexibilitatea in modul de lucru creste
productivitatea angajatilor datoritd unei mai bune colaborari in echipd, alegerii unui spatiu
neconventional, a unui program flexibil de lucru, a posibilititii de a alege locatia preferata
pentru muncd, sau a telemuncii, care creeazd un echilibru poztiv intre viata profesionald
si viata personal

Reducerea sau eliminarea rezistentei la schimbare: Schimbarea intr-o organizatie poate

provoca stres si teamd in randul membrilor personalului. Concluzia desprinsa este ca cea
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mai bund modalitate prin care resursele umane pot gestiona schimbarea si pot atenua stresul
produs de aceasta este prin comunicare. Gestionarea schimbarilor necesitd o comunicare
consecventd, de la anuntarea unei schimbari la furnizarea de feedback pe tot parcursul
procesului. Pentru aajuta la ameliorarea stresului si a anxietdtii legate de o schimbare, este
mmportant ca personalul de resurse umane sa descrie modul in care schimbarile vor avea
impact, dar si beneficiile membrilor personalului, precum si companiei, in general. Cu cat
mai multe echipe de resurse umane pot determina indivizii sd adere la schimbare, cu atat
procesul de schimbare devine mai usor.

In contextul actual, sunt binecunoscute provocdrile cu care se confrunti organizatiile:
dezvoltarea vertiginoasa a pietelor globale, concurenta exploziva, schimbari demografice si un
ritm din ce in ce mai rapid al schimbarii. Organizatiile se straduiesc sd se adapteze vitorului pe
baza noilor strategii si tehnici de operare si a unui nou mod de a gandi lucrurile.

In plind crizd sanitari, economicd si sociald, ultimii ani au adus intregii omeniri o noui
provocare — aceea a implementarii rapide si eficiente a schimbérilor. Noul Coronavirus a
reconfigurat fata omenirii, obligdnd-o sa dea un pas in spate si sa i5i regdindeasca variantele de
abordare a schimbarilor, pe care le analizase de ani de zle, dar pe care a trebuit sa le implementeze
astaz, intr-un ritm alert.

Schimbarea este un element mereu prezent, care i afecteazd pe toti membrii unei organizatii.
Existd un consens clar ca ritmul schimbarii nu a fost niciodatd mai mare decatin medwul actual in
contnua evolutie.

Prin urmare, gestionarea cu succes a resurselor umane in cadrul procesului de schimbare
organizationald este o abilitate extrem de necesara.

In indeplinirea rolurilor lor, practicienii in resurse umane trebuie si inteleagi piata fortei de
muncd si factorii care influenteaza performanta: clientii, concurentii, globalizarea, diversitatea,
schimbarea populatiei, crizele sanitare, etc.

Prin aceastd cercetare am incercat sa demonstram ca impactul schimbarilor generate de
pandemia Covid 19 in unititile de invatimint preuniversitar (nivel prescolar si primar)
influenteaza starea de bine a angajatilor, avand in vedere utilizarea unei strategii de cercetare, care

va utiliza metode cantitative de investigatie.
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Schimbarea este examinatd atdt la timpul prezent — adaptarea cadrelor didactice la
schimbarea impusa de implementarea educatiei digitale din perioada pandemiei de Covid 19, cat
si la timpul viitor — capacitatea cadrelor didactice de a depasi schimbari anticipate in viitor.

Cercetarea se bazeazi pe premisa ca nivelul stirii de bine al cadrelor didactice influenteaza
capacitatea de adaptare la schimbare a acestora si urmareste sa stabileasca dacd acesta este un
factor care influenteazd implementarea schimbarilor pe termen lung la nivelul organizatiilor
scolare.

Schimbarile impuse de pandemia de Covid-19 au afectat managementul resurselor umane
din toate organizatiile. In acest context trebuie acordati mai multd atentie comunicirii, conditiilor
de munca fizice si psihice, sanatati angajatilor. Situatia privind Covid-19 i-a incurajat pe
angajatori sd se adapteze rapid si sa utilizeze eficient tehnologia pentru a muta forta de muncd in
mediul online, dar schimbarea rapida de situatie, izolarea si incetarea activitatilor normale au
condus la deteriorarea stirii de bine a resurselor umane, inclusiv in mediul educational.

Aceastd cercetare face referire, cu precadere, la implicatiile personale ale schimbarilor
organizationale, referindu-se mai mult decat orice la intelegerea rolului central al oamenilor ca si
factori ai schimbarii. De asemenea, cercetarea isi propune observarea efectelor pandemiei Covid-
19 asupra starii de bine si evalueaza la nivel empiric impactul acesteia asupra resurselor umane
din invatamantul prescolar si primar din judetul Dambovita.

La finalul cercetérii prezentdm céteva concluzii cu privire la relatia dintre starea de bine si
adaptarea la schimbare a cadrelor didactice din nvatimintul prescolar si primar din judetul
Dambovita:

e Organizatiile scolare ar trebui sd-si reconsidere viziunea asupra managementului
resurselor umane, pentru a promova starea de bine in mediul educational;

e Energa si vitalitatea conferite de o stare de sdnatate buna genereazi o adaptare la
schimbare mai usoard, crescand randamentul si angajamentul cadrelor didactice;

e Crearea unui mediu educational sigur si dotarea cu materiale si instrumente necesare
desfasurarii activitatii didactice reduce stresul asociat schimbarilor organizationale;

e Siguranta financiard si interesul de a evolua in carierd fac ca unii angajati sd isi
dezvolte capacitatile de a face fatd schimbarilor intr-un ritm mai rapid,;

e C(Cultura organizationalad, manifestatd prin valori, credinte si ritualuri, conduce la

diminuarea rezistentei fatd de schimbare a cadrelor didactice;
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e Participarea la programe de formare care sd contribuie la dezvoltarea personald si
profesionald a cadrelor didactice creste coeziunea grupurilor si imbunatiteste
comunicarea dintre membril unei organizatii scolare;

e Existenta relatilor sociale si a colaborarii intre cadrele didactice creeaza motivatie
pentru implementarea schimbarilor organizationale.

Pe scurt, s-ar putea spune cd resursele umane din cadrul organizatiilor scolare gisesc in
munca lor elementele necesare pentru a avea starea de bine.

Astfel, cadrele didactice chestionate sunt destul de fericite la locul de munca, in special
pentru ca se bucura de sarcinile mnerente muncii lor si poztiei lor si se angajeazd in realizarea
acestora intr-un mod remarcabil, aspect ce dovedeste motivatie intrinseca.

Cel mai important lucru pe care cercetarea si-l propune este crearea unui model de
mmplementare a schimbérii in organizatiile scolare, pornind de la starea de bine a resursele umane,
astfel incat acestea sa poata fi capabile sa se adapteze la schimbdrile viitoare si sa identifice solutii
de sistem in situatii de crizd pentru a-si mentine continuitatea, eficienta si performanta.

Pas cu pas spre schimbare — Modelul S.T.E.P. un model alternativ de implementare a
schimbarilor organizationale la nivelul organizatiilor scolare, pe care i propunem in prezenta
lucrare, urmareste sa evidentieze rolul individului in implementarea schimbarilor organizationale,
prin prisma starii de bine a acestuia.

Odatd conturate rezultatele, putem concluiziona cad resursele umane din sistemul de
invatdimant prescolar si primar dambovitean, in special din cadrul esantionului reprezentativ, sunt
capabile si giseascd multumire in munca lor de zi cu zi. In termeni generali putem spune ci
angajatii se simt apreciati de colegii si de directorii lor, sunt sprijiniti in desfasurarea activitatilor
didactice sau in depasirea unor situatii dificile, si, nu in ultimul rand, sunt multumiti de evolutia
lor profesionald. Toate cele patru dimensiuni ale stirii de bine observate 1i ajutd pe cei chestionati
sa fie fericiti. Adica, existd mai multe motive de multumire decdt de nemulfumire in activitatea
lor, iar munca prestatd le ofera satisfactii personale si profesionale, care ii ajuta sd se dezvolte ca
profesionisti si ca oameni.

Prin cercetarea intreprinsd am dorit sd surprindem relatia dintre starea de bine si impactul
schimbarilor organizationale generate de pandemia Covid-19 asupra resurselor umane din sistemul

de invatamant dambovitean, nivelul prescolar si primar. Starea de bine a fost analizatd din punct
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de vedere individual, exammndnd schimbarile personale, dar si organizationale pe care cadrele

didactice le-au gestionat in perioada pandemica si post-pandemica.

CONTRIBUTII PERSONALE

Teza de doctorat cu titlul ,, Impactul managementului schimbarii asupra resurselor umane
din organizatii” sia propus sintetizarea teoriei si a modelelor de schimbare organizationala,
existente in literatura de specialitate, dar si abordarea acestora intr-o manierd personald, in
contextul pandemiei Covid-19. De asemenea, studiul de caz desfasurat a vizat resursele umane din
organizatiile scolare, tindnd cont de faptul ca acestea au traversat o perioadd dominatd de schimbari
majore si complexe. Prin urmare, consideram ca lucrarea de fatd a adus contributii atat sub aspect

conceptual, cat si practic-aplicativ:

Contributii toretice:

e Lucrarea de fatd realizeazi o sintezd personald a literaturii de specialitate din
domeniul managementului schimbérii si a managementului resurselor umane.

e In capitolele dedicate s-au stabilit corelatii si s-au identificat modele si teorii ale
schimbarii ce au fost interpretate in maniera proprie.

e Literatura de specialitate cu privire la schimbarea organizationalda a fost adaptata
organizatiilor scolare prin stabilirea unor repere teoretice si prin extinderea studiilor
existente.

e A fost realizat un studiu teoretic aprofundat al conceptelor abordate prin studierea
unei bibliografii ample, autohtond si strdind, in scopul utilizirii acestora in cadrul

studiului de caz.
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e Prin constatarile noastre consideram ca am reusit extinderea informatiilor actuale,

oferind explicatii suplimentare, specifice sistemului de invatdmant din Romania.

Contributii practice:

e A fost creat un nstrument de cercetare sub forma unui chestionar de masurare a starii
de bine a cadrelor didactice sub influenta schimbarilor generate de pandemia Covid-
19. Chestionarul a fost structurat in patru dimensiuni ale stirii de bine, cuprinzdnd
40 de ttemi s1 o parte ce cuprinde datele de identificare ale respondentilor;

e C(Cercetarea cantitativd a fost riguros realizata, iar rezultatele au for interpretate
detaliat, in scopul verificarii ipotezelor propuse;

e FElaborarea unui model de implementare a schimbarii organizationale in patru etape
—Modelul S.T.E.P. si exemplificarea aplicarii acestuia in context educational.

e Elaborarea unui model matematic de masurare a starii de bine a cadrelor didactice
prin utilizarea chestionarului propus.

e Formularea unor concluzii personale in scopul utilizirii in mod poztiv a impactului

generat de schimbarile organizationale asupra resurselor umane.

LIMITELE CERCETARII

In ceea ce priveste limitele prezentei cercetirii considerim ci, in primul rand este necesar si
subliniem mirimea esantionului. Acesta a vizat doar doud nivele de ivatimiant — prescolar si
primar, din cadrul unui singur judet — Dambovita.

Tot'In ceea ce priveste esantionul chestionat, consideram ca este posibil ca o parte din cadrele

didactice sa ofere raspunsurile despre care cred ca ar fi corecte, sau pe care si le doresc directorii
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mstitutiilor de invatamant si nu pe cele reale. Am incercat sd diminuam acest aspect prin includerea

functiei detinute inre variabilele cercetarii.

O altd Lmita identificatd este data de conturarea chestionarului sub forma celor patru

dimensiuni ale starii de bine, fapt ce a condus la o oarecare dirijare neplanificatd a raspunsurilor

primate.

In cele din urma, o altd limitd ce trebuie mentionatd este aceea cd prezenta cercetare s-a

desfasurat in perioada post-pandemicd, fapt ce a influentat raspunsurile unor cadre didactice, prin

perspectiva renuntarii la restrictii si limite, precum si datoritd reludrii invatdmantului fatd in fata

in toate tarile lumii.

DIRECTII VIITOARE DE CERCETARE

Studiul realizat are numeroase implicatii ce pot fi studiate in cadrul unor cercetarii vittoare:

Marirea esentionului prin cuprinderea cadrelor didactice din toate nivelurile
invatdimantului preuniversitar: prescolar, primar, gimnazial si liceal, dar si prin
extinderea la nivelul zonei Sud-Muntenia, sau chiar la nivel national

Extinderea chestionarului catre alte aspecte ce influenteazi starea de bine in cadrul
organizatiilor scolare si nu numai.

Abordarea simultanad a mai multor sectoare de activitate, nu doar a celui educational,
astfel incat sa se poatd realiza o comparatie plauzibila din punct de vedere statistic.

Identificarea altor dimensiuni care influenteazad starea de bine a resurselor umane
din organizatii si realizarea unui studiu care sd urmireasca interdependenta dintre
acestea.

Dezvoltarea unei cercetari calitative prin includerea unor interviuri 1 la 1 cu cadre
didactice incadrate in diferite functii de conducere (din cadrul ministerului educatiei,
mspectoratelor scolare, mstitutiilor de invatimant) sau de executie (de pe nivele de

invatamant diferite).
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e Includerea in chestionar a unor intrebari deschise cu rolul de a identifica parerile
personale ale resurselor umane cu privire la impactul schimbarilor generate de
pandemia Covid-19.

e C(rearea, la nivel national, a unor politici care sd limiteze impactul schimbarilor
pandemice din organizatiile scolare, insotite de masuri care sa atenueze mnfluentele

negative asupra starii de bine.
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THE ACTUALITY, THE OPPORTUNITY, THE
NOVELTY AND THE IMPORTANCE OF THE THEME

The doctoral thesis entitled “the impact of change management on human resources in
organizations” aimed to synthesize the theory and models of organizational change, existing in the
literature, but also to approach them in a personal manner, in the context of the COVID-19
pandemic and its repercussions in the post-pandemic period. Also, the case study carried out
targeted the human resources of the school organizations, considering they have gone through a
period which was dominated by major and complex changes.

The present research approach is moreover relevant as the recent changes have
revolutionized the way in which the activity is carried out at the level of organizations, no matter
the field. If half a century ago people were preparing for a profession, which they practiced all
their lives, today, with the changes affecting each organization, people need to be prepared to adapt
and reinvent themselves during the working period. Organizations are now looking for employees
who can keep up with change, anticipate change, and even create a part of change.

The opportunity for the research topic emerges from the very complicated international
context, which raises new and new challenges from day to day, highlighting the need for
organizations to learn from their own experiences, to ask the right questions and to search for new
information so they can formulate strategies appropriate to current practices.

The future of organizations depends on the ability to implement the changes imposed by
the Coronavirus pandemic, as they have become ubiquitous, persistent and permanent conditions
nowadays.

In the middle of a health, economic and social crisis, recent years have brought a new
challenge to all of humanity — that of the quick and efficient implementation of changes. The
COVID-19 pandemic is reshaping the face of humanity, forcing it to step back and rethink its
options for dealing with the changes, which it has been analyzing for years, but which it needs to
implement today at a fast pace.
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The global crisis linked to the COVID-19 pandemic has gone far beyond public health,
deeply affecting all sectors of society. Education was no exception and since March 2020,
educational activities have moved entirely or partially online.

The changes in the educational field were complex, new and implemented at a fast pace.
This has led to the deterioration of the well-being of teachers, children and other educational actors.

Our research highlighted the novelty created by the problems and challenges that teachers
during the pandemic period faced, when teaching activities took place online, and which had an
impact on their well-being. Unexpectedly, the results of the research indicate that despite the
challenges of the pandemic, most teachers have successfully adapted to the changes and challenges
of distance learning. Many were willing to experiment and learn new things, even if they had no
experience in using digital tools or educational platforms.

Teachers in Romania, just like the other ones around the world, have treated online learning
with confidence and optimism, wanting to offer children the opportunity to continue their
education, even in different conditions. The fast transition from classical face-to-face learning to
online distance learning that took place in March 2020 created a state of uncertainty among
teachers, influencing their well-being, but at the same time, it has also created a high level of
flexibility on their part.

Thus, in addition to acquiring new knowledge and training new skills, teachers faced
emotional, financial and social challenges.

In this context, more attention should be paid to communication, physical and mental
working conditions, employee health.

Few studies show the impact these changes have had on the well-being of teachers. We
therefore believe that the study undertaken is important to highlight the importance that decision-
makers in the educational system must give to the well-being of teachers, under the circumstances

of current changes, but also in the perspective of future changes.
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GENERAL OBJECTIVE AND SPECIFIC
OBJECTIVES

The doctoral thesis called “the impact of change management on human resources in
organizations” aims to identify the impact of change management on human resources in preschool
and primary education in Dambovita County.

Thus, three research objectives have been defined:

1. Identifying the perception of those interviewed about the impact of online education on
the well-being of employees in the education system, in the context of the COVID-19 pandemic;

2. Correlate the challenges generated by the change with the emotional reaction of the
teachers, in order to create a viable link between the impact of the change and the well-being of
the teachers;

3. Improving the well-being of teachers influences the implementation of changes in the

school organization which they belong to.

WORKING HYPOTHESES

Hypothesis of the research:

H1 — the level of well-being of teachers influences their ability to adapt to organizational
change, in a pandemic context.

H2 — the impact of the change generated by the COVID-19 pandemic on the well-being of
employees is influenced by the extent of the personal changes that employees experienced during
this period.

H3 — the more anchored the teacher is in the organizational culture of the school, the lower
the resistance to change and the better the perception of possible future changes.

H4 — the higher the level of well-being perceived by teachers, the greater the perceived

ability to manage and absorb future organizational changes.
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STRUCTURE OF THE DOCTORAL THESIS

This thesis is structured in five chapters, to which are added the introduction, general
conclusions, personal contributions, research limits and future research directions.

In chapter one, ”The management of organizational change”, we proposed an examination
of the literature on change management, and also a synthesis of some theoretical aspects that will
form the basis of a future study. We have tried, in the dedicated pages, to emphasize the ubiquito us
character of change i today’s society in general, and specifically in the educational field. We
considered it necessary to start with the theoretical and methodological bases on change and
change management, to identify the factors that influence change, to expose some established
models of change management, the essential role of managers in organizational change, as well as
some particularities regarding the educational field.

The second chapter, »Change management” and its implications on human resources in the
organization, addresses the broad concept of human resources in organizations, starting with the
definition of the term human resources management and reaching to the detail of defining notes
on diversity management and resilience to change, without neglecting the recent aspects imposed
by the Coronavirus pandemic, which have made their mark on the management of human resources
at the level of all organizations, customizing educational organizations.

Organizations are constantly being asked to adapt to a changing environment. Change is an
unavoidable part of evolution. Many authors argue that change never begins because it never stops.
In this chapter we analyze the role and importance of human resources in relation to changes in
the organization in an attempt to adapt to the constant evolution of society.

In this very complicated international context, which raises new and new challenges from
day to day, it is necessary to learn from our own experiences, ask the right questions and seek new
information in order to be able to formulate strategies appropriate to current practices.

Appropriate and relevant human resources strategies, operational activities and solutions
which aim human resources are important factors in meeting organizational needs to maintain a
competitive advantage in the market.

The basic argument is that people make a difference in organizational performance.
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In the third chapter, ”The presentation of the preschool and primary education system in
Daimbovita County in a national context”, the general lines were drawn in which the empirical
research proposed by this approach will be carried out. Thus, information on the international,
national and local context of the preschool and primary education system was presented.

In the preschool and primary education in Romania, the education projects aim to transform
traditional educational practices into practices based on new principles specific to contemporary
pedagogy: global education, continuous learning, inclusive education, education for all, equal
opportunities, digital education, partnership in education. In-depth learning, based on active action
and involvement of children, vocational skills, integration of applied knowledge structures,
interactive teaching, interdisciplinary and transdisciplinary curriculum are just a few concepts and
ideas on which modern pedagogy has been based.

Chapter four, “Empirical research on the impact of change management on human
resources in preschool and primary education in Ddambovita County”, was structured taking into
account the research methodology, setting the general objective, secondary objectives, hypotheses,
but also a research design based on the approach of well-being from the perspective of four
dimensions: physical, financial, social and personal. Through our research we wanted to capture
the relationship between well-being and the impact of the organizational changes generated by the
COVID-19 pandemic on human resources in the education system in Dambovita, preschool and
primary level. The state of well-being was analyzed individually, examining the personal and
organizational changes that teachers managed during the pandemic period.

This research deals mainly with the personal implications of organizational change, referring
more than anything to understanding the central role of people as factors of change. The research
also aims to observe the effects of the COVID-19 pandemic on well-being and assess empirically
its impact on human resources in pre-school and primary education in Ddmbovita County.

Chapter five, A model for implementing changes with impact on human resources in
preschool and primary education in Dambovita County (STEP model), is an attempt to organize
information in the field of change management into a new synthesized model of implementing
organizational change, it is based on the analysis of the literature on this topic and the results
obtained from the research carried out. Thus, the four dimensions that were the starting point of
the research will be associated with the stages of the proposed change model in order to reduce the

negative impact produced by the organizational change on human resources. The scope of the
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proposed model is the education system and its school organizations, but could be extended to
other types of organizations.

Finally, The general conclusions, personal contributions, research limits and future
research directions are highlighted, presenting the conclusions of the entire research approach
and highlighting the fact that the changes imposed by the COVID-19 pandemic have affected the
human resources management of all organizations, both during it and today. The COVID-19
situation has encouraged employers to adapt quickly and use technology effectively to move the
workforce online, but the rapid change in situation, isolation and cessation of normal activities
have led to deterioration in the well-being of human resources, including in the educational

environment, both during the pandemic and post-pandemic period.

GENERAL CONCLUSIONS

When we talk about change, we inevitably think about interventions that have an impact on
organizations, but also on the people who work within them. These processes are dynamic and
interdependent.

The COVID-19 pandemic has brought changes in all aspects of social and organizational
life, and the long-term consequences cannot yet be estimated. Human resources have been affected
both physically and emotionally, and their reaction to the newly emerging changes has been
diverse and has required the finding of innovative methods and models for implementing
organizational change processes.

Obviously, change has become the dominant factor in organizational life, and in this context
to issue conclusions about such acomplex phenomenon is not an easy task. There are a lot of issues
to consider and a lot of process variables that were captured by the previous presentation, onwhich

we will present some conclusions:
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1. The people, the people involved in the change are the most important aspect. This is
because the people who participate in the change process make decisions and implement plans in
order to achieve favorable results in the implementation of the change. Their active participation,
as well as emotional involvement, are the engines that make change progress at an optimal and
constant pace, or, on the contrary, stagnate.

2. Organizational change policies. If we talk about change in an organization, this means
that there are certain policies that need to be reviewed to determine whether they still apply to the
new goals. Although policies are governed by the organization’s rules and regulations, there are
still a few exceptions that should be considered to decide whether they prevent the successful
implementation of the change process.

3. Existing processes at the level of organizations. Old processes are hard to remove, but
with the introduction of advanced tools and equipment, new processes can be easily achieved.
Although there are some previous processes that need to be preserved, change is inevitable,
because finding simpler ways to work is a priority.

4. Redefining employee roles and responsibilities: One of the most central responsibilities
of HR professionals is defining roles and responsibilities. Change management occurs when those
employee definitions need to be redefined. This can occur due to many situations, including the
current health crisis, economic instability, new technologies, or trends in consumer buying
behavior. Reorganization often requires redefining the roles and responsibilities of human
resources.

5. Openness to effective diversity management: Diversity is ubiquitous, it is part of our
everyday realty and, beyond social, moral, legal reasons, diversity management in the
organization is imposed by the need to maintain and develop a business in a market that demands
ever-increasing levels of competitiveness. Organizations cannot meet this need if their employees
do not fully harness their talents, skills, motivations, commitments. Effective management of
human resources in the organization is conditioned by effective management of the diversity of
these human resources, which in turn cannot be carried out efficiently if the managers of the
organization do not analyze trends in the labor market, do not notice changes and opportunities in
this market. Undoubtedly, managing diversity in the organization is a delicate and often problem-
generating issue, but managers need to approach these issues wisely, realizing that solving them

conditions the success of the organization.
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6. Implementation of new working time management strategies: The continuous
development of information technology has changed the traditional ways of organizing working
time. During the Coronavirus pandemic, there was a high demand for innovative new business
solutions and ways of managing human resources that fully capitalize on their potential, and the
implementation of flexible operation was considered by most organizations as a tool for adapting
to endless change. According to the literature, we can conclude that flexibility in the way of
working increases the productivity of employees due to better team collaboration, choosing an
unconventional space, flexible working hours, the possibility to choose the preferred location for
work, or telematics, it creates a positive balance between work and personal life

7. Reduce or eliminate resistance to change: Change in an organization can cause stress and
fear among staff members. The conclusion is that the best way human resources can manage
change and alleviate the stress it produces is through communication. Managing change requires
consistent communication, from announcing a change to providing feedback throughout the
process. To help relieve stress and anxiety about a change, it is important for HR staff to describe
how the changes will impact, but also the benefits of staff members, as well as the company in
general. The more human resources teams can lead individuals to adhere to change, the easier the
process of change becomes.

In the current context, the challenges facing organizations are well known: The rapid
development of global markets, explosive competition, demographic change and an ever-faster
pace of change. Organizations strive to adapt to the future based on new strategies and operating
techniques and a new way of thinking things.

In the midst of a health, economic and social crisis, recent years have brought a new
challenge to all of humanity — that of the rapid and efficient implementation of changes. The new
Coronavirus has reconfigured the face of humanity, forcing it to step back and rethink its options
for dealing with the changes, which it had analyzed for years, but which it had to implement today
at a rapid pace.

Change is an ever-present element that affects all members of an organization. There is a
clear consensus that the pace of change has never been higher than m today’s evolving
environment.

Therefore, successful management of human resources in the process of organizational

change is a highly necessary skill.
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In fulfilling their roles, human resources practitioners need to understand the labor market
and the factors that influence performance: Customers, competitors, globalization, diversity,
population change, health crisis, etc.

Through this research we have tried to demonstrate that the impact of the changes generated
by the COVID 19 pandemic in pre-university education units (pre-school and primary level)
influences the well-being of employees, given the use of a research strategy, which will use
quantitative investigative methods.

The change is examined both at the present time — the adaptation of teachers to the change
imposed by the implementation of digital education during the COVID 19 pandemic, and at the
future — the capacity of teachers to overcome anticipated changes in the future.

The research is based on the premise that the level of well-being of teachers influences their
ability to adapt to change and aims to determine whether this is a factor influencing the
implementation of long-term changes at the level of school organizations.

The changes imposed by the COVID-19 pandemic have affected human resource
management in all organizations. Inthis context, more attention should be paid to communication,
physical and mental working conditions, employee health. The COVID-19 situation has
encouraged employers to adapt quickly and use technology effectively to move the workforce
online, but the rapid change in situation, isolation and cessation of normal activities have led to
deterioration in the well-being of human resources, including in the educational environment.

This research deals mainly with the personal implications of organizational change, referring
more than anything to understanding the central role of people as factors of change. The research
also aims to observe the effects of the COVID-19 pandemic on well-being and assess empirically
its impact on human resources in pre-school and primary education in Dambovita County.

At the end of the research, we can present some conclusions on the relationship between
well-being and adaptation to change of teachers from preschool and primary education in
Dambovita County:

* School organizations should reconsider their vision of human resource management in
order to promote well-being in the educational environment;

* The energy and vitality conferred by good health generates an adaptation to easier change,

increasing the efficiency and commitment of teachers;
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* Creating a safe educational environment and equipping with materials and tools necessary
for teaching reduces the stress associated with organizational changes;

* Financial safety and mterest in career progression make some employees develop their
capabilities to cope with change at a faster pace;

* Organizational culture, manifested by values, beliefs and rituals, leads to diminishing the
resistance to change of teachers;

* Participation in training programs that contribute to the personal and professional
development of teachers increases the cohesion of groups and improves communication between
members of a school organization;

* The existence of social relations and collaboration between teachers creates motivation for
implementing organizational changes.

In short, it could be said that the human resources within school organizations find in their
work the elements necessary to have well-being.

Thus, the teachers surveyed are quite happy at work, especially because they enjoy the tasks
inherent in their work and position and are committed to achieving them in a remarkable way,
which proves intrinsic motivation.

The most important thing that the research aims at is to create a model for implementing
change in school organizations, starting from the well-being of human resources, so that they can
be able to adapt to future changes and identify system solutions in crisis situations to maintain their
continuity, efficiency and performance.

Step by step toward change — the S.T.E.P. model an alternative model of implementing
organizational changes atthe level of school organizations, which we propose in this paper, aims
to highlight the role of the individual in implementing organizational changes, in terms of his well-
being.

Once the results are outlined, we can conclude that the human resources in the pre-school
and primary education system from Dambovian, especially from the representative sample, are
able to find satisfaction in their daily work. In general terms, we can say that employees feel
appreciated by their colleagues and directors, are supported in carrying out teaching activities or
in overcoming difficult situations, and, last but not least, are satisfied with their professional
development. All four dimensions of well-being observed help those surveyed to be happy. That

is, there are more reasons for contentment than dissatisfaction in their work, and the work they do
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gives them personal and professional satisfaction, which helps them to develop as professionals
and as people.

Through our research we wanted to capture the relationship between well-being and the
impact of the organizational changes generated by the COVID-19 pandemic on human resources
in the education system in Dambovian, preschool and primary level. The state of well-being was
analyzed individually, examining the personal and organizational changes that teachers managed

during the pandemic and post-pandemic period.

PERSONAL CONTRIBUTIONS

The doctoral thesis entitled “The impact of change management on human resources in
organizations” aims to synthesize the theory and models of organizational change, existing in the
specialized literature, but also to approach them in a personal manner, in the context of the COVID-
19 pandemic. Also, the case study carried out targeted the human resources of the school
organizations, taking into account that they have gone through a period dominated by major and
complex changes. Therefore, we consider that this paper has made contributions both in conceptual
and practical terms:

Theoretical contributions:

» This paper produces a personal synthesis of the specialized literature in the field of change
management and human resources management.

In the dedicated chapters correlations have been established and models and theories of
change have been identified that have been interpreted in their own way.

* The literature on organizational change was adapted to school organizations by establishing
theoretical milestones and expanding existing studies.

 An in-depth theoretical study of the concepts approached by studying a wide bibliograp hy,
domestic and foreign, for the purpose of using them in the case study.

* Through our findings, we believe that we have succeeded in expanding the current

information, providing additional explanations, specific to the Romanian education system.
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Practical contributions:

* A research tool was created in the form of a questionnaire to measure the well-being of
teachers under the influence of the changes generated by the COVID-19 pandemic. The
questionnaire was structured into four dimensions of well-being, comprising 40 items and a part
containing the identification data of the respondents;

* Quantitative research has been rigorously conducted and the results have been interpreted
in detail, in order to verify the proposed hypotheses;

* Develop a model for implementing organizational change in four stages — the S.T.E.P.
model and exemplify its application in the educational context.

* Elaboration of a mathematical model for measuring the well-being of teachers by using the
proposed questionnaire.

* Drawing personal conclusions for the purpose of positively using the impact generated by

organizational changes on human resources.

LIMITS OF RESEARCH

Regarding to the limits of the present research, we consider that, first of all, it is necessary
to emphasize the size of the sample. It only covered two levels of education — preschool and
primary, within one county — Dambovita.

Also regarding the sample, we believe that it is possible for some of the teachers to provide
the answers that they think would be correct, or that the directors of the educational institutions
and not the real ones want. We have tried to diminish this by including the function held in the
research variables.

Another limit identified is the questionnaire in the form of the four dimensions of well-being,
which led to some unplanned guidance of the received answers.

Finally, another limit to mention is that the present research took place in the post-pandemic

period, which influenced the responses of some teachers, through the perspective of renouncing
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restrictions and limits, aswell as due to the resumption of face-to-face education in all countries

of the world.

FUTURE RESEARCH DIRECTIONS

The study has many implications that can be studied in future research:

* Increasing the education system by including teachers from all levels of pre-university
education: Preschool, primary, secondary and high school, but also by expanding to the South-
Muntenia area, or even at national level.

» Extending the questionnaire to other aspects that influence well-being in school
organizations and beyond.

» Simultaneously approach several sectors of activity, not just the educational one, so that a
statistically plausible comparison can be made.

Identify other dimensions that influence the well-being of human resources in organizations
and conduct a study that tracks their interdependence.

* Developing qualitative research by including 1 to 1 interviews with teachers in different
management positions (from the Ministry of Education, school inspectorates, educational
institutions) or execution (from different educational levels).

* Inclusion in the questionnaire of open questions to identify personal views of human
resources on the impact of the changes generated by the COVID-19 pandemic.

* Create policies at national level that limit the impact of pandemic changes in school

organizations, accompanied by measures to mitigate negative impacts on well-being.
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