ECONOMIE, BUSINESS S| ADMINISTRARE/ ECONOMICS, BUSINESS AND ADMINISTRATION

CZU: 005.332.3:005.32(478)

MANAGEMENTUL
SCHIMBARILOR
ORGANIZATIONALE:
PROVOCARI IN ERA
DIGITALIZARII

Conf. univ., dr. Mariana SENDREA, ASEM
mariana.shendrea@gmail.com

ORCID: 0000-0002-0339-264

Viorica GRECEA,S.R.L. MVM SOFT
vgrecea@gmail.com

ORCID: 0000-0002-7908-2795

DOI: https://doi.org/10.53486/econ.2025.131.41

Schimbarile organizationale constituie un
imperativ al mediului de afaceri, manifestindu-se
prin procese complexe, care impacteazd activita-
tea tuturor organizatiilor, indiferent de sfera de
activitate, si le determind sa se racordeze noilor
realitafi. In cadrul acestui articol sunt abordate
aspecte teoretice si practice pentru un mana-
gement eficient al schimbarilor, cu accent pe un tip
de schimbare care, in prezent, influenteaza toate
organizatiile: transformarea digitala. Studiul evi-
dentiaza esenta schimbarilor organizationale,
impactul gestionarii asupra stakeholderilor, cu
accent pe problema rezistentei la schimbare si pe
solutiile aferente. Transformarea digitala este
abordatd ca un imperativ pentru viabilitatea §i
succesul organizatiei in era digitalizarii, fiind
exemplificate anumite companii. Articolul include
solutii pentru o gestionare eficientd a schimbarilor
organizationale, subliniind importanta abordarii
integrate a factorilor de influenta asupra rezul-
tatului unei schimbari.

Cuvinte-cheie: schimbare organizationald,
gestionarea schimbarilor, transformare digitala,
rezistenta la schimbare.

JEL: M10, O3.

Introducere

Schimbarile organizationale, desi nu sunt
intotdeauna percepute in mod constructiv si pozi-
tiv, deoarece ,,ne scot din zona de confort”, consti-
tuie o necesitate strategica, intr-un mediu de afa-
ceri caracterizat prin dinamism si incertitudine.
Factori externi, precum progresul tehnico-stiintific,
globalizarea si pandemia de COVID-19, au generat
procese de schimbare in toate sferele de activitate,
atat in sfera businessului, cat si in organizatiile
guvernamentale, determinand transformari interne
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Organizational change has become an im-
perative in foday’s business environment, marked
by complex processes that impact the activities of
all organizations, regardless of their field of
activity, prompting them to adapt to new realities.
This article addresses both theoretical and prac-
tical dimensions of effective change management,
with particular emphasis on a specific type of
change currently affecting all organizations:
digital transformation. The study highlights the
essence of organizational changes and examines
the impact of management on stakeholders, with
special attention to the issue of resistance to
change and strategies to mitigate it. Digital
transformation is presented as a prerequisite for
organizational viability and long-term success in
the digital era, supported by examples from selec-
ted companies. The article presents practical solu-
tions for efficient organizational change mana-
gement, emphasising the importance of a com-
prehensive and integrated approach to the factors
influencing the change outcome.

Keywords: organizational change, change
management, digital transformation, resistance to
change, change.
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Introduction

Although organizational changes are not
always perceived in a constructive and positive
light, primarily because they “require individuals
to step outside their comfort zone”, they represent
a strategic necessity in a business environment
characterized by dynamism and uncertainty. Exter-
nal factors such as technological and scientific
progress, globalization, and the COVID-19 pan-
demic have initiated transformations across all
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in procesele operationale, in interactiunea cu sta-
keholderii, in cunostintele, competentele persona-
lului s.a. Drept consecintd, o astfel de schimbare
precum transformarea digitalad, a devenit un obiec-
tiv important pentru numeroase organizatii, inclu-
siv in Republica Moldova, unde problemele si
oportunitatile de dezvoltare constituie provocari
similare celor intalnite si pe plan international.
Exista multiple modele de gestionare a schimba-
rilor organizatioanle precum: modelul J. Kotter,
modelul lui K. Lewin; abordarea lui P. Senge;
modelul McKinsey 7S dezvoltat de T. Peters si
R. Waterman s.a. care ofera solutii teoretice pentru
gestionarea provocdrilor privind schimbarea, insa
aplicarea modelelor teoretice este puternic influen-
tatd de contextual specific al fiecarei organizatii.
Scopul general al acestei cercetari este de a analiza
modul In care schimbarile organizationale pot
influenta activitatea unei organizatii si cum pot fi
gestionate eficient, astfel, incdt sd maximizeze
efectele pozitive. Studiul isi propune sa identifice
factorii determinanti ai unei schimbari organiza-
tionale implementate cu succes, oferind exemple
practice si sugestii relevante.

Metode de cercetare

Pentru a aborda complexitatea schimbarilor
organizationale, au fost utilizate atit metode teore-
tice, cat si practice de cercetare, care includ:
revizuirea literaturii existente, aplicand analiza si
sinteza pentru a descrie concepte, abordari, modele
si principii relevante in managementul schimbarii.
De asemenea, s-a utilizat si metoda deductiva pen-
tru a formula concluzii valabile pentru orice
organizatie, indiferent de domeniul de activitate si
contextul in care se implementeaza schimbarea.
Pentru analiza practica a fost aplicat studiul de caz,
care a permis identificarea determinantelor, dificul-
tatilor si etapelor procesului de implementare a
schimbarilor. Inclusiv, s-a realizat un studiu pe
termen lung, bazat pe observare si analiza docu-
mentelor, avand ca obiect de cercetare compania
Moldpresa Group SRL, pentru a intelege efectele
pe termen lung ale gestionarii unui proces de
transformare digitala.

Rezultate si discutii

Schimbarile organizationale, ca fenomen
inerent oricarui sistem socio-economic, reprezintd
o etapa dificila, complexa, dar necesara si include:
o perioadd de incertitudine, o perioada de invatare
si o perioada de adaptare la noile cerinte si realitati.

Managerii organizatiei, cunoscand aceste
aspecte, trebuie sd inteleagd si sa evalueze efor-
turile necesare — de ordin social, material, tehnic,
financiar — pentru a putea gestiona acest process,
astfel, incat sa minimizeze riscurile, pierderile,

areas of activity. Both private enterprises and
government organizations have faced internal
transformations in operational processes, interac-
tions with stakeholders, and knowledge and com-
petencies of personnel. Consequently, digital trans-
formation has become as a major objective for
many organizations, including those in the Repu-
blic of Moldova, where operational challenges and
opportunities closely mirror those on the interna-
tional stage. Numerous models of organizational
change management have been developed, inclu-
ding those proposed by J. Kotter, K. Lewin,
P. Senge and McKinsey 7S framework by T. Peters
and R. Waterman. These frameworks provide theo-
retical solutions for addressing the challenges
associated with organizational change. However,
the application of these theoretical models is
strongly influenced by the specific organizational
context. The primary goal of this research is to
analyze the impact of organizational change on
organization’s activities and explore strategies for
managing it effectively to maximize positive out-
comes. The study aims to identify the key deter-
minants that contribute to successful imple-
mentation of organizational changes, supported by
practical examples and relevant recommendations.

Research Methods

To address the complexity of organizational
changes, the study employed both theoretical and
practical research methods, including literature
review, as well as analysis and synthesis to outline
relevant concepts, approaches, models, and prin-
ciples relevant to change management. Additio-
nally, the deductive method was also used to for-
mulate conclusions that are valid for any orga-
nization, regardless of the field of activity and the
context in which change is implemented. For
practical analysis, a case study was conducted to
explore the key determinants, challenges, and
stages involved in the implementation of changes.
Furthermore, a longitudinal study was conducted
through observation and document analysis based
on the Moldpresa Group LLC, aimed at under-
standing the long-term effects of managing a
digital transformation process.

Results and Discussions

Organizational change, as a phenomenon
inherent to any socio-economic system, represents
a complex and challenging, yet necessary stage
that includes: a period of uncertainty, a period of
learning, and a period of adaptation to new requi-
rements and realities.Managers, being aware of
these dynamics, need to understand the social,
material, technical, and financial efforts required
to enable effective change management. This

Revista / Journal ,, ECONOMICA” nr.1(131) 2025



ECONOMIE, BUSINESS S| ADMINISTRARE/ ECONOMICS, BUSINESS AND ADMINISTRATION

maximizand, totodatd, probabilitatea de atingere a
rezultatelor scontate.

Subiectele ce tin de schimbarile organizatio-
nale, managementul acestora au constituit obiectul
de studiul al multor specialisti precum: John
Kotter, Peter Senge, Rosabeth Moss Kanter, Kurt
Lewin, Jeff Hiatt, 1. Adizes, L. Greiner, fiecare
dintre ei aducandu-si contributia prin modele
specifice de gestionare a schimbarilor, de abordare
a rezistentei la schimbare si de analiza a ciclului de
viata al organizatiei.

Orice sistem, In mod natural, tinde spre haos,
iar schimbarea, ca fenomen in sine, genereaza,
incertitudine si fricd. Prin urmare, acest proces
trebuie gestionat strategic pentru a obtine rezultatele
scontate, cu atdit mai mult ca existd multiplele
modele de gestionare a schimbdrilor precum:

¢ Modelul ADKAR dezvoltat de Jeff Hiatt;

e Modelul lui John Kotter bazat pe cele opt
etape ale schimbarii;

e Modelul McKinsey 7S elaborat de T. Peters
si R. Waterman;

o Modelul ,,Dezghet, schimbare, reinghet” a
lui Kurt Lewin:

e Modelul PDCA (Plan-Do-Check-Art) a lui

W. Edwards Deming.

Modelele acestea ofera un set de metode si
instrumente utilizate pentru a monitoriza, diagnos-
tica, informa, implementa, implica si motiva toti
participantii la proces (initiatorii, responsabilii de
implementare si angajatii impactati de schimbare),
avand ca obiectiv asigurarea unei implementari
eficiente si sustenabile.

Impactul gestionarii eficiente a proceselor
de schimbare. Pentru organizatie, impactul se
reflectd prin faptul cd permite acesteia: sa treaca
mai repede prin perioadele de incertitudine si
adaptare la schimbari, sa evite pierderea celor mai
buni angajati si sa le sporeasca implicarea, sa for-
meze o noud culturd organizationald si sa obfina
maximum de beneficii din implementarea noilor
idei. Conform opiniei lui John P. Kotter, sumari-
zatd in lucrarea ,, Conducerea schimbarii”, gestio-
narea eficientd a schimbarii garanteazd atingerea
obiectivelor din proiecte prin pregitirea si spriji-
nirea angajatilor pe parcursul tranzitiei. S-a de-
monstrat ca organizatiile cu practici solide de ges-
tionare a schimbarii au sanse mai mari de succes in
implementarea proiectelor [1]. Intr-o alti lucrare,
,Alegerea strategiilor pentru schimbare”, Kotter
concluzioneaza cd, organizatiile care se pot adapta
rapid si fard dificultati, au sanse mai mari de a-gi
mentine competitivitatea. in plus, gestionarea efi-
cientd a proceselor de schimbare stimuleaza capa-
citatea de inovare a unei organizatii [2].
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understanding helps minimize risks, reduce losses,
and increase the likelihood of achieving the desi-
red outcomes.

The topic of organizational change and its
management has been extensively studied by
numerous specialists, including John Kotter, Peter
Senge, Rosabeth Moss Kanter, Kurt Lewin, Jeff
Hiatt, I. Adizes, L. Greiner, among others. Each of
these experts has contributed significantly through
frameworks and insights into change management
models, approaches to resistance and analisys of
the organizational life cycles.

Any system naturally tends toward disorder,
while change, as a phenomenon, inherently, invol-
ves chaos, uncertainty, and fear. Therefore, this
process must be carefully managed to achieve the
desired results. especially given the existence of
numerous change management models, such as:

e The ADKAR model developed by Jeff Hiatt;

o John Kotter’s model based on eight stages
of change;

e The McKinsey 7S model, developed by

T. Peters and R. Waterman;

o Kurt Lewin’s “Unfireeze, Change, Refreeze”
model;
e the PDCA (Plan-Do-Check-Act) model by

W. Edwards Deming.

These models offer a set of tools and me-
thods designed to monitor and diagnose change
process, as well to inform, implement, engage, and
motivate all participants involved in the process
(including initiators, those responsible for imple-
mentation, and employees affected by the change).
The ultimate goal is to ensure that the implemen-
tation of change is both effective and efficient.

The Impact of Effectively Managing
Change Processes. For an organization, the
impact is reflected in the ability to: transition more
quickly through periods of uncertainty and adap-
tation to change; avoid losing top talent while
increasing their engagement; cultivate a new
organizational culture; and derive maximum bene-
fits from implementing new ideas. According to
John P. Kotter, as summarized in his work Leading
Change, effective change management ensures
that projects achieve their objectives by preparing
and supporting employees throughout the tran-
sition. It has been demonstrated that organiza-
tions with strong change management practices are
more likely to succeed in their projects [1]. In
another publication, Choosing Strategies for
Change, Kotter further argues that organizations
capable of adapting rapidly and smoothly have a
greater chance of maintaining their competi-
tiveness. Furthermore, effective change manage-
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Pentru angajati, impactul gestionarii efi-
ciente a proceselor de schimbare se manifesta
prin: adaptarea mai rapidd la schimbari si rede-
finirea noului rol, ca angajat — cultivarea unui nou
model comportamental de succes in noua realitate
a organizatiei, precum i atingerea rapida a pro-
ductivitatii optime. Conform opiniei autorului Jeff
M. Hiatt, expuse in lucrarea ,, ADKAR: A Model for
Change in Business, Government, and Our Com-
munity ”, procesele de schimbare organizationala,
care sunt gestionate corespunzator, abordeaza
rezistenta printr-o comunicare clara, transparenta si
implicarea angajatilor in procesul decizional. Res-
pectiv, acest lucru creste gradul de implicare al an-
gajatilor si reduce opozitia fata de noile cerinte [3].

In procesul de planificare a gestionarii schim-
barilor, este important sd se cunoasca si sa se iden-
tifice cauzele principale ale rezistentei la schim-
bare si sda se elaboreze masuri pentru reducerea
acesteia, fapt posibil prin utilizarea unui set de
instrumente de interactiune cu angajatii pentru a-i
informa, convinge si asista in procesul de adaptare
la schimbari.

Generalizand informatia prezentatd de mai
multi cercetatori [1; 3], am putea concluziona, ca
cauzele rezistentei la schimbare sunt divizate in
individuale, care tin de persoand si se referd la
perceptiile, emotiile si experientele individuale,
precum si in cauze organizationale, care sunt de-
terminate de companie si tin de structura, cultura si
procesele organizatiei.

Cauzele rezistentei la schimbare pot fi
atat individuale, cit si organizationale:

1. Cauze personale:

o Frica de incertitudine;

Frica de esec;

Indoieli privind competentele proprii;
Teama de a pierde statutul actual;
Nedorinta de asumare a unor noi res-
ponsabilitati;

Dificultatea de a iesi din zona de confort;

e Inertia si convingerea cd ,starea actuala
de lucruri este acceptabild”.

2. Cauze organizationale:

e Neconcordanta valorilor si normelor
organizationale cu cele ale angajatilor;

e Lipsa de timp, resurse materiale si finan-
ciare pentru implementarea schimbarii;

e Structura organizatorica rigida (prin
relatiile formale si neformale, ierarhii
existente);

e Comunicarea ineficientd privind schim-
barile;

e Cultura organizationald conservatoare;
Nivelul redus de motivare a personalului;
Stilul de management inadecvat.

ment processes also enhances an organization’s
capacity for innovation [2].

For employees, the impact of effectively
managing change processes manifests as: adjusting
more quickly to new conditions and clearly defining
their role in the organization, cultivating a new
behavioural model for success in the organization’s
evolving environment, and reaching higher pro-
ductivity levels under the new conditions. Accor-
ding to Jeff M. Hiatt, as outlined in his book
“ADKAR: A Model for Change in Business, Govern-
ment, and Our Community”, properly managed orga-
nizational change processes address resistance
through clear communication, transparency, and
involving employees in decision-making processes.
This approach increases employee engagement and
reduces potential resistance to new requirements [3].

When planning change management activi-
ties, it is important to understand and identify
potential root causes of resistance and to develop
measures to mitigate it. This can be achieved by
employing a variety of engagement tools aimed at
informing, persuading, and supporting employees
through adaption process.

Summarizing information presented by
multiple researchers [1; 3], it can be concluded that
the causes of resistance to change can be both,
individual and organizational, related to structure,
culture and organizational processes.

Causes of resistance to change can be both
individual and organizational:

1. Personal causes:
o Fear of uncertainty;

o [Fear of failure;

o Doubts about own skills and competencies;

o Fear of losing one’s current status;

e Unwillingness to assume additional res-
ponsibilities;

e Reluctance to step out of one’s comfort
zone;

o Inertia and the belief that “the current

situation is satisfactory”.
2. Organizational causes:

e Inconsistency of organizational values
and norms with those of employees

e Insufficient time, material and financial
resources for change implementation;

e Rigid organizational structure (through
existing formal and informal relation-
ships, existing hierarchies);

e Inefficient communication
change;

¢ Rigid organizational culture;

e Low employee motivation;

e Inadequate management style.

regarding
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Un alt aspect important si interesant al
rezistentei la schimbare il constituie experienta
anterioara a organizatiei In implementarea schim-
barilor, dacd in trecut au existat probleme precum:

— comunicare ineficientd cu privire la
schimbare;

— lipsa sprijinului pentru angajati in procesul
de asimilare a noilor cunostinte si compe-
tente;

— neconcordanta dintre declaratiile si actiunile
managementului companiei;

— obiective nerealizate, desi exista potential.
Acestea vor constitui bariere majore in de-

mararea unor schimbari viitoare, care se vor
manifesta in demotivarea angajatilor in adoptarea
noilor directii de dezvoltare. Acest fenomen poate
fi explicat prin rolul ,,memoriei colective nega-
tive”, poate actiona ca o frana pentru schimbarile
viitoare.

Instrumentele potentiale, care pot fi utilizate
de catre managementul organizatiei, pentru a
reduce rezistenta personalului si impactul, pe
care il pot avea asupra angajatilor sunt: [1; 3]

e Informarea — prin intermediul unei infor-
mari calitative i oportune, angajatii ajung
sd cunoasca toate detaliile despre necesi-
tatea schimbadrilor, despre etapele procesu-
lui, despre responsabilititile fiecaruia si
avantajele atat pentru organizatie, cat si
pentru ei insisi. O informare si 0 comunicare
deschisa, oportuna pot reduce semnificativ
incertitudinea, stresul si frica de schimbare
in randul angajatilor.

o Motivarea — este necesar sa fie aplicata,
deoarece gradul de acceptare a schimbarilor
creste atunci, cand angajatii primesc beneficii
ce prezintd valoare pentru ei precum:
avansarea In carierd, noi cunostinte $i com-
petente, astfel, ei sunt mai pregatiti s depuna
eforturi pentru a se racorda noilor cerinte.

e Dezvoltarea/invitarea — este evident ca,
pentru a face fata noilor cerinte, angajatii au
nevoie de noi cunostinte si abilitati. Prin
urmare, responsabilitatea organizatiei consta
in asigurarea unor conditii favorabile prin
cursuri de instruire si perfectionare, precum
si prin ocazii de implicare in realizare unor
sarcini noi.

¢ Gestionarea implementarii procesului —
dacd organizatia isi doreste un rezultat
anume de la implementarea schimbarilor,
atunci, fiecare dintre etapele procesului (de
dezghet, schimbare si reinghet) trebuie ghi-
date astfel, incat activititile sa se deruleze
asa cum are nevoie organizatia. Prin acest
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Another important and interesting aspect of
resistance to change is organization’s prior expe-
rience in implementing changes, if previously there
were problems such as:

— inefficient communication regarding change;

— lack of support for employees in acquiring
new skills and knowledge;

— inconsistencies between management’s
statements and subsequent actions;

— failure to achieve planned outcomes despite
having potential.

These experiences will create significant
barriers for employees when new changes are
introduced. Such barriers often result in employees
becoming demotivated and resistant to embracing
new initiatives. This phenomenon can be explained
by the presence of a “negative collective memory”
associated with previous changes, which serves as
an impediment on future change efforts.

Potential tools that can be employed by an
organization’s management to reduce staff resis-
tance and their impact on employees include: [1; 3]

¢ Information — provides high-quality and
timely communication that allows employees
to fully understand the necessity of changes,
the steps involved, each individual’s res-
ponsibilities, and the benefits for both the
organization and themselves. Transparent
and timely communication can significantly
reduce uncertainty, stress, and fear of
change among employees.

e Motivation — is essential to be used because
the level of acceptance of changes increases
when employees actually receive something
valuable to them: career advancement, new
knowledge, and skills. As a result, they are
prepared to make an effort to adapt to the
new requirements.

e Development/Learning — is evident that to
meet new demands, employees need new
knowledge and skills. Therefore, it is the
organization’s responsibility to facilitate this
ensuring favourable conditions through
training program and professional develop-
ment, as well as opportunities to engage in
new tasks.

e Managing the implementation process —
if the organization seeks a specific outcome
from implementing changes, then each
phase of the process (unfreezing, changing,
and refreezing) must be carefully managed,
so as this approach ensures that activities
proceed as needed by the organization,
minimizing the risk of undesired con-
sequences.
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efort, se minimizeaza riscurile aparitiei unor

efecte nedorite.

Este evident cd oamenii sunt diferiti atat
dupa potentialul pe care il au, cit si dupa modul
cum reactioneazd fatd de schimbare. Prin urmare,
in dependenta de resursele organizatiei (timp,
financiare, umane), se va opta pentru acele instru-
mente care sunt oportune de utilizat in cazuri
concrete. Aceste instrumente pentru implementarea
schimbarii sunt foarte importante pentru succesul
organizational, Intrucat, oferind suport, informare
si dezvoltare, organizatia sporeste gradul de impli-
care, responsabilitate si incredere al angajatilor in
procesul de schimbare si asigura o implementare
coordonata a transformarilor.

Exista o multitudine de tipuri de schimbari
organizationale cu impact asupra intregii organi-
zatii: reorganizare, restructurare, reengineering,
implementarea sistemelor de management al
calitatii, Agile, transformare digitala, rebranding
etc. Actualmente, tocmai transformarea digitala
devine foarte necesard, in contextul progresului
rapid al instrumentelor de Inteligentd artificiala
(IA) si al necesitatii racordarii activitatii organiza-
tillor la noile realitati ale mediului de afaceri.
Organizatii din intreaga lume, inclusiv cele din
Republica Moldova, au optat deja pentru acest tip
de schimbare organizationald, fiind la etape foarte
diferite de asimilare a instrumentelor de 1A 1in
business si implementand treptat solutii din cadrul
Industriei 4.0, in functie de resursele detinute:
financiare, umane, informationale etc. in mare parte,
transformarea digitala, ca tip de schimbare orga-
nizationald, este expusa acelorasi variabile ale schim-
barii: determinantii schimbarii, impactul asupra
organizatiei, problemele de implementare, cu anu-
mite nuante specifice acestui tip de schimbare —
necesitatea de a dezvolta abilitati digitale.

Transformarea digitala reprezinta o schim-
bare prin care organizatiile isi adapteaza activititile,
modelele de afaceri si procesele interne, folosind
tehnologii digitale. Conform McKinsey&Company
»Iransformarea digitald este reconfigurarea unei
organizatii, cu scopul de a crea valoare prin imple-
mentarea continud a tehnologiei la scara larga” [4].
Tot aici se mentioneaza ca ,,Strategia de transfor-
mare digitald este esentiald pentru ca organizatiile
nu doar sd concureze, ci si sd supravietuiasca” [4].
Deci, aceasta nu este un moft, nu este o optiune, ci o
necesitate vitald pentru organizatie.

Transformarea digitald este interconectata
cu digitalizarea. Digitalizarea este o schimbare
prioritar de naturd tehnica si implica eforturi de
conversie a informatiilor, datelor si proceselor
analoage, in format digital. De exemplu, scanarea

It is evident that individuals differ in their
capacity and readiness to respond to organizational
change. Consequently, depending on the orga-
nization's available resources, such as time, budget,
and workforce capacity, it becomes necessary to
select the most appropriate tools for each specific
case. These tools for implementing change play a
crucial role to organizational success, as providing
support, information, and development opportu-
nities helps increase employee engagement, res-
ponsibility, and trust in the change process. This, in
turn, ensures a coordinated implementation of
organizational transformations.

Organizational change can take many forms,
that have a broad impact on the entire organization:
reorganization, restructuring, reengineering, the
implementation of quality management systems,
Agile methodologies, digital transformation, re-
branding, and others. Today, digital transformation
has become particularly essential due to the
advancements in artificial intelligence (Al) tools
and the growing need for organizations to adapt
their operations to the new realities of the business
environment. Organizations worldwide, including
those in the Republic of Moldova, have already
opted for this type of organizational change and are
at varying stages of integrating Al tools into their
operations. Gradually, they are adopting Industry
4.0 tools, depending on their available resources,
financial, human, informational, and others. In
general, digital transformation, like other forms of
organizational change is subject to the same
variables as other types of change: change deter-
minants, organizational impact, and implemen-
tation challenges. However, it also has unique
characteristics, such as the critical need to develop
digital competences.

Digital transformation refers to the process
through which organizations adapt their activities,
business models, and internal processes by levera-
ging digital technologies. According to McKinsey
& Company “Digital transformation is the recon-
figuration of an organization to create value
through the continuous implementation of large-
scale technology” [4]. Furthermore, they note that
“A digital transformation strategy is essential not
only for organizations to compete but also to
survive” [4]. Accordingly, digital transformation is
not a fad, it is not an option but a critical require-
ment for the organization.

Digital transformation is closely intercon-
nected with digitization. Digitization is a technical
priority change and involves efforts to convert
analogue information, data, and processes into
digital formats, such as scanning a physical docu-
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unui document in format fizic si convertirea in
format PDF, iar transformarea digitald este un
efort mai amplu si are caracter strategic, deoarece
implicd integrarea tehnologiilor in toate activitdtile
organizatiei. Astfel, digitalizarea constituie baza
tehnica absolut necesard unei transformari digitale,
care, la randul ei, implicd schimbari strategice,
culturale si organizationale.

Exemple de companii care au trecut prin
procese de transformare digitalda sunt multiple [5]:

— Starbucks a integrat tehnologia pentru a spori
implicarea clientilor, introducand optiuni
precum comenzile si platile mobile si pro-
gramul Starbucks Rewards care sporesc
confortul si loialitatea consumatorilor.

— IKEA a aplicat realitatea augmentata pentru
aranjarea virtuald a mobilierului (le permite
clientilor sa vizualizeze mobilierul in casele
lor inainte de cumparare). De asemenea, a
implementat cumpdraturi personalizate prin
intermediul aplicatiilor mobile si platfor-
mele de comert electronic optimizate. Apli-
catiile mobile personalizate oferd o expe-
rientd de cumpdrare personalizata, iar co-
mertul electronic optimizat asigura o cala-
torie online fara intreruperi.

— Amazon, a trecut printr-o transformare digi-
tala profunda care depaseste originile sale ca
librarie online. Amazon a revolutionat sec-
torul comertului cu amanuntul prin inter-
mediul platformei sale online extinse si prin
introducerea Amazon Marketplace, promo-
vand un ecosistem vast de vanzatori. Com-
pania a utilizat in mod strategic tehnologia,
in special odatd cu aparitia Amazon Web
Services (AWS), stabilindu-se ca un jucitor
important in cloud computing. Aceastd
miscare nu numai ca a diversificat fluxurile
de venituri ale Amazon, dar a schimbat si
peisajul serviciilor digitale.

Alte companii care au experimentat
transformari digitale sunt: Nike, Adobe, Netflix,
Airbnb, Audi, J. P. Morgan Chase & Co.

Evident, pandemia provocatd de virusul
Covid-19 a accelerat procesele de digitalizare in
majoritatea sferelor de activitate. Multe organizatii
au fost obligate sa activeze online, sa isi reorien-
teze procesele de afaceri, sa organizeze activitatea
angajatilor la distantd. Respectiv, chiar si acei
antreprenorii care nu erau decisi sd implementeze
acest tip de schimbare organizationald, sau nu erau
interesati de procese transformationale, au fost
nevoiti sd facd acest lucru In mod reactiv, intele-
gand ca este vital.
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ment and converting it into a PDF file, while
digital transformation, on the other hand, repre-
sents a broader, more strategic effort, as it entails
integrating technology into all organizational
activities, with digitization serving as the essential
technical foundation for digital transformation.
This, in turn, requires strategic, cultural, and
organizational changes.

Multiple companies have successfully under-
gone digital transformation, including:

— Starbucks integrated technology to enhance
customer engagement, by launching fea-
tures such as mobile ordering and payment
options, as well as the Starbucks Rewards
program, which increases convenience and
fosters customer loyalty.

— IKEA underwent augmented reality to offer
virtual furniture arrangement (allowing
customers to visualize furniture in their
homes before purchasing). The company
also provided personalized shopping expe-
riences through mobile apps and optimized
e-commerce platforms. Custom mobile apps
offer a personalized shopping experience,
and optimized e-commerce ensures seam-
less online travel.

— Amazon underwent a deep digital transfor-
mation that significantly transended its
original role as an online bookstore. The
company revolutionized the retail sector
with its comprehensive online platform and
the introduction of Amazon Marketplace,
fostering a vast ecosystem of sellers. By
strategically deploying technology, parti-
cularly through Amazon Web Services
(AWS), Amazon established itself as a
major player in cloud computing. This
move not only diversified Amazon’s reve-
nue streams but also reshaped the digital
services landscape.

Other companies that have experienced
significant digital transformations include Nike,
Adobe, Netflix, Airbnb, Audi, and JP Morgan
Chase & Co.

Clearly, the pandemic caused by the
COVID-19 has accelerated digitalization processes
across most industries. Many organizations were
forced to operate online, restructure their business
processes, and facilitate remote work for em-
ployees. Even entrepreneurs who had not initially
planned to implement organizational change or
were not interested in transformational processes
were forced to do so reactively, recognizing it as a
necessity.
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Amploarea proceselor de transformare este
reflectatd de statisticile globale: potrivit Agentiei
de cercetare Quixy, piata globala a transformarilor
digitale ar urma sa ajunga la 1.009,8 miliarde USD
pana in 2025, de la 469,8 miliarde USD in 2020, cu
o ratd de crestere medie anuald de 16,5% in aceasta
perioada. Conform asteptarilor, expertii estimeaza
ca investitiile directe in transformarea digitald vor
ajunge la 7 trilioane de dolari USD [6, 7].

Bariere in implementarea transforma-
rilor digitale. Desi obiectivul transformarii digi-
tale este simplificarea si eficientizarea procesului
de lucru al unei companii, procesul in sine, ca
schimbare, poate fi departe de a fi simplu. Un
studiu realizat in 2020 de Boston Consulting
Group a aratat cd un procent uluitor de 70% dintre
proiectele de transformare digitald nu reusesc sa 1si
atinga obiectivele — chiar si in cazul unei conduceri
bine aliniate. 13 membri ai Forbes Technology
Council au identificat mai multe motive comune
pentru care companiile esueazd in transformarea
digitala, printre care: procesele de integrare ne-
adecvate si lipsa unor sisteme specializate pentru
implementare si integrare; implementarea de noi
tehnologii in sisteme deja defecte; rezistenta anga-
jatilor la schimbare; esecul de a stabili obiective
clare privind experienta utilizatorului final;
comunicarea deficitard a obiectivelor proiectului;
necoordonarea obiectivelor intre echipe; utilizarea
unui pachet tehnologice invechit; lipsa de anga-
jament si teama de esec temporar; lipsa competen-
telor adecvate; supraestimarea beneficiilor si sub-
estimarea costurilor [8].

Organizatiile din Republica Moldova depun,
de asemenea, eforturi de digitalizare a activitatilor
si de transformare digitald. Un studiu realizat de
catre Irina Dorogaia asupra intreprinderilor mici i
mijlocii (IMM) nationale, in lucrarea ,, Crearea
unui model de gestionare a schimbarii pentru IMM
prin provocarile industrializarii 4.0”, cu referinta
la domenii de digitalizare care prezintd interes
pentru de IMM-urile din Republica Moldova,
denota cd cea mai mare parte a optiunilor de trans-
formare digitald vizeazd asimilarea digitalizarii
proceselor legate de relatiile cu clientii (inclusiv
comertul online), precum si gestionarea ciclului de
viatd al acestora. De asemenea, un numdr mare de
organizatii din sectorul IMM, care au participat la
sondaj, au optat pentru digitalizarea globala a
activitatii, care, in esentd, actioneazd ca o trans-
formare digitala [7, p. 223].

Alte exemple de eforturi, deja demarate de
firmele nationale in aceastd directie, sunt din
industria usoara. In 2023, 25 de fabrici din indus-
tria ugoard, inginerie si mobilier au devenit bene-

The extent of these transformation processes
is reflected in global statistics. According to Quixy
Research Agency, the global digital transforma-
tion market is expected to grow from USD469.8
billion in 2020 to USD1,009.8 billion by 2025, at
a compound annual growth rate of 16.5% during
this period. Moreover, according to expectations,
experts estimate that direct investments in digi-
tal transformation are projected to reach USD
7 trillion [6, 7].

Barriers to implementing digital trans-
formations. While the goal of digital transfor-
mation is to streamline and optimize a company’s
operations, the process itself can be anything but
straightforward. A 2020 study by Boston Consul-
ting Group revealed that a staggering 70% of
digital transformation projects fail to meet their
objectives, even when leadership is aligned. Thir-
teen members of the Forbes Technology Council
have identified several common reasons for these
failures, including: inadequate integration proces-
ses, lack of specialized systems for implementation
and integration, deploying new technologies into
flawed systems, employee resistance to change,
failure to set clear user experience goals, miscom-
munication of project objectives, misalignment of
goals between teams, reliance on outdated techno-
logy stacks, lack of commitment, fear of temporary
failure, insufficient skills, overestimating benefits,
and underestimating costs [8].

Organizations in the Republic of Moldova,
likewise, are making efforts to digitize their
operations, and digital transformation. A study
conducted by Irina Dorogaia on the basis of
national small and medium-sized enterprises, in the
paper “Creating a change management model for
SMEs through the challenges of industrialization
4.0”, with reference to areas of digitalization of
interest to SMEs in the Republic of Moldova
reveals that most of the options for digital trans-
formation hold the assimilation of digitalization of
processes related to customer relations (online
commerce), including customer lifecycle mana-
gement. Also, a significant number of surveyed
organizations in the SME sector, which partici-
pated in the survey, chose the overall digitization
of the business, which essentially acts as a digital
transformation [7, p. 223].

Other examples of on-going efforts by
national companies include those in the light
industry. Since 2023, 25 factories from the light
industry, engineering, and furniture sectors have
benefited from the ‘Smart Factory’ program. These
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ficiare ale programului ,,Smart Factory”. Compa-
niile respective au beneficiat de granturi pentru
tehnologizarea, digitalizarea si modernizarea
afacerilor, avand cu obiectiv transformarea fabri-
cilor in unitati inteligente [9]. De asemenea, in
2024, cinci companii din sectorul agroalimentar
din Republica Moldova au fost desemnate casti-
gatoare in cadrul Programului de Evaluare Digitala
al IMM-urilor, implementat cu sustinerea Elvetiei
si organizatiei Helvetas, prin Proiectul OPTIM.
Este vorba despre companiile Cahulpan, Brutiria
Bardar, BeSweet, Farm Prod si Mielody, fiecare
beneficiind de o co-finantare in suma de 5 000 de
euro [10].

Impactul sesizat de la implementarea trans-
formarilor digitale, mentionat de catre intreprin-
derile din Republica Moldova este: reducerea tim-
pului de lucru necesar pentru realizarea sarcinilor;
imbunatatirea relatiilor cu partenerii; cresterea pro-
ductivitdtii; reducerea numarului de erori meca-
nice; reducerea costurilor etc. De fapt, reducerea
timpului de lucru nu Inseamna ca angajatii lucreaza
mai putin de 8 ore, ci faptul cd li se atribuie sarcini
aditionale [7, p. 226].

Integrarea treptatd a tehnologiilor in toate
activitatile este un proces deja demarat de orga-
nizatiile inclusiv din Republica Moldova, dar
intrucét progresul tehnico-stiintific are loc cu pasi
alerti si solutiile digitale existente permanent sunt
modernizate de catre dezvoltatori si apar inclusiv
solutii digitale radical noi, transformarea digitala
este si va fi un proces continuu in organizatii
pentru a racorda activitatile la cerintele mediului de
afaceri si a fi competitive.

Un exemplu de implementare a schimbarii
organizationale prin transformare digitald este cel
al companiei — Moldpresa Grup S.R.L. in anul
2014, Moldpresa Grup S.R.L. a initiat si imple-
mentat procese de digitalizare si transformare
digitala, si anume implementarea calculatoarelor si
a sistemelor POS (Point of Sale) all-in-one in toate
gheretele si magazinele Librarius, care aveau drept
scop optimizarea proceselor interne i Tmbunata-
tirea interactiunilor cu clientii. Aceste procese de
digitalizare au continuat si ulterior, pe parcursul
anilor, prin aplicarea si integrarea unor noi solutii
digitale, la fiecare dintre etape, fiind realizate
anumite transformari si invatate anumite lectii.

Aceasta schimbare legatd de implementarea
calculatoarelor si a sistemelor POS, a conditionat
aplicarea unui program de vanzare cu amanuntul,
achizitionat de la o companie IT locald. Anterior,
compania implementase deja si un sistem ERP
(Enterprise Resource Planning) de planificare si
gestionare a resurselor intreprinderii. Ulterior, pe
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companies received grants for the technologiza-
tion, digitalization, and modernization of their
businesses, aiming to transform their operations
into smart factories” [9]. Similarly, in 2024, five
agrifood companies from the Republic of Moldova
were designated winners of the SME Digital
Assessment Program, implemented with the
support of Switzerland and the Helvetas orga-
nization through the OPTIM Project. The com-
panies Cahulpan, Brutiria Bardar, BeSweet,
Farm Prod, and Mielody, each received co-
funding of EUR5,000[10].

The impact reported by Moldovan com-
panies that have implemented digital transforma-
tions includes reduced task completion times,
improved relationships with partners, increased
productivity, fewer mechanical errors, and cost
reductions, among others. It is worth noting that
the reduction in task completion time does not
mean employees work fewer than eight hours, but
rather that additional tasks are added [7, p. 226].

The gradual integration of technologies into
all activities is a process already initiated by
organisations, including those in the Republic of
Moldova. However, given the rapid pace of scienti-
fic and technological progress, the constant moder-
nisation of existing digital solutions by developers,
and the emergence of radically new digital tools,
digital transformati on remains, and will continue
to be, an ingoino process within organisations.
This transformation is essential to align operations
with the demands of the business environment and
to maintain competitiveness.

An example of organizational change
through digital transformation is that of the
Moldovan company Moldpresa Group LLC. In
2014, Moldpresa Grup S.R.L. initiated and imple-
mented digitalisation and digital transformation
processes, specifically through the introduction
of computers and all-in-one Point of Sale (POS)
systems across all Librarius kiosks and stores.
The aim was to optimise internal processes and
improve customer interactions. These digitalisation
efforts continued over the following years with the
adoption and integration of new digital solutions.
At each stage, certain transformations were under-
taken, and valuable lessons were learned.

This change involved the implementation of
a retail sales program purchased from a local IT
company. Previously, the company had also acqui-
red an ERP (Enterprise Resource Planning) system.
Over the years, the support and development of
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parcursul anilor, suportul si dezvoltare a acestui
program a fost preluat de o altd companie, MVM
Soft S.R.L. Moldcell, fiind unul dintre partenerii
companiei, a solicitat implementarea pana la 1
mediul creditului direct de pe numarul de telefon.
Tot in aceeasi perioada, BPAY S.R.L., care, la fel
este partenerul companiei, a solicitat integrarea
Scenario Manager pentru plati in programul de
vanzare cu amanuntul, fapt ce presupunea extin-
derea gamei de servicii online. O alti solicitare din
partea BPAY S.R.L. a fost adaugarea optiunii de
plata a bunurilor si serviciilor folosind QR code-ul
din aplicatia mobila Bpay, adicd banii din porto-
felul electronic al cumparatorului. Devine evident,
ca digitalizarea activitatilor, era o schimbare soli-
citata de partenerii de afaceri.

In urmitoarea perioadi, in cadrul companiei
Moldpresa Grup S.R.L, s-a demarat procesul de
creare a unui soft adaptat necesitatilor organizatiei.
Acest software a fost elaborat de catre o companie
specializatd si anume MVM Soft S.R.L. Evident,
au avut loc discutii si analize privitor la termene,
costuri, complexitate si riscuri. MVM Soft S.R.L.
ca furnizor de solutii IT, in 2018, a dezvoltat deja
programul MGPay — destinat pentru a elibera
castigurile obtinute din biletele de loterie. In 2020,
acest software a suferit o dezvoltare semnificativa,
fiind creat initial cu scop de gestionare a retragerii
banilor din casierie si inregistrarea acestor tran-
zactii In scop contabil, a fost extins, oferind urma-
toarele facilititi aditionale, precum: comunicarea
cu serverele partenerilor pentru procesarea platilor
serviciilor in regim online, generarea documentelor
de vanzare pentru inregistrarea tranzactiilor etc.

Faptul ca acest program software a fost
dezvoltat, a determinat compania sd genereze un
flux de schimbari necesare pentru a realiza trans-
formarea digitala si a aplica noul soft la scara larga.

Proiectul de transformare digital din cadrul
Moldpresa Group S.R.L. a fost implementat in
doua etape:

Etapa 1 de implementare a noului soft,
denumit MG Retail, a debutat in aprilie 2023 prin
instalarea soft-ului in cadrul unui chiosc Mold-
presa, astfel compania a demarat procesul de
testare la scard mica, din punct de vedere tehnic si
social, vizand asimilarea de catre vanzatori si
evaluarea functionalitatii soft-ului. Inainte de
implementare, compania a informat si instruit
vanzatorii din chiosc, asigurandu-se cd acestia
detin cunostintele necesare de exploatare a soft-
ului. Pentru a minimiza riscurile unor intreruperi in
procesul de lucru, pe motiv ca soft-ul nu func-
tioneazd sau ca vanzatorul nu face fatd noilor

this program were transferred to another company,
MVM Soft LLC. Moldcell, being a company
partner, requested the implementation of phone
credit payment functionality by November 1, 2022.
During the same period, BPAY LLC, also a
partner, requested the integration of the Scenario
Manager for payments into the retail program, thus
expanding the range of online services. Addi-
tionally, BPAY LLC requested the option to pay
for goods and services using a QR code from the
Bpay mobile app, drawing funds from the custo-
mer’s electronic wallet. Clearly, digitizing acti-
vities was a change driven by partner demands.

In the subsequent period, Moldpresa Group
LLC initiated the process of developing custom
software tailored to the organization’s needs. This
software was developed by a specialized company,
MVM Soft LLC. Naturally, there were discussions
and analyses regarding timelines, costs, comple-
xity, and risks. MVM Soft LLC, as an IT solutions
provider, had already delivered the MGPay
software in 2018, a software designed for lottery
ticket payout management. By 2020, this software
underwent significant development. Initially inten-
ded for managing cash withdrawal operations and
recording these transactions for accounting pur-
poses, the program was expanded to include addi-
tional functionalities such as communicating with
partner servers for online payment processing,
generating sales documents to record transactions,
and more.

The presence of this well-developed soft-
ware prompted the company to initiate a series of
changes aimed at achieving digital transformation
by widely deploying the new software.

Moldpresa Group SRL’s digital transforma-
tion project was implemented in two phases:

Phase 1 of the implementation of the new
software, named MG Retail, began in April 2023
with the software being installed in one Mold-
presa kiosk. This allowed the company to start
small-scale testing from both a technical and
social standpoint, gauging the reception by sales
staff and the functionality of the software. Prior to
implementation, the company briefed and trained
the kiosk sales staff, equipping them with the
necessary skills to operate the software. To
mitigate the risk of workflow interruptions, such
as issues with the software or challenges in adap-
ting to new requirements, the company retained
the option to continue using the previous software
in parallel.
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cerinte, a fost pastratd posibilitatea de utilizare, in
paralel, in soft-ul anterior.

Un aspect important si corect al modului
cum a fost testatd schimbarea la scara mica, este ca
dificultatile de ordin tehnic sau de perceptie si
asimilarea de cétre angajati, au fost documentate.
Acest lucru a permis testarea noul soft in timp real,
evaluarea eficientei si eficacitatii comparativ cu
versiunea anterioara si evaluarea erorilor, care erau
raportate companiei MVM Soft S.R.L., pentru
ajustdri, conform cerintelor companiei Moldpresa
Group S.R.L. Iteratiile, in procesul carora s-au
realizat dezvoltari, testdri si livrari catre companie
din partea dezvoltatorului, au durat 5 zile si au
permis adaptarea soft-ului la cerintele companiei
Moldpresa Group S.R.L. Evident, deoarece soft-ul
urma sa fie aplicat pe scard larga in toate chios-
curile, managerii de retea au asigurat asistenta si
instruirea necesare vanzatorilor din chioscuri
pentru a putea opera cu noul soft.

Treptat, noul soft, a fost introdus in alte 5
chioscuri, apoi, numarul de chioscuri a fost extins
la 20, ca mai apoi, treptat, sa fie implementat in
toate chioscurile companiei. La sfarsitul lunii mai
2023, se finalizasera procesul de implementare si
exploatare a noului soft MG Retail.

Etapa 2 a constat in extinderea utilizarii
MGRetail in cadrul magazinelor Librarius si
adaugarea functionalitatilor, specifice acestor ma-
gazine, precum: gestionarea cardurilor de discount,
plata cu certificate cadou si alte optiuni speci-
fice. Librarius reprezinta o divizie a companiei
Moldpresa Group S.R.L., specializatd in comercia-
lizarea cartilor si produselor conexe, deci, practic,
a continuat procesul de aplicare a soft-ului, fiind
ajustat la necesitdtile retelei Librarius. Etape de
ajustare si aplicare a soft-ului pentru reteaua
Librarius a durat 5 luni, desi fusese planificat
pentru 4 luni, dar din cauza complexitatii interfe-
rarii terminalelor bancare, procesul a durat mai
mult. Testarea initiald a fost realizatd in cadrul unui
singur magazin, timp de o lund, apoi a urmat
implementarea in celelalte magazine ale retelei. In
aceasta perioada, soft-ul a fost modificat si optimi-
zat ca rezultat al feedback-ului primit de la vén-
zatori, care au sesizat obstacole si dificultati in
gestionarea optiunilor de plata ale clientilor. De
aceea a fost proiectata o nouad interfatd nu noi func-
tionalitati comode pentru utilizatori. in procesul de
implementare a noului soft au fost necesare inves-
titii suplimentare pentru a racorda infrastructura
informatica la capacitatile noului soft.

O problema, care a aparut in proces de im-
plementare a transformarii digitale, a fost de natura
sociald, si anume rezistenta la schimbare din partea
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A notable and effective aspect of the small-
scale testing approach was the documentation of
technical and user-related challenges. This enabled
real-time testing of the new software, assessing its
efficiency and effectiveness compared to the old
system, and identifying errors that were then
reported to the development company for adjust-
ments to Moldpresa Group LLC’s requirements.
Iterations involving development, testing, and
delivery from the developer lasted five days, allo-
wing the software to be fine-tuned to Moldpresa
Group LLC’s specifications. Recognizing that the
software would eventually be deployed across all
kiosks, network managers provided ongoing
support and training for kiosk sales staff to ensure
they could confidently operate the new system.

Gradually, the new software was introduced
to five more kiosks. This number expanded to 20,
and eventually the software was rolled out to all of
the company’s kiosks. By the end of May 2023, the
implementation and operationalization of the MG
Retail software were fully completed.

Phase 2 involved implementing the soft-
ware in Librarius stores and adding features spe-
cific to these locations, such as handling discount
cards, processing gift certificate payments, and
other tailored options. Librarius, a division of
Moldpresa Group LLC, specializes in the sale of
books and related products, essentially continuing
the software application process and adapting it to
the network’s particular needs. The adjustment and
implementation phases for Librarius lasted five
months, exceeding the planned four-month time-
frame due to the complexity of integrating bank
terminals. Initial testing took place in a single store
over a one-month period, followed by a gradual
rollout across the remaining stores in the network.
During this time, the software was refined based
on feedback from sales staff, who identified
difficulties and inconveniences when selecting
customer payment preferences. As a result, a
redesigned interface with more user-friendly fea-
tures was developed. The implementation process
also required investment to align the IT infra-
structure with the software’s capabilities.

One challenge encountered during the
digital transformation was social resistance from
staff. Despite training being provided, employees
considered it insufficient, leading to confusion and
doubts about the necessity of the changes. Age-
related factors amplified resistance, as older
employees found it harder to develop digital skills.
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personalului, deoarece, desi a fost asiguratd instrui-
rea, aceasta a fost perceputa ca insuficientd de catre
angajati si drept consecintd, au aparut neintelegeri,
neclaritati privind necesitatea schimbarii. Un factor,
care a amplificat rezistenta, a fost varsta angajatilor,
implicati in utilizarea noului soft, deoarece, abili-
tatile digitale, de regula, se dezvoltd mai lent odata
cu Tnaintarea in varstd. Pentru a facilita adaptarea
personalului este nevoie de instruire calitativa, multa
comunicare §i rabdare din partea managerilor. Ca
masurd concretd, compania a crescut numarul de
manageri de retea si a redus numarul de chioscuri de
care managerii erau responsabili pentru ca sa se
poatd acorda mai multd implicare vanzatorilor. Prin
aceste ajustari, Moldpresa Grup S.R.L. a reusit sa
asimileze transformarea organizationald si sd inre-
gistreze rezultate pozitive in activitate.

Concluzie

Pentru a activa intr-un mediu de afaceri
dinamic, schimbarile organizationale reprezinta
eforturi absolut necesar, care trebuie realizate
periodic. Acest articol demonstreaza ca abordarea
schimbarilor ca pe un imperativ strategic si imple-
mentarea lor eficienta, asigurd organizatiilor sansa
de a ramane viabile si competitive.

Din punct de vedere theoretic, materialul
subliniazd importanta abordarii oportune si con-
structive a schimbarilor, tinand cont de impactul
acestora, necesitatea schimbarilor si dificultétile de
implementare.

Pe plan practic, se descrie si se argumen-
teaza ca aplicarea schimbarilor trebuie sa fie
ajustatd si corelatd in functie de resurse si de
cultura organizationala, aceste aspect avand un
caracter individualizat. Orice proces de schimbare
implicad confruntarea cu rezistenta personalului, iar
succesul acestuia depinde de informarea, motivarea
si dezvoltarea angajatilor. Pentru orice proces de
schimbare, in centru ramdne a fi omul, si orice
schimbare, indiferent cd implica introducerea de
noi tehnologii, modificari de procese, noi metode
de lucru, rezultatul depinde In mare masura de
gradul de implicare si adaptare a personalului.

Pentru organizatiile, care demareaza procese
de transformare organizationald, este important sa
acorde atentie urmatoarelor aspecte:

1. Pentru a reduce incertitudinea angajatilor,
rezistenta la schimbare, frica de nou si
pentru a stimula implicarea acestora in
procesele de schimbare e necesar de formu-
lat si de aplicat o strategie clara si trans-
parenta de comunicare.

2. Deoarece, noile competente, inclusive cele
digitale, nu se dezvoltd spontan, e necesar
de investit resurse financiare si timp.

To address this, more comprehensive training,
extensive communication, and patience from
management were necessary to help staff adapt.
The number of network managers was increased,
and each manager was assigned fewer kiosks to
allow more direct involvement with sales staff.
Ultimately, the company successfully embraced
the organizational transformation and recorded
positive operational outcomes.

Conclusion

To thrive in a dynamic business environ-
ment, organizational changes are essential and
must be carried out regularly. The article demon-
strates that approaching change as a imperative and
implementing them ensures that organizations
remain viable and competitive.

The theoretical component emphasizes the
importance of timely and constructive approaches
to change, taking into account the impact,
necessity, and challenges that may arise during
implementation.

On a practical level, the article describes
and argues that the implementation of change must
be adjusted and aligned with available resources
and organizational culture, aspects that are highly
individualized. Any process of change involves
facing resistance and requires the application of
employee education, motivation, and development
as essential tools for successful implementation.
For any change process, the human factor remains
central: regardless of whether it involves new
technologies, process maodifications, or new
working methods, the outcome will largely depend
on how employees engage with and adapt to the
new requirements.

For organizations initiating organizational
transformation initiatives, it is essential to consider
the following aspects:

1. To reduce employee uncertainty, resistance
to change, and fear of the new, it is essential
to formulate and implement a clear, trans-
parent communication strategy.

2. Since new skills, including digital compe-
tences, do not develop automatically, allo-
cating financial resources and time to
facilitate this process is crucial.

3. Another important aspect is the develop-
ment of a plan for managing issues related
to change implementation, including tools
and methods that enable efficient and timely
solutions.
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Un alt aspect important este elaborarea
unui plan de gestionare a problemelor
legate de implementarea schimbarilor, apli-
carea unor instrumente eficiente care ar
permite solutionarea acestora in timp util.
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