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In conditiile globalizarii si integrdrii interna-
tionale, intreprinderile din Republica Moldova necesita
angajarea personalului competitiv, al carui potential
profesional sa corespundad cerintelor economiei de
piata. Formarea unui personal competitiv la intreprin-
dere e posibila prin instruirea orientatd spre piatd, pe
calea elaborarii strategiilor de dezvoltare a potentia-
lului profesional al specialistilor, redactarea progra-
melor de instruire, dezvoltarea abilitatilor pentru
instruirea organizationald, fapt ce duce la crearea unei
organizatii in continud invatare.

Practica arata ca, la intreprinderile din Republica
Moldova, strategiile de dezvoltare a potentialului
profesional al specialistilor se elaboreazd rar. In acelasi
timp, s-a dovedit ca managementul strategic al perso-
nalului este un factor al cresterii competitivitatii intre-
prinderilor in conditiile globalizarii businessului.

Cuvinte-cheie: potential uman, instruirea perso-
nalului, competitivitate, dezvoltare strategicd, programe
de instruire orientate spre piatd, cercetare cantitativa
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Introducere

Functionarea intreprinderii, in conditiile econo-
miei de piatd si ale integrarii internationale a Republicii
Moldova in Comunitatea Europeana, a condus la
schimbari fundamentale in activitatea de conducere, in
particular, Th domeniul managementului resurselor
umane. In prezent, personalul reprezinti potentialul
competitiv al intreprinderii, puterea, succesul pe piata.

Material si metoda

Am pornit, in acest demers al cercetarii, din nece-
sitatea de a reda situatia actuald la nivelul intreprin-
derilor din Republica Moldova. Necesitatea cercetarii
situatiei create la intreprinderi, analiza §i interpretarea
datelor cercetate, conturarea unor concluzii relevante
pentru Tntreprinderi, toate acestea au constituit pilonii pe
care s-a fundamentat cercetarea datd. Metodele, la care
s-a recurs in cadrul cercetarii, sunt: inductia, deductia,
abstractia stiintifica, cercetarea cantitativa. Aceste me-
tode ne-au ajutat sa avansam in demersul cercetarii si sa
analizam variabilele supuse cercetarii.

STRATEGIC PERSONNEL
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Under the conditions of globalization and inter-
national integration, companies from the Republic of
Moldova need to employ professional and com-
petitive personnel that would correspond to the
requirements of the market economy.

The development of competitive personnel of a
firm is possible through market-oriented training,
through elaborating personnel development stra-
tegies, drafting training programmes, and develo-
ping organizational skills. All these things lead to the
creation of a lifelong learning organization.

Empirical studies show that such development
strategies, dealing with personnel professional po-
tential, are rarely elaborated in Moldovan firms. At
the same time, it was proved that strategic personnel
management is a factor of competitive growth of a
firm in the conditions of business globalization.

Key words: human potential, staff training, com-
petitiveness, strategic development, training programs
directed towards, the market, quantitative research.
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Introduction
The existence of a functioning market economy
and the international integration of the Republic
of Moldova into the European Community have led
to fundamental changes in management, especially,
in human resource management. Nowadays, the
personnel are considered to be a competitive force of
the firm, it represents its power and its marketplace
Success.
Research material and method
We started this process of research from the
need to restore the current situation at the Moldovan
enterprises. The need to research the situation created
within the enterprises, data analysis and interpretation
of researched data, drawing of relevant conclusions
for businesses were those pillars that created the
foundations of the current research. The methods used
in the research are: induction, deduction, scientific
abstraction, quantitative research. These methods have
helped us to move forward with this research and
analyse the variables of the research.
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Ipoteza generala a cercetdrii este ca dezvoltarea
strategica a potentialului uman, prin instruirea orientata
spre piata, influenteaza decisiv viabilitatea Intreprinde-
rilor din Republica Moldova.

Actualitatea abordarii strategice a managemen-
tului pentru businessul contemporan este sustinutd de
mai multi oameni de stiinta, straini si autohtoni, precum:
R. Acoff, K. Bowman, P. Doilli, R. Daft, R. Caplan, B.
Carloff , A.Constantinescu, A. Istocescu, D. Norton, O.
Nicolescu, C. Russu, R. Fathutdinov. Tn domeniul mana-
gementului strategic al personalului, o mare atentie se
acorda cercetatorilor din Germania (H.-F. Axerman, V.
Fake, R. Marr), din Elvetia (M. Hilb), SUA (L. Berd, 1.
Mesholam, P. Boxall, M. Divann, S. Fombrun, N. Tichi),
Austria (V. Elix).

Este dovedit faptul ca multe intreprinderi resimt
necesitatea de personal competitiv, ale céror caracte-
ristici profesionale si de calificare trebuie sa raspunda
cerintelor economiei de piata, de a fi aderent al organi-
zatiei, pentru ca, in planul strategic al potentialului séu,
sa creeze posibilitatea realizdrii misiunii si scopurilor
organizatiei. lar, In urmétorii 5-10 ani, aceasta necesitate
va creste in legatura cu integrarea Republicii Moldova 1n
Comunitatea Europeand, deoarece intreprinderile vor fi
nevoite s concureze nu numai cu producatorii autohtoni
de produse si servicii, care au reusit sa supravietuiasca in
conditiile de piata, dar si cu firmele occidentale, a céror
istorie de creare, In conditiile pietei, este mult mai lunga,
competitivitatea mai Inalta, personalul mai calificat.

Este evident cd nu orice lucru promoveaza
producerea unui produs competitiv. De aceea, nu orice
productie este profitabild, nu orice productie reprezinta
strategia businessului. In randul lucritorilor oricarei
intreprinderi, putem gasi destui care lucreaza si primesc
salariu, insd doar o mica parte din rezultatele lor aduc
folos. Salariul lor se include in cost si depaseste pretul
ofertei productiei (serviciilor) iIntreprinderii, in acelasi
timp, munca lor nu influenteaza asupra calitatii pro-
ductiei. Discrepanta diapazonului pretului ofertei si
cererii, in cel mai bun caz, duce la scaderea profitului, in
viitor — la imposibilitatea de a vinde.

De aici, deducem si necesitatea de a dezvolta
potentialul lucratorilor, pentru ca rezultatele muncii lor
sd aducd cel mai mare venit posibil intreprinderii si sa
creeze avantaje competitive pe piata produselor
fabricate.

Cu scopul de a cerceta nivelului dezvoltarii
potentialului uman la intreprinderile autohtone, a fost
realizat un sondaj sociologic. La sondaj au participat
lucratori de la intreprinderile din regiunea de nord a
Republicii Moldova, in numar total de 110 persoane.
Repartizarea respondentilor dupa sex, studii si starea
sociala este indicata in tabelul 1.
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The general hypothesis of the research is that
the strategic development of human potential
through training decisively influences the viability of
market-oriented businesses in Moldova.

The topicality of the new strategic approach
for modern business management is supported by
many foreign and native scientists, such as: R. Acoff,
K. Bowman, P. Doilli, R. Daft, R. Caplan, B. Carloff,
A. Constantinescu, A. Istocescu, D. Norton, O. Nico-
lescu, C. Russu, R. Fathutdinov. A special interest to
personnel strategic management is paid by resear-
chers from Germany (H.-F. Akermann, V. Fake,
R. Marr), from Switzerland (M. Hilb), from the USA
(L. Berd, I. Mesholam, P. Boxall, M. Divann,
S. Fombrun, N. Tichi) and from Austria (V. Elix).

It has been proved that many firms need to
employ professional and competitive personnel that
would correspond to the requirements of the market
economy, which would adhere to the strategic plan
of the firm in order to create opportunities and
achieve the goals of the firm. This need will increase
during the next 5 — 10 years due to the Moldovan
integration into the European Community, as firms
will have to compete not only with domestic
producers of local goods and services, who have
managed to survive in market conditions, but with
Western firms, which have a longer history, higher
competitiveness and more qualified personnel.

Obviously, not everything promotes the pro-
duction of a competitive product. Therefore, not
every production is profitable and not every produc-
tion might be considered a business strategy. There-
fore, we can find among the personnel of every firm,
many employees who work and receive salaries, but
only a few of them are truly proficient and bring
good results. Their salary is included in the cost and
exceeds the bid price production (or services) of the
firm, at the same time, their work does not influence
the production quality. The discrepancy between the
price and demand, at best, leads to lower profits and
to the inability to sell in the future.

Thus, we also deduce the need to develop the
employees’ potential so that the results of their work
would bring the highest income possible to the firm
and would create competitive advantages for their
products on the market.

A sociological survey was carried out in
order to investigate the level of personnel develop-
ment in local firms. A number of 110 employees
from various firms from the northern region of
Moldova were surveyed. The distribution of respon-
dents according to gender, education and social
status is indicated in table 1.
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Tabelul 1/ Table 1

Repartizarea respondentilor dupa sex, studii si stare sociala/
Distribution of respondents according to gender, education and social status

Sexul Starea sociala
respondentilor/ Nivelul de instruire al respondentilor/ a respondentilor/
P ’ Respondents’ Education Background Respondents’ Social
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Categoriile de lucrdtori care au participat la
sondaj s-au distribuit in felul urmator: manageri — 18,2;
specialisti — 43,6% si lucratori — 38,2%. Peste 60%
dintre respondenti lucreaza la intreprinderea data intre 5
si 20 de ani, deci, sondajul s-a efectuat printre lucratorii
permanenti ai intreprinderii.

Pe parcursul cercetarii efectuate, s-a constatat
ca instruirea reprezintd cel mai important factor al
formarii §i realizarii eficiente a potentialului uman
la intreprindere. Confirmarea acestor cuvinte o gasim
n rezultatele cercetarii: actualitatea dezvoltarii si auto-
realizarea prin instruire a fost mentionatd de marea
majoritate a respondentilor — 89,5% si doar 10,5% dintre
respondenti considerd cd dezvoltarea prin instruire nu
este actuala pentru ei. 70,2% dintre respondenti men-
tioneaza ca cele mai eficiente §i atractive forme de
instruire sunt: seminarele, trainingurile in sistemele de
consulting si la intreprindere. $i doar 19,6% dintre
lucratori doresc sa continue invatarea in institutiile de
invatamant superior.

Traditional, instruirea presupune inzestrarea luc-
ratorilor cu aptitudini profesionale Tn procesul de
instruire in institutiile de Tnvatdmant superior, colegii, in
productie (instruire in interiorul firmei). In esentd, o
asemenea instruire formeaza partial potentialul inte-
lectual si de calificare al lucratorului, insa nu carac-
terizeaza competitivitatea lui in conditiile pietei.

Abordarea propusd — instruirea orientatd spre
piata, care, In corespundere cu conceptul ,lucratorului
competitiv”’ si necesitatea dezvoltarii strategice a poten-
tialului, include:

e Dezvoltarea potentialului de calificare i cel
intelectual al lucratorilor — invatarea in institutiile
de invatdmant superior si mediu de specialitate,
in corespundere cu cerintele cererii pietei, care va
crea o concurenta rationala pe piata muncii §i va
asigura calitatea fortei de muncad in perspectiva.

The categories of employees, who participated
in the survey, were distributed as follows: managers
— 18.2%,; specialists — 43.6% and workers — 38.2%.
More than 60% of respondents had worked between
5 and 20 years at the given firms, thus, the survey
was conducted among the permanent employees of
the firms.

The research has emphasized that training is
the most important development and realization
factor of efficient personnel potential in various
firms. The results of this research come to prove this
fact: the current development and self-realization
through training was mentioned by the majority of
respondents — 89.5% and only 10.5% of respondents
believe that training development is not for them.
70.2% of respondents stated that the most effective
forms of training are: seminars, trainings in con-
sulting systems and those within the firm. Only
19.6% of employees would like to continue their
studies in higher education institutions.

Traditionally, training involves developing pro-
fessional skills to employees while studying at higher
education institutions, colleges and within the com-
pany (in-house training). Essentially, such a training
partially develops the intellectual and qualification
potential of the employees, yet, it does not charac-
terize their competitiveness on the market.

The suggested approach and, namely, market-
oriented training, which, according to the concept of
the “competitive employee” and the need for strategic
personnel development, includes the following:

e Developing the employees’ intellectual poten-
tial and qualification skills by studying in
higher education institutions and specialized
vocational schools in accordance with the
requirements of the market demand, which
will create a real competition on the labour
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Organizarea studiilor dupd obtinerea diplomei

(doctorantura, masterat), in corespundere cu

Strategia dezvoltarii businessului si necesitatile

zarea inovatiilor intreprinderii §i adaptarea la

schimbarile progresului tehnico-stiintific, raspun-
zand cerintelor conjuncturii pietei.

e Dezvoltarea potentialului psiho-fiziologic -

invatarea culturii din interiorul organizatiei, cres-
terea liderilor, formarea aderentei misiunii si a
scopurilor organizatiei, ceea ce va permite crea-
rea ,,echipei cu o gandire unicd” in perspectiva si
pregatirea unui personal organic competitiv,
precum si formarea subconstientului unui mod
sanatos de viatd, ceea ce va permite intdrirea
culturii corporative si diminuarea numarului
certificatelor medicale/concediilor medicale, Tn
urma carora creste calitatea si productivitatea
muncii. Tn consecinta, scade fluxul cadrelor si,
respectiv, cheltuielile pentru selectarea si adap-
tarea noilor lucratori, scad accidentele de munca,
defectele la productie, se micsoreaza situatiile de
stres. Se formeazd o atmosferd de productie
sanatoasa.

Dezvoltarea potentialului lucratorilor trebuie sa
fie insotitd de investitii rationale pentru a obtine un feed-
back maxim de la aplicarea potentialului uman in
perspectiva.

Luand 1n calcul faptul ca instruirea orientatd spre
piatd este un proces din mai multe etape, ce carac-
terizeazd obtinerea unor anumite cunostinte la fiecare
etapa, care determind termenele de instruire, este nece-
sard planificarea acestui proces, In asa fel, incat
cunostintele obtinute sa precedeze schimbarile pietei din
economie. Tn caz contrar, schimbirile care au loc in
mediul extern vor devaloriza cunostintele obtinute in
timpul instruirii §i vor exclude necesitatea aplicarii lor in
practica afacerii, fapt care, in final, va conduce la
investitii nejustificate in potentialul uman.

Totusi, formele de instruire trebuie sa fie dife-
rentiate §i sa includa: instruirea in institutiile de inva-
tamant superior, seminare, traininguri in sistemul de
consulting la intreprindere; invatare postuniversitara
(doctorat, masterat), autoinstruire.

In corespundere cu abordarea presupusi cu
privire la formarea potentialului uman - instruirea
orientatd spre piatd trebuie sd se desfisoare conform
unei programe special Thtocmite. Programa de instruire
orientatd spre piatd se intocmeste pentru 5-10 ani, cu
descrierea detaliatd a evenimentelor anuale. Trebuie sa
fie delimitate categoriile de personal si termenele des-
fasurarii instruirii, determinate criteriile de selectic a
personalului pentru desfasurarea instruirii, orientarea si
bugetul instruirii.

Programa de instruire orientatd spre piatd
trebuie sa includa urmatoarele compartimente redate in
tabelul 2.
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market and will provide qualified workforce in
the future. The organization of the Master’s
degree and doctoral studies, taking into
account the business development strategy and
the needs of the firm, will create possibilities
for carrying out enterprise innovations and
adapting the scientific and technical progress
to the requirements of the market conditions.

e Developing the psychic and physiological
potential and, namely, learning the inner cul-
ture of an organization, educating leaders,
developing the goals of the organization
which will lead to the creation of a “team
with a single perspective” in future and form
a competitive organic personnel, as well as
training the subconscious mind to lead a
healthy way of life, will reinforce the corpo-
rate culture, will decrease the number of me-
dical certificates; all these will result and lead
to an increased quality and productivity. Con-
sequently, the personnel flow will decrease
and, in such a way, the expenses for selecting
and instructing new employees will go down,
too. It has been noted that production trau-
mas, production defects and stressful situa-
tions will be cut down as well. A sound pro-
duction atmosphere is formed in this way.
Developing the personnel potential must be

accompanied by rational investments so as to get
maximum feedback from the implementation of the
human potential in perspective.

Taking into account that market-oriented
training is a process made of several stages that cha-
racterizes knowledge acquisition at each stage and
which determines the periods of training, it is necessary
to plan the process so that the acquired knowledge
precedes the market changes in the economy. Other-
wise, the changes occurring in the external environment
will devaluate the knowledge acquired during training
and will eliminate the need for its application in
business practice. This thing will ultimately lead to
undue investments in human resources.

However, training must be differentiated and
must include: learning in higher education institu-
tions, learning for a postgraduate degree (master and
doctoral studies), self-training, seminars, trainings
linked with the consulting system of a firm.

Taking into account the assumed approach on
the development of human resources, market-orien-
ted training should be conducted according to a
special programme. The market-oriented training
program is planned for 5-10 years, describing in
details the annual events. Personnel categories, the
duration of the training periods, the criteria for
selecting personnel for training, the orientation and
the training budget must be delineated.

Market-oriented training syllabus should
include the components shown in the table 2.
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Tabelul 2/ Table 2

Elementele determinante ale programei de instruire orientate spre piata/
Critical Determinants of Market-Oriented Training Programme

1. Strategia de dezvoltare
a personalului/
Personnel development
strategy

In acest compartiment, se descriu detaliat strategiile de formare a potentialului
uman prin intermediul instruirii orientate spre piata si realizarea potentialului uman
in indicatori de competitivitate, de productivitate a muncii, calitatea lucrului,
indicatorii eficientei muncii. Pe 1anga aceasta, strategia de dezvoltare a personalului
trebuie sa fie inclusa in strategia de dezvoltare a afacerii/ This section describes in
detail the personnel training strategies through market-oriented training and the
realization of human personnel in competitiveness indicators, labor productivity,
work quality and work efficiency indicators. In addition, personnel development
strategy should be included in the business development strategy.

2. Calcularea necesitatilor
de instruire a
personalului/
Calculating the needs
for personnel training

Tn acest compartiment, trebuie indicat numarul lucratorilor dupa categorii de
personal — manageri, specialisti, lucratori, care, in corespundere cu strategia de
dezvoltare a personalului si cerintele mediului de piatd, trebuie sd realizeze
instruirea. Pe langa aceasta, este necesara indicarea tipului instruirii — instruire in
institutii de invatamant superior, studii dupd finalizarea studiilor de licentd,
seminarelor, trainingurilor in sistemul de consulting si la intreprindere/ This section
must show the number of employees by personnel categories - managers,
specialists, employees, who, according to the personnel development strategy and
market environment requirements, must carry out training. Besides, it is necessary
to indicate the type of training — learning in higher education institutions, learning
for a postgraduate degree (master and doctoral studies), seminars and trainings in
the consulting system and work production trainings.

3. Metode active de
instruire/ Active
training methods

Luand in calcul faptul ca, dupa rezultatele instruirii, formele prioritare de instruire a
respondentilor au fost numite seminarele si trainingurile, consideram justificat ca,
in programa de instruire, si se evidentieze acest tip de instruire. In acest
compartiment, este necesara determinarea principalelor directii de instruire prin
seminare i traininguri dupd categorii de personal, indicand tematica si intrebarile
seminarelor si trainingurilor, precum si termenele desfasurarii lor, companiile de
consulting/ Taking into account that seminars and trainings were regarded as the
priority types of training by the respondents, we considered that the training
programme should include this type of instruction/training. This section determines
the main training directions for personnel through seminars and trainings, indicating
the topics and the questions for seminars and trainings, as well as the dates for their
deployment and the consulting companies.

4. Bugetul instruirii i
sursele sale de finan-
tare/ Training budget
and sources of funding

In acest compartiment, este necesard indicarea cheltuielilor pentru instruirea
personalului, precum si sursele de finantare a instruirii/ This section indicates the
costs for personnel training, as well as the training funding sources.

5. Evaluarea
cunostintelor/
Knowledge
Assessment

In acest compartiment, trebuie si fie determinate criteriile, dupd care se va
desfasura evaluarea cunostintelor obtinute si sd fie numiti membrii comisiei de
atestare/ This section should determine the criteria for knowledge assessment and
should nominate the members of the attestation committee.

Sursa: elaborare proprie/ Source: own elaboration

Noi presupunem ca structura propusa a Pro-
gramei de instruire orientatd spre piatd a lucratorilor
intreprinderii nu este severa si managementul superior
poate adauga unele compartimente ale programei dupa
propria dorinta in legatura cu specificul activitatii.

La momentul actual, managementul Tntreprin-
derii, la formarea potentialului lucratorilor, se conduce
de instruirea traditionald, care este ineficienta, fapt
demonstrat si de cercetdri: ea se realizeaza spontan,

We assume that the suggested structure of the
market-oriented programme for the personnel of a firm
is not severe and senior company management can add
some extra sections in it related to the specific
activities of that firm.

Currently, the firm management uses traditional
training for personnel, which is ineffective, a fact
demonstrated by the research: it is performed spon-
taneously, without an adequate programme, whereas
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fara o programa corespunzatoare, In timp ce relatiile
de piatd dicteaza alte cerinte pentru formarea poten-
tialului lucratorilor prin instruire.

In legiturd cu aceasta, putem mentiona urma-
toarele avantaje ale abordarii strategice prin
instruirea orientatd spre piata.:

1. In primul rind, abordarea propusi va permite
formarea personalului competitiv in perspectiva,
ceea ce va asigura competitivitatea Tntreprinderii.

2. In al doilea rand, el va crea conditii pentru
dezvoltarea strategicd a potentialului lucrato-
rilor in corespundere cu cerintele pietei muncii,
ceea ce va asigura echilibrul cererii si ofertei
fortei de munca.

3. Tnal treilea rand, este mai apropiat, dupa esent,
de strategia de dezvoltare a afacerii, ce va
asigura corespunderea strategiei de dezvoltare a
personalului cu strategia de dezvoltare a afacerii.

4. Tn al patrulea rand, el motiveaza lucritorii la
activitate productivd in perspectivd de lunga
duratd, ceea ce va asigura aderenta la organizatie.
O asemenea abordare va permite nu doar

dezvoltarea unui specialist bun, maistru in lucrul sau,
dar si crearea la el a sentimentului de apartenenta fata
de organizatie, educarea unui patriot al intreprinderii.
Aceasta este important, deoarece este greu de ghicit
actiunile omului in legatura cu organizatia in perspec-
tiva peste zece, doudzeci de ani. Dacd managementul
intreprinderii realizeaza strategia de ,crestere” a
potentialului uman, atunci, peste zece ani, el va avea
un specialist competitiv si nu va fi simplu de a-l
mentine In cadrul organizatiei.

Pe de altd parte, activitatea Intreprinderii se
dezvolta ciclic, la fel ca economia tarii, are perioade
de inflorire si de criza. Aceasta este realitatea eco-
nomiei de piata si este necesar de luat in calcul acest
moment. Anume, In perioada de bundstare a intre-
prinderii, trebuie sa mobilizeze sprijinul lucratorilor
competitivi, pentru ca, in perioada de criza, si nu
paraseascd organizatia, dar, din contra, sd primeasca
aceasta ca pe o tragedie proprie si sa contribuic la
iesirea intreprinderii din criza.

in conditiile contemporane, managementul
personalului devine din ce Tn ce mai important pentru
conducerea cu succes a Intreprinderii, nsa, 1n acelasi
timp, este din ce Tn ce mai complicat.

Abordarea propusd — dezvoltarea strategica a
potentialului uman prin instruirea orientata spre piata —
este bazatd pe prognoze viitoare de dezvoltare a
organizatiei, pe personalul ei. Aplicarea acestei abordari
in Moldova este actuald, deoarece, doar in baza ei, este
posibila crearea economiei competitive in conditiile
cresterii concurentei §i internationalizarii productiei.

Metoda propusda se rezuma la abordarea
strategicd In formarea si realizarea potentialului uman
al intreprinderii prin instruirea orientatd spre piata.
Pentru aceasta, este necesara intocmirea programei de
instruire Tn baza strategiei de dezvoltare a persona-
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market relations dictate other requirements for the
personnel.

In this connection, we can mention the following
advantages of the strategic approach through market-
oriented training:

1. Firstly, the suggested approach will allow the
development of competitive personnel in future,
which will ensure the competitiveness of the
firm.

2. Secondly, it will create conditions for the stra-
tegic personnel development that are in accor-
dance with labour market requirements, which
will ensure the balance of labour demand and
supply.

3. Thirdly, it is closer in its essence with the busi-
ness development strategy that will ensure comp-
liance of the personnel development strategy
with the business development strategy.

4. Fourthly, it motivates employees to productive
sustainable activity, which will ensure their
adherence to the organization.

Such an approach will develop not only a good
specialist, a professional, but also will create a sense of
belonging to the organization, educating in such a way
a patriot of the firm. It is important because it is
difficult to guess a person’s actions in connection with
the organization for the next ten or twenty years. If the
company’s management carries out the strategy of
personnel “growth”, then in ten years it will have a
competitive specialist, and it will not be easy to keep
him/her at the firm.

On the other hand, the activity of a firm is cyclic,
as well as a country’s economy, with flourishing
periods and periods of financial crisis. This is the rea-
lity of the market economy and it is necessary to take
into account this fact. It is namely during the welfare
period when the firm should support its competitive
employees, so that in times of crisis they should not
leave the organization, but, on the contrary, take it as
their own tragedy and help the firm to get out of the
financial crisis.

In current conditions, personnel management has
become increasingly more important for a successful
management of the firm, but at the same time, it has
become more complicated.

The suggested approach, namely, the strategic
personnel development through market-oriented trai-
ning, is based on perspectives of future development of
the firm and on its personnel. Applying this approach
in Moldova is very topical, because only in such a way
it is possible to create a competitive economy in
conditions of increasing competition and production
internationalization.

The proposed method is limited only to the stra-
tegic personnel development and realization approach
of a firm carried out through market-oriented training.
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lului, ce include calculul necesitatilor pentru instruirea
personalului si formarea bugetului instruirii. In timpul
intocmirii §i realizdrii instruirii, este de dorit ca
managementul sd apeleze la consulting.

Tn programa de instruire, se includ, in primul
rand, acei angajati a caror activitate este strans legata
de mediul extern, si perfectionarea cunostintelor
carora, in probleme legate de economia de piata, este
importantd, din punct de vedere strategic pentru intre-
prindere. Acestia sunt managerii (trei nivele de con-
ducere), marketologii, contabilii, juristii, tehnologii.

Metoda propusd de formare a potentialului
uman, prin instruirea orientatd spre piatd, va permite
analizate, ceea ce, in perspectivd, va duce la ridicarea
productivitatii muncii lucratorilor intreprinderii.

Tinand cont de faptul ca formele prioritare de
instruire a lucratorilor intreprinderii, dupa rezultatele
cercetarilor, au fost numite seminarele si trainingurile,
este necesar sd se indice directia instruirii pentru a
raspunde necesitdtilor economiei de piatd si a fi la
curent cu schimbarile care au loc in ea. Aceasta §i este
esenta instruirii orientate spre piatd si consecinta a ei,
este — formarea personalului competitiv in perspectiva.

Directia instruirii orientate spre piatd este
diferentiatd pe categorii de personal, in ceea ce
priveste functiile (sectorul de muncd). Pot fi eviden-
tiate urmatoarele directii ale instruiri orientate spre
piatd a personalului, prin desfasurarea seminarelor si
trainingurilor (tabelul 3).

Thus, it is necessary to prepare a training programme
based on a personnel development strategy which will
include the costs for training needs and for the training
budget.

Those employees whose job is closely related to
the external environment and whose deep knowledge
of the issues related to the market economy is stra-
tegically more important for the firm are, first and
foremost, included in the training programme. These
are managers (three management levels), experts in
marketing, accountants, lawyers, technologists.

The suggested method of personnel development
through market-oriented training will increase the
personnel competitiveness of the firms under analysis,
which will lead to enhancing labour productivity of the
employees of these firms in the future.

Given the fact that seminars and trainings are
considered priority types of personnel training, it is
required to indicate the training direction in order
to meet the needs of the market economy and be aware
of the on-going changes taking place in it. This is the
core of the market-oriented training and developing
perspective competitive personnel is the consequence
of it.

Market-oriented training is differentiated in terms
of personnel categories as to what functions they
perform (the work sector). The following training direc-
tions through seminars and trainings of the market-
oriented personnel can be pointed out (table 3).

Tabelul 3/ Table 3

Directii de instruire prin seminare si traininguri pe categorii de personal/
Training Directions through Seminars and Trainings for Personnel Categories

Categorii de personal/ Personnel Categories

Manageri / Managers Specialisti / Specialists
ST . . 2 = g - £
Directii de instruire (seminare, .56 .18 o 22 & - 2 = = 2
. . .. . . S Zc|¢g c .Eg 2| o= c - 7 X <4 2.2
traininguri)/ Training Directions (€5 &|Se 8| Z& |Z5|28| & | 28| 95 | S| £3
N LY. %mg C'Dg c T S €| EE G Role) T 28 © =0
(seminars, trainings) 559229 g8 |€3|eg| £ | e8| 5|2 22
S28|s=8| 82 55|68 5 S S 2 e = &2
TS © ©| D~ & D ] =) o Fg 5] ] = ©
=S>8 =| &8 <o o3 E| 2= | 5| £%
F I T o =2 < - <5
= =3 = =
1 2 3 4 5 6 7 8 9 10| 11
e La aspecte legate de schimbarea
bazei legislative a activitatii Tntre-
rinderii/ On issues related to chan-
P ) 153 ) ¢ A A A | A A
ging the legislation of the activity of
afirm
e La aspecte legate de schimbarea
contabilitatii, calcularea bazei impo-
zabile, a impozitului pe venit de la
persoanele juridice si altele/ On
: . A A A
issues related to accounting changes,
calculating the tax base, the income
tax from legal entities and others
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1 2 3

e La aspecte legate de schimbarea
legislatiei muncii si a inlesnirilor
sociale/ On issues related to changing| A A
the labor laws and social facilities

e La aspecte legate de functionarea
pietei resurselor (de capital, a hartii-
lor de valoare, a muncii), piata de
desfacere a productiei/ On issues
related to operating resources
(capital, capital issues, labor) market,
the market of factors of production

e La aspecte legate de schimbari in
progresul tehnico-stiintific, inovatii in
domeniul tehnologiei de productie/
On issues related to changes in| A A
scientific and technical progress, in
production technology innovations

e Inovatii in domeniul managementului
personalului, productiei, calitatii pro-
ductiei/ Innovations in the field of
personnel management, production,

production quality

Sursa: elaborare proprie/ Source: own elaboration

La organizarea instruirii prin intermediul
seminarelor si a trainingurilor, trebuie sa se ia in calcul
criteriile de eficientd a lor: scopurile instruirii; alegerea
celor mai potrivite forme si metode de invitare pentru
conditiile organizatiei; adaptarea procesului seminarelor
(trainingurilor) la sarcinile practice concrete ale orga-
nizatiei; crearea programei si a posibilitatii de a aplica
deprinderile obtinute in activitatea practicd; intocmirea
graficului optim de promovare a seminarelor (trai-
ningurilor); implicarea la seminare a specialistilor de o
calificare inaltd — profesorii; alegerea locului promo-
varii seminarelor (trainingurilor).

Concluzie

In urma cercetirilor, putem evidentia faptul ca
abordarea propusa, instruirea orientata spre piatd — va
permite formarea personalului competitiv in perspec-
tivd, ceea ce va asigura competitivitatea intreprin-
derilor autohtone si le va deschide cai de accedere mai
usoara spre noi piete de desfacere.

While organizing instruction through seminars
and trainings, it should be taken into account their
efficiency criteria: the learning goals, choosing the
most appropriate forms and methods for the orga-
nization; adapting the seminars (trainings) to solve
precise and practical tasks of the organization; deve-
loping the programme and giving the possibility to
apply the acquired skills in practice; setting up an
optimal schedule for seminars (trainings); involving
highly qualified specialists such as teachers to promote
seminars; choosing an appropriate venue for seminars
(trainings).

Conclusion

Having performed the research, we can underline
that the suggested approach and, namely, the market-
oriented training, will allow the development of future
competitive personnel that will ensure competitiveness
of many domestic firms and will open easier ways of
accession to new markets.
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