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Globalizarea si internationalizarea piegei mun-
cii au determinat mobilitatea ridicatd a fortei de
muncd intre tari. Managerii moldoveni sunt, tot mai
mult, influentati de practicile manageriale europene,
in contextul in care fluctuatia cadrelor este destul de
mare, iar necesitatea de specialisti bine pregatiti este
tot mai vadita. Prin urmare, adoptarea unor strategii
si politici motivationale eficiente,menite sa atraga si
sa mentind personalul calificat, este o cerintd impe-
rativa pentru managerii autohtoni.

Cuvinte-cheie: motivarea personalului,salariu
minim,bunastarea la locul de munca.

JEL: M12, M51, M52, M54.

Introducere. Acordul de Asociere dintre Repu-
blica Moldova si Uniunea Europeana, semnat in anul
2014, vizeaza cooperarea economica cu tarile mem-
bre, inclusiv in articolul 22, se stipuleaza faptul ca
cooperarea include gestionarea eficace si profesio-
nistd a resurselor umane si dezvoltarea carierei [1].

Cooperarea, bazatd pe schimbul de informatii
si pe cele mai bune practici, poate acoperi o serie de
aspecte, care urmeaza sa fie identificate in cadrul
urmatoarelor domenii:

— egalitatea de sanse, care vizeaza Tmbunatitirea
egalitatii de gen si asigurarea egalitdtii de sanse
intre barbati si femei, precum si combaterea
discriminarilor de orice tip (art. 32, f).

— politica sociala, care denotd sporirea nivelului
de protectie sociald, inclusiv in domeniul asis-
tentei sociale si al asigurarilor sociale, precum
si modernizarea sistemelor de protectie socia-
13, In ceea ce priveste calitatea, accesibilitatea
si viabilitatea financiara (art.32, g);

— promovarea sanatatii si a sigurantei la locul de
munca (art. 32, 1) [1].

Tn acest context, autorul isi propune si ana-
lizeze cele mai relevante strategii si tehnici motiva-
tionale ale organizatiilor europene, in scopul pre-
luarii si adaptarii bunelor practici In cadrul organi-
zatiilor din Republica Moldova.

Material si metodi. Tn acest articol, sunt pre-
zentate rezultatele unor investigatii teoretice si prac-
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Introduction. The Moldova — European Union
Association Agreement, signed in 2014, targets the
economic cooperation between the state members,
including, in article 22 it is stipulated that the
cooperation includes effective management of human
resources and career development [1].

Cooperation based on exchanging information
and the best practices, can cover a series of aspects
that follows to be identified in the following areas:

— equality of chances, that targets the improvement
of equality between genders, offering the same
chance to both men and women, and fighting
against discrimination of any kind (art. 32, f).

— social policy, that aims the improvement of the
social protection level, including the domain in
social assistance and social insurances, as well
as modernizing the social protection systems
regarding the quality, accessibility and financial
viability (art. 32, 9);

— promoting health and security at the workplace.
(art. 32, 1) [1].

In this context, we propose to analyse the most
relevant strategies and motivational techniques of
the European organizations, for the purpose of
taking over and adapting the good practices within
organizations from the Republic of Moldova.

Material and methods. In this article are pre-
sented the results of the theoretical and practical
investigations that are related to the improvement of
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tice, ce tin de perfectionarea managementului mo-
tivarii personalului in Republica Moldova. Suportul
informational si statistic al lucrarii 1l constituie actele
legislative si guvernamentale cu referire la salarizare,
informatiile oferite de Barometrul Edenred-Ipsos si
datele studiului efectuat de autor, aplicat pe un
esantion de 40 de manageri si 357 de angajati din
personalul de executie din cadrul a 55 de organizatii
din Republica Moldova. In scopul realizarii acestui
articol, s-au utilizat diverse metode de cercetare,
precum: metoda analizei si sintezei, metoda compa-
ratiei, metoda gruparii si a seriilor cronologice,
prelucrarea statistica a datelor.

Rezultate si discutii. Incepand cu anul 2004,
Compania Edenred si Institutul Francez de Cerce-
tare Ipsos desfdgoard o anchetd anuald privind per-
ceptiile si asteptarile profesionale ale angajatilor.
Obiectivul principal al studiilor este de a afla opinia
exacta a angajatilor despre conditiile de lucru, fiind
catalogat drept observator al ocuparii salariale.

In fiecare an, chestionarul din 10 intrebari aco-
pera teme recurente, organizate in jurul a cinci indi-
catori-cheie:

— increderea angajatilor in viitorul com-
paniei lor;

— preocuparile lor profesionale;

— bunastarea lor la locul de munca,

— schimbari in motivatia lor,

— loialitatea fata de compania lor.

Aspectele ce tin de resursele umane sunt adau-
gate la aceste subiecte principale, ceea ce face posi-
bila explorarea unor teme actuale, precum: ocupa-
rea fortei de munca, viata profesionald mai lunga si
trecerea la exigentele societatii digitale [2].

Datele Barometrului din 2016 arata ca, la nivel
european, 7 din 10 angajati (71%) au atitudine pozi-
tiva in ceea ce tine de bunastarea lor la locul de
muncd. Angajatii, din tarile care au Inregistrat cel
mai inalt scor, se axeazd pe componentele emotio-
nale, si anume: satisfactia la locul de munca, un loc
de munca interesant, conditii de munca adecvate si
increderea n viitorul profesional.

Conform datelor Barometrului, 86% dintre cei
14 000 de respondenti au o idee clard despre ceea
ce se asteaptd de la ei la locul de munca, In com-
paratie cu 55% dintre respondentii studiului efec-
tuat de autor 1n organizatiile autohtone [4].

De asemenea, din numarul angajatilor intervie-
vati, 73% au afirmat cd au un job interesant, iar
71% — ca sunt respectati de catre managerii firmelor
la care lucreaza. 61% dintre angajati sunt satisfacuti
de conditiile de lucru si considerd cd managerii
acordd o atentie semnificativa dezvoltarii compe-
tentelor profesionale si formarii profesionale.
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the staff motivation in the Republic of Moldova.
Informational and statistic support of the project
consists of legislative and governmental acts with
reference to payment. This information is offered by
Edenred-Ipsos Barometer and Stuay data, made by
the author, being applied on a sample of 40 mana-
gers and 357 employees from 55 organizations of
the Republic of Moldova. Various research methods
were used for the present article, such as: analysis
and synthesis method, the comparison method, the
group and chronological series method and the sta-
tistical data processing.

Results and discussions. Beginning with
2004, Edenred Company and the French institute of
research Ipsos, performs an annual investigation on
professional expectations of employees. The main
goal of the investigation is to find out what exactly
the employees think about the working conditions,
being classified as an observer of wage employment.

Every year, the questionnaire consists of 10
questions, which covers recurring themes, organi-
zed on five key-indicators:

— employees’ confidence in the future of

their company;

— professional concerns;

— wellbeing at work;

— changes in motivations;

— employees’ loyalty to company.

The aspects connected to human resources are
added to these main themes, which make possible
exploring of some actual themes, such as: labour
employment, longer professional life and suitching
to the demands of the digital society [2].

The Barometer data from 2016 shows that, on
European level, 7 from 10 employees, which repre-
sent 71%, have an optimistic view about their well-
being at work. The employees from countries with
the highest score focus on emotional components,
such as: satisfaction work, interesting a job, ade-
quate working conditions and confidence in the
future of their company.

According to Barometer data, 86% out of 14 000
respondents, have a clear idea about the expectations
from them on the job, in comparison with 55% of
the respondents, who were involved in the research
made by the author in local organizations [4].

Also, 73% told that they have an interesting job,
and other 71% affirm that are respected by their
managers. 61% of the employees are satisfied with the
working conditions, and consider that managers pay
significant attention to the development of professional
competencies and vocational education and training.

If we consider separate countries, the employees’
level of satisfaction concerning the wellbeing at
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Daca e sd analizam, pe tari separate, nivelul de
satisfactie al angajatilor privind bundstarea la locul
de muncad, atunci observam ca, pentru 74% (cel mai
mare indicator) dintre angajatii germani, aceasta
este la un nivel inalt si doar 63% (cel mai mic
indicator) dintre angajatii italieni sunt satisfacuti de
acest aspect. Abordarea este efectuatd, in functie de
nivelul mediu, de 71%, scor obtinut per totalul res-
pondentilor implicati in studiu.

Bunastarea la locul de munca are un impact
puternic motivational. 37% dintre angajatii europeni
au o atitudine foarte pozitiva, considerdnd ca
bunastarea lor la locul de munca are o crestere a
motivarii (fatd de 14% dintre cei care sunt ,,destul de
pozitivi” si 5% dintre cei care au o opinie negativa in
privinta bunastarii lor la locul de munca). Totusi, pe
parcursul ultimilor 3 ani (2014-2016), Barometrul
Edenred-Ipsos 2016 aratd ca nivelul salarial i
pastrarea locului de munca ramdn principalele
motive de preocupare pentru salariatii europeni,
concomitent, a crescut nivelul de insatisfactie fati
de timpul prea indelungat petrecut la munca.

Tn medie, 36% dintre angajatii europeni se
declarda multumiti de calitatea vietii lor profesio-
nale. Cei mai multumiti sunt finlandezii (53%),
austriecii (51%) si germanii (49%). Angajatii ro-
mani nu sunt tocmai multumiti de calitatea vietii
profesionale, plasandu-se pe locul 9 Tn randul celor
14 tari participante la studiu. Doar 39% dintre
angajatii romani se declard multumiti de viata lor
profesionald. De asemenea, romanii sunt printre cei
mai putin fericiti salariati din Europa: doar 31%
declara ca, adesea, sunt satisfacuti de munca lor,
fatda de 38% media europeana.

Cu toate acestea, romanii sunt printre cei mai
motivati: 74% dintre angajatii romani declarda ca
motivatia lor la munca este constanta sau in cres-
tere, fatd de 69% media europeana.

Facand comparatie cu datele studiului efectuat
de autor, observam ca 73% dintre respondenti sau
cu o medie ponderata de 1,07 (Scala lui Likert) con-
siderd ca angajatii satisfacuti aduc mai multi bani
organizatiei in care lucreaza [4].

De asemenea, angajatii autohtoni sunt foarte
preocupati de nivelul salarial si de puterea lor de
cumparare, nemultumiti de viata lor profesionala si,
mai degraba, neimpliniti de munca lor, astfel, este
firesc ca acestia sd aibad asteptari mari de la anga-
jatori in aceste directii.

Diagnosticarea aspectelor motivationale, deter-
Minarea tehnicilor motivationale si a sistemului de
recompense aplicat in organizatiile din RM au evi-
dentiat faptul ca gradul de satisfactie al angajatilor
este peste medie (3-3,65), pe 0 scard de la 1 (foarte
redus), la 5 (foarte nalt); doar 13% dintre cei inter-

worki, than we observe the fact that for 74% (the
highest indicator) of German employees, ththis is the
highest level, and only for 63% (the smallest
indicator) of the Italian employees, are satisfied with
this aspects. The approach is done with reference to
the medium level of — 71%, indicator obtained from
the total number of respondents.

The wellbeing at work has a strong motiva-
tional impact. 37% of the European employees are
very positive, considering that their wellbeing at
work increases motivation (14% consider it “quite
positive” and 5% have a negative opinion on their
wellbeing at work). However, over the last 3 years
(2014-2016) Edenred-lIpsos Barometer 2016, shows
that salary level and job keeping remain the main
reasons for European employees’ concern, at the
same time, has increased the level of dissatisfaction
on the long time spent at work.

On average, 36% of European employees are
satisfied with the quality of their professional life.
The most satisfied are the Finns (53%), the Austri-
ans (51%) and Germans (49%). Romanian employ-
ees are not satisfied with the quality of their pro-
fessional life, ranking 9" out of 14 countries partici-
pating in the study. Only 39% of Romanian employ-
ees are pleased with their professional life. Also,
Romanians are among the least happy employees in
Europe: only 31% say they are happy with their
work, compared to 38% of the European average.

However, Romanians are among the most moti-
vated: 74% of Romanian employees say that their
motivation for work is constant or rising, compared
to 69% of the European average.

Comparing with the author’s study data, we
notice that 73% of respondents or a weighted ave-
rage of 1.07 (Likert's Scale) consider that pleased
employees bring more money to the company they
work for [4].

Also, local employees are very concerned about
their wages and their purchasing power, dissatisfied
with their professional life and rather unfulfilled by
their work, so, it is natural for them to have big
expectations from employers in these directions.

The diagnosis of the motivational aspects, the
determination of the motivational techniques and
the reward system applied in Moldovan organiza-
tions showed that satisfaction level of the employees
is above average (3-3,65), on a scale from 1 (very
low) to 5 (very high); only 13% of those interviewed
appreciate rewards as fairly high compared to their
work colleagues, 43% appreciate the equity of re-
wards at medium level and 23% to a small extent;
only 25% of the respondents consider that the salary
corresponds to the effort, while the other 75% deny
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vievati apreciazd recompensele ca fiind echitabile, Tn
mare masurd, in raport cu colegii de munca, 43%
apreciaza echitatea recompenselor la nivel mediu,
iar 23% in mica masura, doar 25% dintre respon-
denti considera ca salariul corespunde efortului, iar
ceilalti 75% infirma acest lucru, fiind nemultumiti de
raportul salariu-efort depus etc. [4].

Desi salariul mediu nominal, in Republica
Moldova, in 2016, a constituit 5084 lei, salariul
minim garantat de stat este unul foarte mic si cu
tendinte modeste de crestere in urmatorii ani.

In conformitate cu Hotirarea Guvernului nr.
242 din 27.04.2017, incepand cu 1 mai 2017, sala-
riul minim garantat in sectorul real se stabileste in
marime de 14,09 lei pe ord, sau 2380 de lei pe luna,
calculat pentru un program complet de lucru, in
medie, de 169 de ore pe lund,mai mare cu 280 lei,
in comparatie cu luna ianuarie 2017[3]. Estimat n
euro, la cursul oficial al BNM la 01.09.2017 (1 euro
— 20,98 lei), acesta depaseste putin peste 100 euro.

Tendinta pozitivd de crestere a salariului
minim garantat, Tn perioada 2010-2017, nu a dus
nemijlocit la cresterea satisfactiei angajatilor mol-
doveni. Aceastd afirmatiec este determinatd de
rezultatele obtinute in urma aplicarii diferitelor
metode de calcul al trendului salariului minim n
sectorul real al Republicii Moldova (tabelul 1).

this, being dissatisfied with the salary-effort report,
etc. [4].

Although the nominal average salary in the
Republic of Moldova in 2016 amounted to MDL
5084, the state guaranteed minimum salary is very
small and with modest growth tendencies in the
following years.

According to the Government Decision no. 242
of April 27, 2017, starting with 1 May 2017, the mi-
nimum wage guaranteed in the real sector is set at
MDL 14,09 per hour, or MDL 2380 per month,
calculated for a full-time work program of 169 hours
a month, more with 280 lei compared to January
2017 [3]. Estimated in euro at the NBM official
exchange rate on September 1, 2017, (EUR 1 - MDL
20.98) it exceeds just over EUR 100.

The positive trend of raising the minimum gua-
ranteed salary during 2010-2017 did not directly
increase the satisfaction of the Moldovan employees.
This is determined by the results obtained by applying
different methods of calculating the minimum wage
trend in the real sector of Republic of Moldova
(table 1).

Tabelul 1/Table 1

Trendul salariului minim Tn sectorul real al Republicii Moldova Tn perioada 2010-2017
determinat prin ajustarea liniard / The minimum wage trend in the real sector of Moldova during
2010-2017determined by linear adjustment

al RM, lei, (y) / Minimum wage . _

Year in the real S(Z():tor of RM, lei, (g/) Time, T Y= 1616,25+95,29t
2010 1100 -7 -7700 49 949,22
2011 1100 -5 -5500 25 1139,8
2012 1300 -3 -3900 9 1330,38
2013 1400 -1 -1400 1 1520,96
2014 1650 1 1650 1 1711,54
2015 1900 3 5700 9 1902,12
2016 2100 5 10500 25 2092,7
2017 2380 7 16660 49 2283,28
Total 12930 0 16010 168 12930

Sursa: elaborat de autor / Source: elaborated by the author

Calculul parametrilor a si b ai functiei liniare
de ajustare analitica pentru:

Calculation of the a and b parameters of the
linear analytical function for:

a=2Y 12930 1616 25 1ei/ MDL )
n 8

p= 2V 10010 _ g5 o9 1ei/ MDL @)
st? 168

Revista / Journal ,,ECONOMICA” nr.4 (102) 2017




INTEGRARE EUROPEANA SI POLITICI SOCIALE | EUROPEAN INTEGRATION AND SOCIAL POLICIES

Analiza trendului ascendent al salariului minim,
in sectorul real al Republicii Moldova, In perioada
2010-2017, determinat prin ajustarea liniard si
ajustarea dupd o parabold de gradul II atestd o
tendintd medie, anuald, de crestere cu circa 95,29 lei.

In acelasi context, considerim obiectiv pro-
nosticul cu privire la salariul minim Tn sectorul real
al Republicii Moldova, in urmatorii 5 ani, perioada
2018-2022, prezentat in Tabelul 2, determinat prin
ajustarea liniard, deoarece eroarea medie relativa
de aproximatie,prin aceasta metoda, este mai mica
(4,57%), in raport cu 10,73% (functia parabolei de
gradul doi).

The analysis of the minimum wage trend in the
real sector of the Republic of Moldova in the period
2010-2017, determined by the linear adjustment and
adjustment after a second-degree parable, attests an
average annual growth trend of about MDL 95.29.

In the same context, we consider more objec-
tively the forecast of the minimum wage in the real
sector of Moldova over the next 5 years, during 2018-
2022 presented in Table 2, determined by the linear
adjustment, because the relative approximation error
by this method is lower (4.57%) compared to 10.73%
(the second-degree parabola function).

Tabelul 2/Table 2

Pronosticul asupra salariului minim Tn sectorul real al RM Tn perioada 2018-2022 /
The minimum wage forecast in the real sector of Moldova during 2018-2022

Salariul minim n sectorul real al Republicii Moldova, lei, dupd functiil
Anul/Year Minimum wage in the real sector of the Republic of Moldova, MDL, by functions
y.-1616,25+95,29t ¥:-1531,56+95,29t-3,22t2
2018 7:=1616,25+95,29x9=2473,86 ¥:=1531,56+95,29%9-3,22x81=2128,35
2019 y1=1616,25+95,29x11=2664,44 7:=1531,56+95,29% 11-3,22x121=2190,13
2020 y1=1616,25+95,29x13=2855,02 7:=1531,56+95,29% 13-3,22x169=2226,15
2021 y1=1616,25+95,29x15=3045,6 7:-1531,56+95,29%15-3,22x225=2236,41
2022 y1=1616,25+95,29x17=3236,18 7:=1531,56+95,29% 17-3,22x289=2220,91

Sursa: elaborat de autor / Source: elaborated by the author

De asemenea, putem trage concluzia ca trendul
salariului minim in sectorul real al Republicii Mol-
dova,pentru perioada 2010-2017, determinat dupa
functia parabolei de gradul II, este prea pesimist,
tinand cont de faptul ca, in 2017, in raport cu 2010,
salariul minim in sectorul real al Republicii Mol-
dova a crescut de doud ori, de la 1100 lei in anul
2010, la 2380 lei in anul 2017. Mentiondm ca, in
anul 2017, creste si salariul mediu pe economie cu
circa 250 lei, atingdnd suma de 5300 lei. Chiar si in
asa conditii, salariul riméne putin satisfacator pen-
tru angajatii organizatiilor din RM.

Comparand salariile minime in cele 28 de state
membre ale UE si Republica Moldova, observam ca
marimea salariului minim din RM detinea, in
ianuarie 2017, o pondere de 5,03% din salariul mi-
nim al Luxemburgului sau 42,79% din cel mai mic
salariu minim din Uniunea Europeanad, cel al Bulga-
riei (235 euro) (Tabelul 3). Daca e sa ne referim la
ponderea salariului minim din sectorul bugetar
(1000 lei sau aproximativ 47,6 euro) in salariul
minim al angajatilor din UE, atunci aceasta este si
mai mica, situdndu-se ntre 2,38% si 20,25%.

We can also conclude that the trend of the mini-
mum wage in the real sector of the Republic of
Moldova for the period 2010-2017, determined by
the function of the second degree parable, is too low,
considering that in 2017 compared to 2010, the
minimum wage in the real sector of Moldova has
increased twice, from MDL 1100 in 2010 to MDL
2380 in 2017. We can mention that in 2017 the
average salary on the economy increased by about
MDL 250, reaching the amount of MDL 5300. Even
so, the salary is not sufficient for employees of the
Moldovan organizations.

Comparing the minimum wages between the 28
EU Member States and the Republic of Moldova, we
can see that the minimum wage in the Republic of
Moldova held in January 2017, 5,03% of Luxem-
bourg's minimum wage or 42,79% of the lowest
minimum wage from the European Union, Bulgaria
(EUR 235) (Table 3). If we are referring to the share
of the minimum wage in the public sector (MDL
1000 or about EUR 47,6) in the minimum wage of
the EU employees, it is even lower, ranging between
2,38% and 20,25%.
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Salariul minim in statele UE si Republica Moldova, 2017 /

Tabelul 3/Table 3

Minimum wage in the EU and the Republic of Moldova, 2017

Ponderea salariului
Ponde_rea} saI?riqui minim al brEIgr:eltrngGisrmethK/II‘L;L
a".gajam? rm se?tor“l. r.eal salariul minim
Mirimea din RM in salariul minim n s
N salariului | reglementat in tarile UE/The reglementat in tarile
r. . . ’ UE/The minimum
crt/No. Tara/Country mlr_nm/ minimum wage share of wage share in the
Minimum |employees in the real sector of Moldovan budget
wage, euro | the Republlc of Moldova in sector in the
the.mlnlmum wage regulated minimum wage
in the EU countries, % regulated in the EU
countries, %
* The Republic of Moldova 100,57 - -
** 1 The Republic of Moldova 47,6 - -
1. Luxembourg 1999 5,03 2,38
2. Ireland 1563 6,43 3,04
3. The Netherlands 1552 6,48 3,06
4, Belgium 1532 6,56 3,10
5. Germany 1498 6,71 3,18
6. France 1480 6,79 3,22
7. Great Britain 1397 7,19 3,41
8. Spain 826 12,17 5,76
9. Slovenia 805 12,49 5,91
10. |Malta 736 13,66 6,47
11. |Greece 684 14,70 6,96
12. |Portugal 650 15,47 7,32
13. |Estonia 470 21,39 10,13
14. |Poland 453 22,20 10,51
15. |Slovakia 435 23,11 10,94
16. |Croatia 433 23,22 10,99
17. |Hungary 412 24,41 11,55
18. |Czech Republic 407 24,71 11,69
19. |Latvia 380 26,46 12,52
20. | Lithuania 380 26,46 12,52
21. |Romania 275 36,57 17,31
22. |Bulgaria 235 42,79 20,25

Sursa: elaborat de autor n baza sursei [6] / Source: elaborated based on [6]
* Salariul minim din sectorul real al angajatilor din RM [3] / The minimum salary in the real sector

of Moldovan employees [3]

**Salariul minim din sectorul bugetar pentru categoria | de salarizare (1000 lei) [5] /
Minimum salary in the budget sector for the first salary category (MDL 1000)[5]

De la 1 ianuarie 2017, 22 dintre cele 28 de

Starting with January 1, 2017, 22 of the 28 EU

Member States have the minimum wage regulated.
Only Denmark, Italy, Cyprus, Austria, Finland and
i Sweden do not have a minimum wage.

1
1
1
state membre ale UE au salariul minim reglementat. |
Doar Danemarca, Italia, Cipru, Austria, Finlanda si i
Suedia nu au salariu minim.
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Pentru comparatie, salariul mediu in UE era de
1192 de euro pe lund in ianuarie 2017. Comparativ
cu 2008, salariul minim pe economie in 2017,
exprimat in euro, a crescut n fiecare stat membru
care are un salariu minim, cu exceptia Greciei, unde
s-a inregistrat o scadere de 14%.

Intre 2008 si 2017, salariul minim s-a dublat Tn
Bulgaria (+109%) si Romania (+99%). in plus,
Slovacia (+80%), precum si tarile baltice — Estonia
(+69%), Letonia (+65%) si Lituania (+64%) — au
inregistrat cresteri semnificative.

Romaénia intrd, de asemenea, 1n categoria
statelor care au salarii minime sub 500 de euro. De
la 1 februarie 2017, salariul minim pe economie
este de 1450 de lei (roni) — aproximativ 322 de
euro, ramanand pe penultimul loc in topul statelor
europene privind salariul minim pe economie.

Tn acest context, Tn martie 2017, la cea de-a
60-a aniversare a Tratatului de la Roma din 1957,
care a stat la baza constructiei europene, sefii de
stat si de guvern europeni s-au referit la stabilirea
unui salariu minim Tn toate statele membre,
respectand, in acelasi timp, practicile nationale §i
rolul partenerilor sociali din fiecare tara.

In baza dinamicii nivelurilor efective si ajus-
tate ale salariului minim Tn sectorul real al Repu-
blicii Moldova, pentru perioada 2010-2017, prog-
nozele sunt destul de pesimiste. Astfel, cu o asa
tendinta,salariul minim in sectorul real al angaja-
tilor din Republica Moldova va atinge nivelul celui
din Bulgaria (4935 lei) de-abia in anul 2031, a
celui din Romania (5700 lei), Tn anul 2035.

Pronosticul este destul de pesimist, in con-
textul 1n care fostele tari ale URSS au un salariu
minim reglementat de 380 euro/7980 lei (Letonia,
Lituania). Conform calculelor noastre, Republica
Moldova va atinge acest nivel al salariului minim
de-abia peste 30 de ani.

For comparison, the average salary in the EU was
EUR 1192 per month in January 2017. Compared
with 2008, the minimum wage in 2017, expressed in
euro, increased in each Member State, except for
Greece, where there was a decrease of 14%.

Between 2008 and 2017, the minimum wage
doubled in Bulgaria (+ 109%) and Romania (+ 99%).
Also, Slovakia (+ 80%) and the Baltic countries —
Estonia (+ 69%), Latvia (+ 65%) and Lithuania (+
64%) have registered significant improvements.

Romania also enters into the category of coun-
tries with minimum wages below EUR 500. As
of February 1, 2017, the minimum wage is RON
1450 - about EUR 322, remaining on the penul-
timate place in the top of the European minimum
wage states.

In this context, in March 2017, at the 60th anni-
versary of the Treaty of Rome 1957, which under-
pinned European construction, the Heads of State
and Government of Europe mentioned about the
setting of a minimum wage in all Member States,
while respecting national practices and the role of
the social partners in each country.

Based on the dynamics of the actual and adjus-
ted minimum wage levels in the real sector of
Moldova for the period 2010-2017, forecasts are not
positive. Thus, with such a trend, the minimum wage
in the real sector of Moldovan employees will reach
the level of Bulgaria (MDL 4935) only in 2031, the
one in Romania (MDL 5700) in 2035.

The forecast is not gratifying, in the context that
the former USSR countries have a minimum regu-
lated salary of EUR 380/MDL 7980 (Latvia, Lithua-
nia). According to our calculations, the Republic of
Moldova will reach this minimum salary level in just
over 30 years.

Tabelul 4/Table 4

Pronosticul asupra salariului minim in sectorul real al Republicii Moldova Tn perioada 2022-2046 /
Minimum wage forecast in the real sector of Moldova during 2022-2046

Anul / Salariul minim in sectorul real al RM, dupi functia liniara / Minimum wage in the real
YeL;r sector of the Republic of Moldova, according to the linear function
y:-1616,25+95,29t
2022 7=1616,25+95,29x17=3236,18
2031 V11=1616,25+95,29%x35=4951,15
2035 V12=1616,25+95,29x43=5713,72
2046 J13=1616,25+95,29%x67=8000,68

Sursa: elaborat de autor / Source: elaborated by the author
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In ceea ce priveste asigurarea si securitatea
sociald, statele membre UE 1si stabilesc propriile
norme de asigurari sociale in functie de circumstan-
tele proprii. UE coordoneaza normele de asigurari
sociale (Regulamentul (CE) nr. 987/2009 al Parla-
mentului European si al Consiliului din 16.09.2009
de stabilire a procedurii de punere in aplicare a
Regulamentului (CE) nr. 883/2004 privind coordo-
narea sistemelor de securitate sociald) numai in
masura necesara pentru a se asigura ca cetatenii UE
nu isi pierd drepturile la asigurdri sociale atunci
cand se deplaseaza in Uniune.

Aceasta Inseamna ca prestatiile oferite, condi-
tille de acordare (in functie de perioada de activi-
tate), durata lor si suma platitd se stabilesc conform
legislatiei tarii-gazda. Prin urmare, dreptul la
prestatii difera de la un stat membru la altul.

Implementarea tehnologiilor digitale in cadrul
companiilor europene au un impact pozitiv.

Pentru majoritatea angajatilor europeni, tehno-
logiile digitale au un impact pozitiv sau neutru
(80%) asupra motivatiei lor profesionale. Indiferent
de tard, 1 din 2 angajati europeni considera ca teh-
nologiile digitale 1i ajutd sa Isi dezvolte competentele
profesionale (51%) si au un impact pozitiv asupra
autonomiei in muncd (41%) si asupra calitatii vietii
profesionale (48%). Tehnologiile digitale au, de ase-
menea, consecintele benefice asupra lucrului in echi-
pa, considera 46% dintre angajatii europeni.

Ca rezultat al cercetarilor, formuliam urmatoa-
rele concluzii:

1. Gestionarea eficace §i profesionistd a resurse-
lor umane si dezvoltarea carierei este una din-
tre prevederile Acordului de Asociere a Repu-
blicii Moldova cu Uniunea Europeana, preve-
dere de care tara noastra trebuie sa tina cont. in
acest context, organizatiile economice isi vor
elabora politica de resurse umane orientata spre
o motivare eficienta si echitate sociald, preluand
bunele practici ale companiilor europene cu un
management motivational performant.

2. Nivelul salarial si pdstrarea locului de munca
raman principalele motive de preocupare pen-
tru salariatii europeni. Salariul minim, Tn sec-
torul real al Republicii Moldova, este de 17 ori
mai mic decit marimea salariului minim ga-
rantat reglementat in Luxemburg si de circa 2
ori mai mic decat cel al Bulgariei (ultima in
clasamentul european in ceea ce priveste mari-
mea salariului minim garantat), iar conform
pronosticului efectuat Tn baza dinamicii nive-
lurilor efective si ajustate ale salariului minim,
in sectorul real al Republicii Moldova pentru
perioada 2010-2017, prognozele sunt destul de
pesimiste. Astfel, cu o asa tendinta,salariul mi-
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Regarding insurance and social security, EU Mem-
ber States set their own social security rules according
to their own circumstances. The EU coordinates
social insurance rules (Regulation (EC) No. 87/2009
of the European Parliament and of the Council of
16.09.2009 laying down the procedure for imple-
menting Regulation (EC) No 883/2004 on the coor-
dination of social security systems) only to ensure
that EU citizens do not lose their social insurance
rights when moving within the Union.

This means that the benefits provided, the con-
ditions for granting (depending on the period of
activity), their duration and the amount paid are
determined according to the legislation of the host
country. Thus, the right to benefits differs from one
Member State to another.

Implementing digital technologies in the Euro-
pean companies have a positive impact.

For the majority European employees, digital
technologies have a positive or neutral (80%) effect
upon their professional motivation. Indifferent of the
country, 1 or 2 European employees consider that di-
gital technologies help to develop their professional
competence (51%) and have a positive impact upon
the work autonomy (41%) and upon the quality of
the professional life (48%). Digital technologies also
have positive consequences upon team work, 46% of
Europeans think so.

As a result of researches, we form the following
conclusions:

1. Efficient and professional management of the
human resources and career development is one
of the stipulations of the Association Agreement
of Republic of Moldova with the European
Union, a forecast that our country needs to take
into account. In this context, economical organi-
zations will elaborate a policy of human reso-
urces oriented to have a more efficient motivation
and social equity, taking over the efficient
methods of the European companies with a
motivational and a performance management.

2. The level of the salary and keeping the work-
place remain the main reasons of concern for the
European employees. The minimal salary in the
real sector of Republic of Moldova is 17 times
less than the minimal size of the salary guaran-
teed in Luxembourg and 2 times less than the
one from Bulgaria (the last in the European
ranking regarding the size of the minimal sala-
ry), according to the forecast conducted on the
base of efficient dynamic levels and adjusted to
the minimal salary in the real sector of the
Republic of Moldova for the period of 2010-
2017, the forecasts are quite pessimistic. Thus,
with such a tendency the minimal salary in the
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nim in sectorul real al angajatilor din Repu-
blica Moldova va atinge nivelul celui din Bul-
garia (4935 lei) de-abia Th anul 2031, iar a celui
din Romania (5700 lei), in anul 2035.Aceste
date constituie o explicatie elocventa a migratiei
moldovenilor in statele membre UE si un factor
demotivational considerabil.

. Analiza si sinteza bunelor practici motivatio-

nale, din cadrul companiilor internationale si
europene, denota faptul ca politica salariala nu
este singurul element ce comportd un caracter
mobilizator asupra comportamentului motiva-
tional al angajatului. Siguranta locului de
muncd, conditiile de munca, oportunititile de
dezvoltare profesionald si personald, promova-
rea pe scara ierarhica sunt printre factorii cei
mai importanti care produc satisfactie.

real sector of the employees from the Republic
of Moldova will hit the same levels as Bulgaria
(MDL 4935) only in 2031, but the same level as
Romania (MDL 5700) will be hit in 2035. This
data is an eloguent explanation of the migration
of the Moldovans in the member states of the
UE and is a considerable demotivation factor.

. The analysis and synthesis of the efficient

methods used by the international and European
companies, denotes the fact that the wage policy
is not the single element with a mobilizing cha-
racter upon the motivational behaviour of the
employee. The safety of the workplace, working
conditions, opportunities of professional and
personal development, promotion on the hierar-
chical scale are some of the main factors that
produce satisfaction.

Bibliografie/Bibliography:

. Acordul de Asociere intre Republica Moldova si Uniunea Europeana, 2014. Disponibil: http://www.

mfa.gov.md/img/docs/Acordul-de-Asociere-RM-UE.pdf (vizitat 18.07.2017).
Edenred-Ipsos Barometer, 2014-2016. Disponibil: http://www.edenred.com/en/discover-barometre-

edenred-ipsos-barometer (vizitat 19.07.2017).

. Hotararea Guvernului nr. 242, cu privire la cuantumul minim garantat al salariului in sectorul real. In:

Monitorul Oficial nr. 134-143, art. 321 din 28.04.2017.
ILCIUC, Catalina. Analiza influenfei manageriale asupra motivatiei personalului in organizatiile din
Republica Moldova. In: Revista Economica. nr. 2 (100), iunie 2017. Chisinau: ASEM. p. 62-67. ISSN

1810-9136.

Legea cu privire la sistemul de salarizare Tn sectorul bugetar nr. 355-XVI din 23.12.2005. in:

Monitorul Oficial, nr. 35-38 din 03.03.2006.

Salariul minim in statele Uniunii Europene. Banca de date statistice Eurostat. Disponibil:
http://ec.europa.eu/eurostat/data/database (vizitat 10.07.2017).

Revista / Journal ,,ECONOMICA” nr.4 (102) 2017


http://ec.europa.eu/eurostat/data/database

