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Rezumat

Lucrarea analizeazda angajamentul si agili-
tatea resurselor umane, ca factori determinanti ai
performantei organizationale. Asigurarea unui nivel
tnalt al angajamentului si agilitatii resurselor umane
necesita practici flexibile si ajustabile in domeniul
resurselor umane, astfel incdt organizatiile sa depa-
seasca mai usor diferite situatii de ordin economic §i
social la care sunt expuse. In vederea aprecierii
angajamentului si agilitatii resurselor umane, in
cadrul organizatiei a fost realizat un sondaj de
opinie, chestionarul fiind instrumentul de colectare a
datelor. Chestionarul a inclus 10 afirmatii privind
angajamentul si 5 afirmatii privind agilitatea. Fie-
care dintre afirmatiile incluse in chestionar a fost
evaluata pe o scala Likert, de la 1 la 5. Rezultatele
demonstreazd ca respondentii au perceptii diferite
asupra afirmatiilor ce caracterizeaza angajamentul
si agilitatea resurselor umane.

Cuvinte-cheie: angajament, agilitate, perfor-
mantd organizationald, resurse umane, practici de
resurse umane

Clasificarea JEL: M10; M12; M14.

Introducere

Performanta organizationald depinde foarte
mult de calitatea practicilor de resurse umane imple-
mentate 1n cadrul organizatiei. Acestea pot avea efec-
te asupra nivelului de implicare a angajatilor si pot
influenta direct performanta organizationald. De ase-
menea, schimbarile permanente din societate, deter-
minate de anumite circumstante, impun remodelarea
comportamentului angajatilor in cadrul organizatiei,
inclusiv prin schimbarea mentalitatii si a abordarii,
aspecte caracteristice agilitatii. Chiar daca cercetarile
in domeniu au constatat o relatie pozitiva intre per-
ceptiile practicilor de resurse umane disponibile si
performanta la locul de muncd, mai putin este
cunoscutd masura in care angajatii percep aceste
practici ca fiind eficiente [12]. In acest context,
VanBeurden si colab. [23] considera ca implicarea si
comportamentul proactiv sunt mai ridicate atunci
cand angajatii percep practicile existente ca fiind
eficiente, iar absenta acestora este considerata irele-
vanta pentru activitatea lor.
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Abstract

The paper analyses human resource engage-
ment and agility as determinants of organisational
performance. Ensuring a high levels of human re-
source engagement and agility requires flexible and
adaptable HR practices, enabling organisations to
respond more effectively to the various economic and
social circumstances they may encounter. To assess
human resource engagement and agility, an opinion
survey was conducted within the organisation, using
a questionnaire serving as the data collection instru-
ment. The questionnaire comprised 10 statements
related on engagement and five statements related to
agility. Each statement in the questionnaire was rated
on a five-point Likert scale. The results indicate that
respondents hold different perceptions of the sta-
tements used to characterise human resource enga-
gement and agility.

Keywords: engagement, agility, organisatio-
nal performance, human resources, human resource
practices

JEL Classification: M10; M12; M14.

Introduction

Organisational performance depends to a great
extent on the quality of the human resource practices
implemented within the organisation. These practices
can affect the level of employee engagement and
can directly influence organisational performance.
Moreover, the constant changes occurring in society,
driven by various circumstances, require employees
to adapt their behaviour within the organisation,
including through changes in mindset and approach,
aspects that are characteristic of agility. Although
research in the field has identified a positive rela-
tionship between perceptions of available HR practices
and job performance, less is known about the extent
to which employees perceive these practices as
effective [12]. In this context, VanBeurden et al. [23]
argue that engagement and proactive behaviour are
higher when employees perceive existing practices as
effective, whereas the absence of such practices is
considered irrelevant to their work.

Improving organisational performance is an
important objective that requires increased attention

Revista / Journal ,, ECONOMICA” nr.3(137) 2026



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

Imbunatitirea performantei organizationale
este un obiectiv important, care necesitd o atentie
sporitd acordatd dezvoltarii capabilitatii angajatilor,
deziderat ce poate fi realizat printr-un angajament
sporit si prin dezvoltarea rezilientei acestora. Recu-
noscand ca performanta constituie piatra de temelie a
succesului organizational, devine imperativ sd se
acorde prioritate initiativelor care vizeaza cresterea
performantei angajatilor [3]. In acest context, Harter
si colab. [16] sustin ca organizatiile performante sunt
cele care inregistreaza o crestere a profitului ca ur-
mare a unei implicari mai mari din partea angajatilor.
Cu toate acestea, raportul Gallup din anul 2024 arata
ca, la nivel global, in anul 2023, doar 23% dintre
angajati erau implicati, 62% nu se considerau impli-
cati, iar 15% erau activ dezimplicati [apud 10].

in afard de aceasta, atingerea unui nivel pre-
dictibil de performantd poate avea loc printr-un pro-
ces continuu de adaptare a organizatiilor. In aceste
conditii, se impune dezvoltarea agilitatii fortei de
munca pentru a diminua rezistenta angajatilor la
schimbare. Drept urmare, agilitatea fortei de munca
depinde de modul in care angajatii gestioneaza si
raspund la schimbarile imprevizibile ale pietei.

Pornind de la cele mentionate, obiectivul pre-
zentei lucrari consta in analiza teoretica si aplicativa a
angajamentului si agilitatii resurselor umane, precum
si a perceptiilor personalului executant asupra acestor
factori determinanti.

Metodologia cercetarii

Prezenta lucrare este fundamentatd pe mai
multe metode de cercetare, fiecare avand partea sa de
contributie la atingerea obiectivului prestabilit. Ast-
fel, in vederea fundamentarii teoretice a angajamen-
tului si agilitatii personalului, au fost analizate mai
multe lucrdri publicate in reviste stiintifice indexate
in Web of Science, din domeniul managementului
resurselor umane si al comportamentului organiza-
tional. Analiza lucrarilor respective a permis contura-
rea cadrului teoretic al problemei cercetate, consti-
tuind o premisd pentru identificarea unor afirmatii
care reflectd angajamentul si agilitatea resurselor
umane si care au fost incluse in chestionarul elaborat
in acest scop. Astfel, In chestionar au fost inclusi 10
itemi/afirmatii aferenti angajamentului salariatilor si
cinci itemi care descriu agilitatea resurselor umane.
Sondajul de opinie a fost realizat in cadrul B.C.
MAIB S.A,, iar personalul de executie al bancii a
participat in calitate de respondenti. Sondajul a fost
realizat anual in randul personalului executant, iar
rezultatele sunt prezentate pentru ultimii trei ani. In
general, la sondaj au participat aproximativ 75% din
personalul executant al B.C. MAIB S.A., respectiv
1547 respondenti in anul 2023, 1806 — in anul 2024 si
1779 — in anul 2025. Luand in considerare faptul ca
MAIB SA are o cotad de piata de aproximativ 37% din
totalul serviciilor bancare, considerdm ca sondajul are
un nivel de reprezentativitate destul de buna.
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to the development of employee capabilities, a goal
that can be achieved through increased engagement
and the strengthening of employee resilience. Given
that performance is the cornerstone of organisational
success, it is essential to prioritise initiatives aimed at
increasing employee performance [3]. In this context,
Harter et al. [16] argue that high-performing organi-
sations are those that achieve profit growth as a result
of greater employee engagement. Nevertheless, the
Gallup report of 2024 showed that, globally, only
23% of employees were engaged in 2023 , while 62%
did not consider themselves engaged, and 15% were
actively disengaged [apud 10].

Furthermore, achieving a predictable level of
performance requires a continuous process of orga-
nisational adaptation. Under these conditions, deve-
loping workforce agility becomes necessary in order
to reduce employee resistance to change. Conse-
quently, workforce agility depends on how employees
manage and respond to unpredictable changes in
the market.

Based on the above considerations, the objec-
tive of this paper is to provide theoretical and applied
analysis of human resource engagement and agility,
as well as to examine non-managerial employees’
perceptions to these determinants.

Research Methodology

This paper is based on several research
methods, each contributing to the achievement of the
stated objective. Thus, to establish the theoretical
foundations of staff engagement and agility, a num-
ber of papers published in scientific journals indexed
in Web of Science, in the fields of human resource
management and organisational behaviour, were ana-
lysed. The analysis of these studies made it possible
to outline the theoretical framework of the research
problem and provide a basis for identifying sta-
tements reflecting human resource engagement and
agility, which were subsequently included in the
questionnaire developed for this purpose. Accor-
dingly, the questionnaire comprised 10 items/state-
ments related to employee engagement and five items
describing human resource agility. The opinion
survey was conducted at B.C. MAIB S.A., with the
bank’s non-managerial employees participating as
respondents. The survey was conducted annually
among non-managerial employees, and the results
are presented in this paper cover the most recent
three-year period. Overall, approximately 75% of the
non-managerial employees of B.C. MAIB S.A. par-
ticipated in the survey, comprising 1,547 respondents
in 2023, 1,806 in 2024 and 1,779 in 2025. Con-
sidering that MAIB S.A. holds a market share of
approximately 37% of total banking services, we
consider the survey to have a fairly good level of
representativeness.

The items included in the research were asses-
sed using a five-point Likert scale, where 1 represen-
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Pentru evaluarea itemilor inclusi in cercetare a
fost utilizata scala Likert de la 1 la 5, in care 1
semnificd aprecierea cea mai mica, iar 5 — aprecierea
cea mai mare. Rezultatele obtinute au fost grupate in
doua categorii. Prima categorie cuprinde respondentii
care au apreciat cu 4 si 5 itemii din chestionar, iar a
doua categorie cuprinde angajatii care au apreciat
aceiasi itemi cu 1, 2 si 3. De asemenea, trebuie men-
tionat ca rezultatele sunt prezentate in procente si
doar pentru prima categorie, adica pentru itemii care
au fost apreciati cu 4 si 5.

Rezultate si discutii

in opinia lui Gomes si colab. [14], angajamen-
tul fortei de munca reprezintd entuziasmul, implica-
rea si conexiunea energeticad a angajatilor cu acti-
vitatea lor profesionald. Desi existd o multitudine de
definitii ale angajamentului, In opinia noastrd, cea
oferitd de Shuck si Wollard [22] este una clara si
accesibila. Potrivit autorilor, angajamentul reprezinta
,energia cognitiva, emotionald si comportamentala pe
care un angajat o directioneaza spre rezultate organi-
zationale pozitive” [22, p. 90]. Potrivit lui Schneider
si colab. [19], principalul factor determinant al anga-
jamentului resurselor umane il constituie contextul
profesional in care angajatii percep organizatia ca
fiind orientatd spre obiective si demonstrand preocu-
pare pentru oameni. Angajamentul in munca reflectd
atitudinea afectiv-motivationala pozitiva, alcatuita
din trei dimensiuni: vigoare, dedicare si absorbtie
[18]. in opinia autorilor, vigoarea se caracterizeazi
prin niveluri ridicate de energie si rezilientd mentala
pe durata programului de munca, precum si prin
dorinta de a investi efort in munca si de a rezista la
dificultati. Dedicarea este asociatd cu sentimentul de
apartenentd, persistentd, inspiratie, mandrie si provo-
care pe care angajatul il resimte in timpul activitatii
sale. Absorbtia, la randul sau, reprezinta capabilitatea
angajatului de a se concentra pe deplin asupra mun-
cii. Totodata, Bano si Khatun [5] sustin ca nivelurile
de implicare si dedicare variazd foarte mult intre
angajati de la diferite niveluri ierarhice, precum si
intre angajatii care ocupa posturi diferite i au nive-
luri diferite de experientd. In afara de aceasta, Boccoli
si colab. [7] constata ca angajamentul salariatilor este
puternic influentat de variabile externe, sub forma
interactiunii sociale si a contextului organizational.
De asemenea, angajamentul in munca poate fi in-
fluentat de caracteristicile postului si anume: sprijinul
social din partea colegilor, importanta sarcinii si auto-
nomia, precum si factori legati de leadership, cum ar
fi relatia bund cu superiorii si experienta leader-
shipului transformational [9].

Angajamentul salariatilor este esential pentru
performanta organizationala, deoarece aduce o multi-
tudine de beneficii, si anume: productivitate sporita a
angajatilor, rate mai ridicate de mentinere a angaja-
tilor In organizatie, fluctuatie redusa a personalului,
epuizare profesionald redusa etc. Angajatii carora le

ted the lowest rating and 5 the highest. The responses
were grouped into two categories. The first category
comprised respondents who rated the questionnaire
items with scores of 4 or 5, while the second category
comprised employees who assigned scores of 1, 2 or
3. It should also be noted that the results are pre-
sented as percentages and refer exclusively to the first
category, i.e. response rated 4 or 5.

Results and Discussion

According to Gomes et al. [14], workforce
engagement represents employees’ enthusiasm, in-
volvement and energetic connection with their pro-
fessional activity. Although there are numerous defi-
nitions of engagement, in our view, the one offered
by Shuck and Wollard [22] is clear and accessible.
According to these authors, engagement is “the cog-
nitive, emotional and behavioural energy an employee
directs toward positive organizational outcomes” [22,
p. 90]. According to Schneider et al. [19], the main
determinant of human resource engagement is a work
context in which employees perceive the organisation
as goal-oriented and as demonstrating concern for
people. Work engagement reflects a positive affecti-
ve-motivational state consisting of three dimensions:
vigour, dedication and absorption [18]. According to
the authors, vigour is characterised by high levels of
energy and mental resilience while working, as well
as by a willingness to invest effort in one’s work and
to persist in the face of difficulties. Dedication is
associated with the sense of belonging, persistence,
inspiration, pride and challenge that employees expe-
rience in their work. Absorption, in turn, refers to the
employee’s ability to fully concentrate on their work.
At the same time, Bano and Khatun [5] argue that
levels of engagement and dedication vary conside-
rably among employees at different hierarchical
levels, as well as among employees holding different
positions and having different levels of experience.
Furthermore, Boccoli et al. [7] find that employee
engagement is strongly influenced by external varia-
bles in the form of social interaction and organisa-
tional context. Work engagement can also be influen-
ced by job characteristics, namely social support from
colleagues, task significance and autonomy, as well
as by leadership-related factors, such as a good
relationship with supervisors and the experience of
transformational leadership [9].

Employee engagement is essential for organi-
sational performance because it provides numerous
important benefits, namely: increased employee pro-
ductivity, higher employee retention rates, lower staff
turnover and reduced levels of burnout, among
others. Employees who lack sufficient engagement
at work are generally more likely to seek new em-
ployment opportunities outside the organisation.
Moreover, employee engagement is closely associa-
ted with employees’ individual job performance and
with overall organisational outcomes [4].
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lipseste angajamentul la locul de munca sunt mai
predispusi spre identificarea unor noi oportunitati de
angajare. In afard de aceasta, angajamentul salaria-
tilor este asociat cu performanta acestora la locul de
munca si cu rezultatele organizatiei [4].

Pornind de la faptul ca angajamentul salariatilor
contribuie la sporirea performantei organizationale,
pentru orice companie este important si identifice
acele practici si conditii care contribuie la cresterea
nivelul de angajament al personalului. In Tabelul 1
sunt prezentate aprecierile pentru cei 10 itemi inclusi
in chestionar, care reflectd conditiile favorabile unui
nivel sporit de angajament al angajatilor.

Given that employee engagement contributes
significantly to improved organisational performance
and the achievement of organisational objectives, it is
important for any company to identify the specific
practices and working conditions that help increase
and maintain a higher level of staff engagement.
Table 1 presents the ratings for the 10 questionnaire
items reflecting the main conditions considered con-
ducive to achieving a higher level of employee enga-
gement within the organisation.

Tabelul 1/ Table 1

Aprecierea itemilor ce caracterizeaza angajamentul personalului/
Assessment of items characterizing staff engagement

Itemii cuprinsi in cercetare/ Items included in the research

2023 2024 2025

La locul de munca simt respectul din partea colegilor/
At work, | feel respected by my colleagues

83 91 91

Sunt incurajat de colegi sa identific cele mai bune solutii la provocarile care

apar la locul de munca/

My colleagues encourage me to find the best solutions to challenges that arise

at work.

87 88 91

La locul de munca sunt apreciat de colegii mei/
At work, | am appreciated by my colleagues

86 85

Managementul superior comunica permanent realizarile si obiectivele

organizatiei, ceea ce ma motiveaza/

Senior management constantly communicates the organization’s achievements

and objectives, which motivates me

85 89 90

Apreciez oportunitatile de dezvoltare continua oferite de organizatie/
I value the continuous development opportunities offered by the organization

84 87 89

Postul de munca imi ofera libertate pentru organizarea si ordonarea sarcinilor

de muncé in mod independent/

My job gives me the freedom to organize and prioritize my work tasks

independently

80 87 90

Simt ca pot discuta deschis cu colegii de munca ideile si opiniile mele/
| feel | can openly discuss my ideas and opinions with my colleagues

88 89

Sunt mandru ca muncesc in aceasti organizatie/
| am proud to work for this organization

90 91 94

La locul de munca facem schimb de cunostinte si experienta in mod constant/
At work, we constantly share knowledge and experience

90 92 92

Per ansamblu, simt ca imi pot atinge obiectivele in materie de carierd in

aceastd organizatie/

Overall, | feel | can achieve my career goals in this organization

83 83

Sursa: elaborat de autoare/ Source: developed by the author

Rezultatele prezentate in Tabelul 1 demon-
streazd faptul ca ponderea respondentilor care au
apreciat cu 4 si 5 afirmatiile ce caracterizeaza angaja-
mentul salariatilor a fost, In general, in crestere in
perioada analizatd. Doar o singurd afirmatie, , La
locul de munca sunt apreciat de colegii mei” a
inregistrat o pondere mai mica in anul 2025, com-
parativ cu anul anterior. Totodata, observim ca cea
mai mare crestere a inregistrat-o afirmatia ,,La locul
de munca simt respectul din partea colegilor”.
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The results presented in Table 1 show that the
share of respondents who rated the statements cha-
racterising employee engagement with scores of 4
and 5 generally increased over the period analysed.
Only one statement, “At work, I am appreciated by
my colleagues”, recorded a lower share in 2025 com-
pared to the previous year. At the same time, the lar-
gest increase was recorded by the statement “Az work,
I feel respected by my colleagues”. The share of
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Ponderea angajatilor care au apreciat aceasta afir-
matie cu 4 si 5 a crescut de la 83% in anul 2023 pana
la 91% in anul 2025.

Cel de-al doilea factor determinant, cu impli-
catii directe asupra performantei organizationale se
refera la agilitatea resurselor umane. Potrivit lui
Giugula si Dinu [13], agilitatea fortei de munca este
perceputd ca o capabilitate strategicd multidimensio-
nald, alcatuitd din mai multe elemente: adaptabilitatea
competentelor, receptivitatea comportamentald si
pregatirea cognitiv-comportamentald pentru schim-
bare. Prin urmare, agilitatea fortei de munca depinde
de politicile de resurse umane implementate in cadrul
organizatiei, oferindu-i acesteia un avantaj in raport
cu concurentii. O fortd de munca agila contribuie la
cresterea agilitatii organizatiei. in acest context,
Sherehiy si colab. [20, p. 456-457] evidentiaza sapte
atribute ale agilitatii organizatiei, si anume: ,,1) flexi-
bilitate si adaptabilitate, 2) receptivitate, 3) viteza, 4)
integrare si complexitate redusa, 5) mobilizarea com-
petentelor de baza, 6) produse de inaltd calitate si
personalizate si 7) culturd a schimbarii”. In opinia lui
Huumonen [17], organizatia agild se caracterizeaza
printr-o ,,complexitate redusd, o delegare sporitd a
autonomiei si a adaptabilitatii structurii organizatio-
nale, o configurabilitate care se apropie de virtualitate
si o variatie a atributiilor de agilitate permisa la
nivelurile ierarhice inferioare” [17]. In acest context,
resursele umane au un rol determinant in asigurarea
agilitatii organizatiei deoarece, in opinia lui Bhatta-
charya si Wright [6, p. 19] ,,formele de capital ale
organizatiei reprezintd doar potentialitatile lor inerte,
capitalul uman este cel care transforma acest poten-
tial si energizeazd crearea de bogitie”. Pentru ca
angajatii sa reuseascd sa transforme potentialul inert
in creare de bogatie, Huumonen [17] sustine ca agi-
litatea fortei de munca are nevoie de practici de re-
surse umane orientate spre crearea unei forte de
muncé inovatoare si imputernicite, cum ar fi practi-
cile orientate spre relatii, delegarea puterii, imbogati-
rea posturilor, rotatia posturilor si munca in echipa.
Cercetand agilitatea resurselor umane, Alavi si colab.
[2] au identificat atribute de agilitate adaptiva, cum ar
fi rezilienta, si atribute ale agilitatii proactive, cum
este curajul, ca factori importanti ai agilitatii. Autorii
sustin cd agilitatea adaptiva se refera la modificarea
propriului comportament in raport cu mediul organi-
zational aflat in schimbare, in timp ce agilitatea pro-
activd are in vedere initierea unor activitati care
afecteaza pozitiv mediul organizational.

Aghaei si colab. [1] au constatat cd existd o re-
latie pozitiva semnificativa intre agilitatea angajatului
si performanta perceputd de acesta la locul de munca.
Aceastad relatie poate fi explicatd prin faptul ca
angajatii agili sunt considerati capabili s proceseze
rapid informatiile, sunt adaptabili, mai degraba decéat
reactivi, in medii de munca turbulente, precum si sunt
motivati de oportunitati de autodezvoltare [8].

employees who rated this statement with scores of 4
and 5 increased from 83% in 2023 to 91% in 2025.

The second determinant, with direct implica-
tions for organisational performance, is human
resource agility. According to Giugula and Dinu
[13], workforce agility is perceived as a multidimen-
sional strategic capability comprising several ele-
ments: adaptability of competencies, behavioural
responsiveness and cognitive-behavioural readiness
for change. Workforce agility therefore depends on
the HR policies implemented within the organisation,
giving it an advantage over its competitors. An agile
workforce contributes to greater organisational agi-
lity. In this context, Sherehiy et al. [20, pp. 456-457]
highlight seven attributes of enterprise agility, na-
mely: “1) flexibility and adaptability, 2) responsive-
ness, 3) speed, 4) integration and low complexity,
5) mobilization of core competencies, 6) high-quality
and customized products, and 7) culture of change”.
In the view of Huumonen [17], the agile organisation
is characterised by “reduced complexity, increased
delegation of autonomy and adaptability of the orga-
nizational structure, configurability approaching vir-
tuality, and variation of agility attributes permitted at
lower hierarchical levels” [17]. In this context, hu-
man resources play a decisive role in ensuring orga-
nisational agility because, according to Bhattacharya
and Wright [6, p. 19], “the organization’s forms of
capital represent only their inert potential; it is human
capital that transforms this potential and energizes the
creation of wealth”. For employees to succeed in
transforming inert potential into wealth creation,
Huumonen [17] argues that workforce agility requires
HR practices aimed at building an innovative and
empowered workforce, such as relationship-oriented
practices, delegation of authority, job enrichment, job
rotation and teamwork. In their study of human
resource agility, Alavi et al. [2] identified attributes of
adaptive agility, such as resilience, and attributes of
proactive agility, such as courage, as important fac-
tors of agility. The authors argue that adaptive agility
refers to changing one’s own behaviour in response
to a changing organisational environment, while
proactive agility involves initiating activities that
positively affect the organisational environment.

Aghaei et al. [1] found a significant positive
relationship between employee agility and employees’
perceived level of job performance. This relationship
can be explained by the fact that agile employees are
generally considered capable of processing informa-
tion quickly and effectively, are adaptive rather than
reactive in turbulent and rapidly changing work
environments, and are motivated by opportunities for
continuous self-development [8].

Workforce agility largely depends on how
effectively employees manage and respond to chan-
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Agilitatea fortei de munca depinde de modul
in care angajatii gestioneaza si raspund la schimbarile
din conditiile imprevizibile ale pietei. Agilitatea for-
tei de munca include proactivitatea, adaptabilitatea si
rezilienta [21]. Activitatile de resurse umane, cum ar
fi autonomia la locul de munca, imbogatirea compe-
tentelor in cadrul postului, participarea angajatilor,
instruirea angajatilor, diversitatea competentelor si a
sarcinilor de munca contribuie la agilitatea fortei de
muncd [15] si, prin urmare, o fortd de munca agila
poate imbunititi performanta organizationala [11]. In
Figura 1 sunt prezentate cinci afirmatii/itemi cu efec-
te asupra agilitatii angajatilor din cadrul organizatiei.

Managementul superior utilizeaza in mod constant
sugestiile si propunerile clientilor pentru a
imbunatati calitatea serviciilor prestate/ Senior
management constantly uses customer suggestions
and proposals to improve the quality of services

ges occuring in unpredictable market conditions.
Workforce agility includes three important dimen-
sions: proactivity, adaptability and resilience [21].
HR activities such as workplace autonomy, job-
related skill enrichment, employee participation,
employee training, and diversity of skills and work
tasks can make an important contribution to work-
force agility [15], and consequently an agile work-
force can contribute to improved organisational
performance [11]. Figure 1 presents five statements/
items reflecying the main factors that influence
employee agility within the organisation.

in echipa mea, luarea unei decizii este urmata
de o evolutie foarte rapida a lucrurilor/ In my
team, a decision is followed by very rapid

progress
90 88
88 86
86 84
82
2023 2024 2025
in cadrul organizatiei, procesele sunt
imbunatatite si armonizate in mod constant/
Within the organization, processes are
constantly improved and harmonized
85 83
80
80 78 .
S
2023 2024 2025

Organizatia actioneaza prompt la schimbarile
care au loc pe piata bancard/ The organizations
responds prompthy to changes in the banking

provided
100
94 92
"= 0 B
o N
2023 2024 2025
Echipa mea identifica solutii impreuna si
actioneaza imediat atunci cand este necesar/ My
team identified solutions togheter and acts
immediately when necessary
94 93 93
92 91
o0 1R
2023 2024 2025
94 93
93
92
91
90
89
88

2023

market
92
2024 2025

Figura 1. Aprecierea itemilor ce caracterizeaza agilitatea resurselor umane/
Figure 1. Assessment of items characterizing human resource agility
Sursa: elaborata de autoarel Source: developed by the author
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Rezultatele prezentate in Figura 1 aratd cd
respondentii au perceptii diferite asupra afirmatiilor
ce caracterizeaza agilitatea resurselor umane. Dintre
itemii inclusi in cercetare, afirmatia ,, Procesele sunt
imbundtatite si armonizate in mod constant in cadrul
organizatiei” a inregistrat cea mai mica apreciere.
Desi aceastd apreciere a fost in crestere, doar 83%
dintre respondenti au apreciat aceastd afirmatie cu 4
si 5 pe scala Likert. De asemenea, constatdm cé ite-
mul ,, Managementul superior utilizeaza in mod
constant sugestiile si propunerile clientilor pentru a
imbunatati calitatea serviciilor prestate” a primit o
apreciere mai mica din partea respondentilor, in anul
2025, comparativ cu anul 2024. Acest rezultat
demonstreaza ci viteza de reactie a managementului
superior la sugestiile si propunerile clientilor s-a redus,
ceea ce impune o atentie sporitd asupra acestui aspect.
Spiritul de echipa este apreciat cu 4 si 5 puncte de 93%
dintre respondenti, fapt ce indicd un nivel ridicat al
cooperdri in cadrul organizatiei si incurajarea cola-
bordrii dintre angajati in vederea identificarii celor
mai eficiente solutii pentru organizatie.

Concluzii

Performanta organizationald reprezintd una
dintre preocupdrile majore ale managementului su-
perior, constientizdnd, totodatd, cd resursele umane
au un rol esential in atingerea unui nivel corespun-
zator de performantad. Cercetarile in domeniu releva
faptul ca angajamentul si agilitatea resurselor umane
constituie factori importanti care contribuie la
sporirea performantei organizationale.

Cercetarea empirica realizatd asupra angaja-
mentului si agilitatii resurselor umane demonstreaza
faptul cd practicile de resurse umane necesita o adap-
tare continua pentru a sustine nivelul de angajament
si agilitate al personalului. Totodata, cercetarea empi-
rica realizatd asupra angajamentului si agilitatii resur-
selor umane releva existenta unor aspecte si procese
ce pot fi Tmbunatatite pentru a spori performanta
individuala si cea organizationala.

Aprecierea itemilor ce caracterizeaza angaja-
mentul si agilitatea resurselor umane de cétre perso-
nalul executant, in calitate de respondenti, indica
necesitatea unor preocupdri suplimentare din partea
managementului superior si a specialistilor in resurse
umane. Preocupdrile acestora trebuie sd conduca la
mentinerea unui nivel ridicat al angajamentului si
agilitatii resurselor umane, constientizand ca, doar in
acest mod, pot face fatd provocarilor si schimbarilor
economice si sociale care devin tot mai frecvente.

The results presented in Figure 1 show that
respondents hold different perceptions of the state-
ments characterising human resource agility. Among
the items included in the research, the statement
“Processes are constantly improved and harmonised
within the organisation” received the lowest rating.
Although this rating has been increasing, only 83%
of respondents rated this statement with scores of 4
and 5 on the Likert scale. We also note that the item
“Senior management constantly uses customer
suggestions and proposals to improve the quality of
services provided” received a lower rating from res-
pondents in 2025 compared to 2024. This result may
suggest a perceived decline in senior management’s
responsiveness to customer suggestions and propo-
sals, which calls for increased attention to this aspect.
Team spirit was rated with scores 4 and 5 by 93% of
respondents, indicating a high level of cooperation
within the organisation and the encouragement of
collaboration among employees in order to identify
the most effective solutions for the organisation.

Conclusions

Organisational performance is one of the
major concerns of senior management, which is also
increasingly aware that human resources play an
essential role in achieving and maintasining an
adequate level of organisational performance. Re-
search in the field shows that human resource enga-
gement and agility are important factors contributing
to higher level of organisational performance.

The empirical research on human resource
engagement and agility shows that HR practices
require continuous adaptation and improvement in
order to sustain appropriate levels of employee enga-
gement and agility over time. At the same time, the
empirical findings reveal certain aspects and pro-
cesses that can be further improved to enhance both
individual employee performance and overall orga-
nisational performance.

The ratings assigned by non-managerial em-
ployees, as respondents, to the items characterising
human resource engagement and agility indicate the
need for additional and continuous efforts on the part
of senior management and HR specialists. These
efforts should contribute to maintaining high levels of
human resource engagement and agility, bearing in
mind that this approach can strengthen organisations’
ability to cope effectively with the economic and
social challenges and changes that are becoming
increasingly frequent.
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