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Actualitatea managementului inovational este
determinata de schimbarile economice, tehnologice,
informationale, sociale si culturale survenite in lumea
modernd, la nivel global. In conditiile unei concurente
acerbe, atdt pe pietele mondiale, cdt si pe cele natio-
nale, nicio companie, care se straduieste sd supra-
vietuiasca si sd fie competitiva, nu isi poate permite sa
stea pe loc, ca sa-si mentind status-quo-ul atins.

Tn acest articol stiintific, se analizeazd proble-
mele actuale ale managementului inovational, se pune
accent pe importanta leadership-ului si activitatii de
team-building in scopul eficientizarii procesului ino-
vational. Pe baza rezultatelor studiului efectuat, se
trag concluzii si se fac recomandari echipelor cross-
functionale ale organizatiei.

Cuvinte-cheie: inventie, inovatie, management ino-
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Introducere. Schimbdrile permanente ale mediu-
lui Inconjurdtor necesitd o dezvoltare continud a
organizatiilor de afaceri pe baza aplicarii inovatiilor.
Trebuie subliniat faptul ca companiile de succes, con-
form estimarilor realizate de cercetatori cunoscuti [1, 2,
3], se deosebesc de cele mai putin eficiente, in primul
rand, prin aceea cd managementul companiilor perfor-
mante examineaza inovatiile nu ca pe un eveniment
episodic sau de o singura folosinta pentru toata perioada
ulterioara. Liderii organizatiilor orientate spre excelenta
trateaza inovarile ca pe un proces continuu de solicitare
a businessului la schimbdrile care au loc in mediul
extern. Tn plus, liderii de succes, in opinia noastra, de
asemenea, pornesc de la faptul ca legatura reciproca,
dintre factorii mediului intern si extern ai organizatiei,
nu poate fi exprimatd printr-o anumitd dependentd
liniara. Intotdeauna intervine probabilitatea si sistemul
complicat al evenimentelor si factorilor umani, socio-
culturali, economici, tehnologici si informationali.

Dar pentru ca interactiunea acestora sa fie in con-
cordantd cu conceptul de sinergie si sd favorizeze
realizarea efectului corporativ sinergetic, aceasta trebuie
sa fie analizatd si constituitd de catre manageri, pe de o
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Introduction. Constant changes in the outside
world predetermine the need for on-going development
of the business organizations, which are based on
innovations. According to the famous researchers [1, 2,
3], the successful companies differ from others, less
successful, first of all, by the fact that their manage-
ment does not consider innovations to be as a one-time
or occasional exercise in the company’s whole life. The
leaders of highly effective organizations treat their
companies as an on-going business process that reacts
to changes occurring in the external world. Moreover,
the successful leaders, to our mind, proceed from the
fact that the interrelation of internal and external
organizational factors is not just a linear relation. It is
always a complex and probable system of human,
social, cultural, economic, technologic, and informa-
tional factors and events.

In order to ensure that the factors’ interaction is
based on the principle of synergy and promotes the
corporate synergy, on the one hand, the managers
should analyse and develop the interaction according
the lean approach. This approach is known in the orga-
nizations for the development of strategies, plans, busi-
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parte, desigur, din perspectiva unei abordari rationale.
Aceasta abordare, dupa cum se stie, presupune elabo-
rarea 1n cadrul organizatiei a strategiei, planurilor, proiec-
telor de afacere, structurii organizatorice, metodelor,
mecanismelor de gestionare, axate pe inovare. Pe de alta
parte, avand Tn vedere gradul de incertitudine, riscul,
imprevizibilitatea procesului inovator, ar trebui sa fie
implicate si folosite in companie si asa-numitele puteri
,,S0ft power” (strategii blande) sau utilizati factori care se
manifestd ca si irationali. Acestia includ leadership-ul,
inainte de toate, fiindca contribuie la formarea si rea-
lizarea potentialului uman al personalului angajat in
organizarea muncii intelectuale, spirituale, emotive,
profesionale si de afaceri. Numai pe aceastd baza —
valorificarea corespunzitoare a potentialului uman — este
posibild activitatea eficientda in echipd caracterizata
printr-o eficacitate si o coeziune inalti. Acest lucru se
realizeaza datoritd faptului ca leadership-ul si team-
building-ul (procesul de constituire a unei echipe eficace)
promoveaza antrenarea in procesul de inovare atat a
managerilor si a angajatilor companiei, cat si, intr-0
forma sau alta, a clientilor, furnizorilor, reprezentantilor
societatii civile (ai statului) si comunitatilor locale.
Capacitatea managerilor, de a tine cont de situa-
tia creatd, contribuie, intr-o mai mare masura, la reali-
zarea procesului de implementare a inovatiilor si le
permite acestora sa le puna in aplicare in cadrul orga-
nizatiei cu cea mai mare eficientd. In acest sens, ar
trebui sd remarcim ca problema-cheie a intreprin-
derilor, care nu au atins efectul sinergetic, in opinia
noastra, este lipsa de competentd manageriala, fapt ce
nu permite realizarea potentialului uman prin interme-
diul leadership-ului si activitatii de lucru in echipd,
actiuni ce corespund esentei managementului inova-
tional. In acest context, sarcina publicatiei de fatd o
vedem in concentrarea atentiei asupra unor aspecte
esentiale ale managementului inovational, asociate cu
formarea organizatiilor orientate spre inovare prin
exercitarea leadership-ului si team-building-ului.
Metodologia si aspectele teoretice ale cerce-
tirii. Tn continuare, vom analiza studiile teoretice ale
unor autori cunoscuti atat din tard, cat si din straindtate
[enumerati in bibliografie] care, in opinia noastra,
constituie o baza metodologica solidd pentru adopta-
rea unor solutii inovationale eficiente. Experienta com-
paniilor de succes, prezentate Th cadrul investigatiei,
demonstreazd acest lucru. Experienta respectiva poate
servi, de asemenea, la inceput, drept exemplu de inva-
taminte si recomandari pentru organizatiile de afaceri,
inclusiv din Republica Moldova. Tn al doilea rand,
experienta celor mai inovatoare companii de succes a
devenit, deja, parte din stiinta si arta conducerii si, in
consecintd, obiectul unor dezbateri intense atit in
cercurile academice, cat si in randul managerilor.
Managementul inovational este calificat de catre
multi cercetatori [2; 5; 6; 7] ca fiind o combinatie a
diferitelor strategii, planuri, sisteme, forme, metode,
structuri de gestionare a activitdtii de inovare in orga-

ness projects, structures, methods, and management
mechanisms focused on innovations. On the other
hand, taking into account the uncertainty, risk, and
unpredictability of innovation processes, the companies
should incorporate in their work also “soft powers” or
factors that manifest irrationality. The latter, primarily,
includes the leadership because it promotes the deve-
lopment and fulfilment of human potential of the
people involved in the organization — their intellectual,
spiritual, emotional, professional, and business poten-
tial. As a result, the successful teamwork, its high
cohesion and performance, is only possible on the
grounds of enabling the staff’s potential. In achieving
that goal, the leadership and team-building promote not
only the engagement of managers and company’s staff
in the innovation processes but also, in different forms,
of clients, suppliers, society or state representatives and
local communities.

The ability of managers to take into account such
conditions to a larger degree corresponds to the notion
and goals of innovations and lead to their effective
implementation in the organizations. In this regard, the
key problem of companies that do not reach the
synergistic performance, to our mind, consists in the
lack of the managerial competences. They enable the
human potential through the leadership and teamwork,
which are at the core of innovation management. In
this context, the aim of this article is to focus on a
range of innovation management issues related to the
building up the innovation-oriented organization based
on the leadership and team-building.

Methodology and theoretical aspects of the stu-
dy. We believe that the research of recognized national
and foreign scholars [see bibliography], which is analy-
sed below, provide a good theoretic framework for ma-
king the effective innovative decisions. In this regard,
the experience of successful companies, first of all,
proves the validity of the theoretic framework. Second,
it serves as a model for conclusions and recommen-
dations suggested to the business-organizations, inclu-
ding those operating in Moldova. And, third, it has
already become a part of the management art and
science and, therefore, the subject of intensive discus-
sions among scholars as well as managers.

The majority of scholars [2; 5; 6; 7] describe the
innovation management as a set of strategies, plans,
systems, forms, methods, and structures for managing
the innovation activities at organizations to achieve
efficiency and competitiveness. The use of mentioned
elements of the innovation management is conditioned
by the specifics of innovation activities. They are lin-
ked to the high degree of risks inherent to innovations
due to the incomplete or inaccurate information about
variables, performance indicators, and innovation
advantages; unclear goals, interests, and behaviour of
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nizatii, cu scopul de a obtine eficientd si competitivitate.
Utilizarea, insd a componentelor sus-numite ale mana-
gementului inovational se datoreazd particularitatilor
de risc, specific inovatiilor, generat de informatiile
incomplete sau inexacte despre parametrii, indicatorii
de performanta si avantajele inovatiilor, incertitudinea
atingerii obiectivelor propuse, interesele si comporta-
mentul angajatilor implicati in procesul de inovare,
tendintele imprevizibile ale situatiei economice, precum
si de riscurile comerciale, de productie, de credit, finan-
ciare si de alta natura. In contextul managementului
inovational este necesar de facut diferentd intre inovatie
si inventie, lucru important pentru formarea la intre-
prinderi a portofoliilor corespunzatoare.

Inovatie (din engl. innovation — inovatie, innoire)
— modificarea bunurilor si serviciilor in procesul de
productie, 1n structura socio-economicd a societatii,
stiintd, culturd, educatie si in alte domenii de activitate
legate de utilizarea riscurilor intelectuale si orientate
spre modernizarea proceselor de productie, eficienti-
zarea acestora si/sau economisirea cheltuielilor. Aces-
tea, de asemenea, sunt examinate ca fiind un proces
complex de creare, dezvoltare si lansare a noilor pro-
duse si servicii, de productie si implementare a tehno-
logiilor avansate, a metodelor progresiste de organizare
si gestionare a muncii care reprezintd principalele
motoare ale inovarii [5, pag. 12, 14]. Inovatiile sunt
rezultatul final al introducerii inventiilor cu scopul de a
modifica obiectul gestionat si de a obtine efecte eco-
nomice, sociale, comerciale, tehnico-stiintifice sau de
altd naturd. Totodata, inventiile pot fi inregistrate si sub
forma de descoperiri, marci inregistrate, brevete, know-
how, rezultate ale cercetarilor de marketing [5; 6].

Peter Drucker, in cercetarile sale, clasa inovatiile
la competentele de baza ale fiecarei organizatii [7]. Din
punct de vedere procesual si de elaborare a proiectelor,
managementul inovational implicd urmatoarele etape:
investigatii si cercetari de marketing, formarea porto-
foliilor de inventii si inovari, acumularea activelor
financiare, formarea si gestionarea proiectelor si proce-
selor inovatoare, realizarea rentabilitatii fondurilor
investite in procesul de inovare, in conformitate cu
criteriile si indicatorii stabiliti in prealabil. Dintre
evidentiata competitivitatea. La evaluarea inovatiei,
vom porni de la faptul ca competitivitatea produsului/
serviciului sau organizatiei se caracterizeaza prin gradul
de satisfacere a nevoilor specifice in comparatie cu alte
obiecte similare prezente pe aceastd piatd. Drept bazi
metodologicd a activitdtii managerilor si angajatilor, in
ceea ce priveste analiza competitivitatii, pot servi
modelele si conceptiile ,,celor cinci forte competitive”
ale lui Michael Porter (amenintarea noilor intrati in
sector, puterea de negociere a furnizorilor, amenintarea
produselor de substitutie, rivalitatea intre concurentii
deja existenti pe piatd, puterea de negociere a clien-
tilor); ,,Lantul valoric” al firmei (un instrument de
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participants in the innovative process; unpredictability
of trends in economic situations; as well as comercial,
production, credit, financial, and other types of risks.
The innovation management distinguishes innovations
and novelties because this division influences the
building of corresponding portfolios.

Innovations are the changes in the production of
goods and services, in the social and economic rela-
tions, science, culture, education, and in other fields of
activities, which are related to the use of intellectual
resources and directed to the modernization of produc-
tion process, its efficiency and/or cost saving. They are
also viewed as a complex process of creating and
releasing new goods and services; production and
introduction of modern technologies; best practices of
work organization and management — all of which
represent the key innovation fields [5, p. 12, 14]. Inno-
vations are the final outcome of novelties introduction
in order to change the management system and to
achieve the economic, social, commercial, technolo-
gical, economic or other effects. Together with this, the
novelties could be formalized as discovery, invention,
trademark, patents, know-how, and marketing research
results [5; 6].

In his research, Peter Drucker considered the
innovations to be the core competence of each orga-
nization [7]. From the perspectives of processes and
project developments, the innovation management
includes the following stages: marketing research and
studies; building up novelties” and innovations’
portfolios, accumulation of financial assets, setting up
and managing the innovation process and projects,
ensuring the returns from innovations based on pre-
established criteria and indicators according to the set
criteria and indicators. The innovation performance
criteria, in its turn, include competitiveness. In
innovations’ assessment, we proceed from the fact that
competitiveness is the ability of a company’s product or
service to satisfy the specific needs of people in
comparison to the similar objects of another company
exposed in the given market. A number of M. Porter’s
models and concepts could serve as a theoretical
framework for the innovation managers and staff in
analysing the level of competition. They include M.
Porter’s “Five Forces”: the threat of new entrants,
bargaining power of suppliers, threat of substitutes,
industry rivalry, and bargaining power of buyers or
customers. The other model is “Value Chain”: the
income of an organization or its value is related to the
certainty in buyers’ willingness to pay. It appears as a
result of the interplay of the supporting activities (e.g.
firm infrastructure, human resource management,
development of technologies, and procurement) and
primary or main activities (inbound logistics, operations,
outbound logistics, marketing and sales, and service)
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descriere a modului in care se creeaza valoarea pentru
care clientii sunt dispusi sa pldteascd), apare ca rezultat
al relatiilor dintre diferite tipuri de activitati (infrastruc-
tura companiei; Managementul Resurselor Umane;
Dezvoltarea Tehnologicd; Aprovizionarea); Modelul
strategiilor generice (leadership-ul prin costuri — redu-
cerea cheltuielilor, leadership-ul prin diferentiere —
furnizarea valorilor unice si superioare in termeni de
calitate; Focalizarea — furnizarea serviciilor pe o piatd
tinta ngusta sau pe o piata extinsa) [3, pag. 33, 87, 319,
320, 4]. Efectuarea analizei inovarilor in cadrul intre-
prinderilor, in conformitate cu metodologia propusa,
poate asigura managerilor si angajatilor o argumentare
solidd a avantajelor competitive ale Tntreprinderii n
ramurd, tinand cont de concurenta existentd in domeniu.

Prin implementarea managementului inovational,
dintr-o perspectiva strategicd, in opinia noastra, este
necesar s se porneascd de la faptul ca inovatiile dau
sens oricarei strategii a companiei, sursele cérora, la
dezvoltarea strategiilor corporative, dupa P. Drucker,
pot fi: evenimentele neasteptate sau esecurile, schim-
barile bruste in structura ramurii sau a pietei, schim-
barile demografice; modificarile in perceperea obiec-
tivelor, noile cunostinte [8]. Pe baza abordarii strategice
a inovatiilor este posibila si o analiza mai fundamentata
a continutului portofoliului de inventii si inovatii. Drept
exemplu de realizare a acestor exercitii de tip analitic,
in cadrul Intreprinderii, pot servi cercetarile cunoscu-
tului om de stiintd Fatkhutdinova R.A. [6].

and, finally, the “Generic Strategies” model (the cost
leadership — cost minimization, differentiation — offering
unigue and hign values in terms of quality, and focus
offering services on a target market or on a larger market
diversification) [3, pp.33, 87, 319, 320; 4]. The analysis
of innovations at a company in accordance with the
presented methodology can provide the innovation
managers and staff with the most complete set of the
company’s competitive advantages in industry rivalry.

In implementation of the strategic innovation
management, to our mind, it is important to proceed
from the fact that innovations are the basis of any
strategy at a company. Their sources for elaborating the
corporate strategy, according to P. Drucker, are: the
unexpected events or a failure, noncongruence, sadden
changes in the industry’s or market’s structure;
demographic changes; perception or attitude changes,
and new knowledge [8]. The strategic approach to
innovations leads to a more complete and sound
analysis of portfolio’s innovations and novelties. To
bring an example for such an analysis at a company,
we shall refer to the research of a famous scholar
Fathutdinov P.A. [6].

Tabelul 1/ Table 1

Analiza inovirilor cu scopul elaboririi strategiei organizatiei
/ Innovation Analysis for the Development of Organization Strategies

Tipurile de bazi ale inovirii, necesare pentru punerea Strategiile de baza ale organizatiei/
in aplicare a strategiei organizatiei/ Key Innovations Needed Basic Organization Strategies
for the Implementation of Organization Strategy/ K/Q | PP C \Vi E/P
1 2 3 4 5 6
1. Crearea unui produs complet nou in baza inventiilor/ Innovation- + + +
led creation of a completely new product
2. Imbunatitirea calititii produsului, pe baza know-how-ului/ Know- +
how-led improvement of a product on the market
3. Implementarea noilor tehnologii bazate pe inventii/ Invention-led +
introduction of new technologies
4. Perfectionarea tehnologiilor existente bazate pe know-how/ +
Know-how-led improvement of existing technologies
. Imbunatatirea organizarii procesului de productie in baza know-how/ +
Know-how-led improvement of production set up
. Perfectionarea procesului de organizare a muncii bazate pe know- +
how/ Know-how-led improvement of work organization
Formarea sau perfectionarea sistemului de management/ Building + + + +
or improving the management system
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1

Imbunitatirea calitatii ,,intrarilor” in organizatie (materia prima,
diverse materiale, componente etc.)/ Organization’s “input”

quality improvement (raw materials, resources, components etc.)

9. Consolidarea interactiunii cu mediul extern al organizatiei/
Improvement of interactions with an organization’s external + +

environment

10.

system to promote a product)

Imbunatitirea functionirii componentelor tacticii de marketing
(publicitatea, sistemele de stimulare a promovérii produsului/
Improvement of tactic marketing functions (advertisement, incentive

11.

Cresterea calitatii produselor pentru satisfacerea cerintelor consu-
matorilor/ Customer’s product’s quality service improvement

12. Extinderea pietei de marfuri, deja existente, a organizatiei/
Expansion of existing markets of an organization’s products

13. Valorificarea noilor piete/ Development of new market +

Sursa / Source: [6, p.392-393]

Nota: Semnul ,,+” marcheaza necesitatea implementarii inovarii in vederea punerii in aplicare a strategiei
respective a organizatiei./ Note: Sign “+” means the need to introduce innovations for implementation of an

organization strategy.

Semne conventionale:

»K” — cresterea calitatii produsului (serviciului).
Strategia conduce spre majorarea veni-
tului Tntreprinderii, dar cu un risc nesem-
nificativ;

.P” — reducerea preturilor la produse cu pastra-
rea, neschimbata, a celorlalte strategii.
Aceasta strategie va contribui la consoli-
darea pozitiei pe piatd prin realizarea
produselor si tehnologiilor dezvoltate, dar
poate duce la scaderea veniturilor orga-
nizatiei;

,»C” — reducerea costurilor de productie la mar-
furi, datorita noilor tehnologii, metode de
organizare a muncii, a productiei si a
managementului. Strategia contribuie la
cresterea veniturilor companiei;

»V”7 — cresterea volumului de vanzari, fard a
modifica celelalte strategii. Aceastd stra-
tegie conduce la majorarea veniturilor din
contul utilizarii efectului de volum;

»,E” — extinderea spre noi segmente de piatd sau
accesul la piata veche, dar cu un nou pro-
dus. Strategia data ,,produs-piata” favori-
zeaza cresterea veniturilor [6, pag. 393].

Pentru a obtine eficientd si competitivitate, in

conditiile unor transformari si schimbdri dinamice,
companiile de succes orientate spre inovare isi inten-
sifica avantajele competitive prin dezvoltarea leader-
ship-ului si interactiunii cross-functionale in echipa.

Transformarea companiei, in baza abordarii func-

tionale si cross-functionale, este prezentata in figurile
1, 210, pag. 48].
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Legend:

“Q” — quality improvement (an increase) of a
product (service). The strategy leads to the
increase in profits at an organization but
involves high risks; “P”— cutting prices
without making changes in other stra-
tegies. The strategy leads to a lasting mar-
ket penetration by sales of commercial
goods and technologies. This could influ-
ence the organization’s profit;

reducing costs of a product based on new
technologies, work organization methods,
production, and management. The strategy
influences an increase in profits of a
company;

“V” — increasing volume of sales without making
changes in other strategies. The strategy
leads to an increase of profits based on
economies (effect) of scales;

“M” — entering new market segments or entering
old markets with a new product. The
strategy “market-product” influences an
increase in profits [6, p.393].

In order to achieve high performance and
competitiveness in the conditions of dynamic changes
and transformations, the innovation-led companies
bolster their competitive strengths on the basis of the
leadership development and cross-functional teams’
interaction.

Figures 1 and 2 present the company’s transfor-
mation based on the functional and cross-functional
approach [10, p. 48].

ucn _
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Figura 1. Abordarea functionala — organizarea liniar-
functionali sau verticald/ Figure 1. Functional approach:
linear or vertical functional organization

Exista diverse determinative ale fenomenului
complex si cu multiple fatete, precum liderul si echipa
sa. In continuare, vom expune punctul de vedere al
savantului de renume mondial R. Daft. Acesta defi-
neste leadership-ul ca fiind o legatura reciproca intre
lider si membrii echipei, care se influenteaza reciproc
si care depun eforturi comune pentru a realiza schim-
bari reale si a obtine rezultate permanente, ce reflecta
obiectivele generale [2, pag. 20].

Liderul, spre deosebire de manager, este capabil
sd implice angajatii in procesul de inovare prin trans-
formarea interactiunii umane ,,conducator-subalterni”
intr-o relatie de cooperare ,.lider-adept”. Acest lucru
este posibil datorita unor calitati de lider, cum ar fi:
inteligenta emotionald, capacitatea de a inspira anga-
jatii la inovari, flexibilitate bazata pe principii etice,
putere de influentare, de sacrificare sau de aplicare a
stilului ,,in slujba poporului” (din experienta unui ma-
nager de exceptie Lee lacocca, de la compania ,,Crais-
ler”, care, in vremuri dificile de crizd pentru organi-
zatie, a utilizat cunoscutul principiu al ,victimelor
egale”, numindu-si salariu de un dolar).

Pentru comparatie: dintre trasaturile de caracter
ale managerului ar trebui evidentiate: perseverenta,
fermitatea, gandirea analitica, capacitatea de a rezolva
probleme [2, p.539]. In conditiile unor schimbri ver-
tiginoase, nsusi leadership-ul va sustine construirea
relatiilor intre angajati In contextul unei culturi corpo-
ratiste, relatii de mare Incredere si coeziune. Datorita
acestor capacitati va creste eficienta si eficacitatea

Este necesar de subliniat faptul ca multi autori
considera ca aceste realizari se datoreaza dezvoltarii
calitatilor de lider, care contribuie la formarea si reali-
zarea potentialului uman. In acest context, mentionim

d

Figura 2. Abordarea cross-functionala
1,2,3 — echipele cross-functionale
A,b,c,d,e,F — unititi functionale/

Figure 2. Cross-functional approach

1,2,3 — cross-functional teams/kpocc-pyHKIHOHATBHbIE KOMAHTBI
A,b,c,d,e,F — functional sectors /¢pyHkunoHanbHbIe MOApPa3aeIeH s

There are different definitions of a complex and
multi-layered notion of a leader and his team. In par-
ticular, a world famous scholar R. Daft defines the
leadership as an interaction between a leader and team
members who influence each other and aspire together
to actual changes and common goal results [2, p.20].

A leader, unlike a manager, is able to engage
employees in the innovative process by transforming the
“superior-subordinate” relationship into “leader-follo-
wers” relationship. That become possible thankful to
such leadership skills as emotional intelligence; ability
to inspire employees to create novel ideas for products
and services; flexibility, along with the respect for
principles of ethics; personal power; and sacrifice or
serving people (drawn from the experience of Lee
lacocca, an outstanding manager at Chrysler. It is known
as a principle of “equality of sacrifice” with the
employees during the hard time of company’s crises
when the manager lowered his salary to one dollar).

To compare: among the key characteristics of a
manager there are persistence, decisiveness, analytical
mind, and ability to solve problems [2, p. 539]. In the
conditions of fast changes, it is namely the leadership
that builds up the relations between the employees,
which are based on the corporate culture, trust, soli-
darity, and cohesion. This facilitates the enhancement
of innovation’s effective performance.

Many authors link such results with the leadership
skills that develop and enable the human potential. In
this context, we should refer to the research by S.
Covy. He develops the leadership concept and
emphasizes the interaction of mental, emotional, spi-
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studiile stiintifice ale lui Covey Stephen. Acesta dez-
volta conceptul de leadership, subliniind importanta
legaturii reciproce dintre tipurile de personalitate (in-
teligentd): potentialul intelectual, emotional, spiritual
si fizic. Acestea sunt considerate ca fiind ,a opta
abilitate a liderului”. Conceptul sus-numit mentioneaza
ca sansele de a deveni in lideri sunt, in principiu, egale
pentru toti angajatii [11]. Sarcina principald este de a
forma lideri 1n organizatie prin intermediul dezvoltarii
organizationale, instruire, coaching-uri (antrenamente)
profesionale si personale. Mai detaliat putem urmari
importanta  activitatii de leadership si in echipa,
comparand echipele cu astfel de formatiune sociala,
precum managementul grupului de lucru.

Oamenii de stiinta, de exemplu, mentioneaza ca in
echipe se obtin rezultate eficiente datoritd eforturilor
comune ale membrilor acestora, iar in grupuri, succesul
se datoreaza, preponderent, unei persoane.

Care sunt tipurile de echipe, ce corespund mai
bine principiilor inovative? In practici, cele mai
frecvent intalnite se considerd echipele functionale.
Ele fac parte din ,,piramida manageriala”. Asemenea
echipe sunt considerate structuri verticale. Acestea
sunt alcatuite din manageri si angajati ai unei sau altei
subdiviziuni, Tntreprinderi, de exemplu: ai Departa-
mentului financiar, Sectiei de vanzari, serviciilor de
gestiune a personalului, serviciului de marketing. Ser-
viciile mai sus enumerate Tndeplinesc, in structura
organizatoricd, anumite sarcini, in conformitate cu
diviziunea functionala si specializarea.

in acest context, echipele functionale, de obicei,
lare. Obiectivele procesului de inovare, intr-o mai mare
masurd, sunt realizate de echipele cross-functionale si
varietatile acestora. Echipele respective includ liderii si
personalul diferitelor departamente functionale ale
companiei, care implementeaza strategia inovatoare sub
forma unui proiect inovator. Tn acest caz, echipele cross-
functionale sunt considerate proiecte. Sarcina acestora
constd in a tine pasul cu noile inovatii — introducerea de
noi echipamente, tehnologii, cu accesul la piete noi,
inclusiv la produse noi. Acestor echipe 1i se aloca un
buget pentru realizarea unui anumit proiect inovativ, li se
stabilesc conditiile de executare, iar dupa finalizarea
proiectului, echipa este desfiintatd. Trebuie sa subliniem
faptul ca echipele cu caracter temporar, sunt infiintate
pentru o anumita perioada de timp. In cadrul acestora, de
obicei, are loc 0 comunicare intensivi, care permite testa-
rea diferitelor solutii alternative. In baza celor expuse mai
sus, se creeaza avantaje si strategii competitive adecvate
pentru realizarea unor noi obiective.

Tn companiile orientate spre inovare, prioritate se
acorda echipelor autogestionate sau autoreglementate.
Acestea includ, de asemenea, angajati din diferite
departamente si servicii, Inzestrati cu diferite abilitati.
Particularitatea lor caracteristicd constd in faptul ca
Tnsisi membrii echipei, dar nu managerii, determina
directiile si succesiunea fazelor de realizare a muncii.
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ritual and physical intelligences. They are the “eighth
habit of a leader”. His concept explains that all
employees potentially have a chance to become a
leader [11]. The challenge is to bring up the leaders by
organizational development, education, professional,
and personal coaching (training). The most complete
picture of the leadership and teamwork could be drawn
from the comparison of two social formations: groups
and teams.

For instance, researchers mention that the most
efficient results are obtained in teams, due to common
efforts of all its members, while in groups, the success
is obtained mainly thanks to one person.

What kind of a team the best corresponds to the
innovative principle? In practice, the functional teams
are found to be the most widespread. They are part of
the “management pyramid” and seen as vertical struc-
tures. They include the managers and employees from
the different departments of a company, for example,
from finance department, sales, human resources, and
marketing. In the organizational structure, those people
perform the tasks in accordance with the functional
divisions and specialization.

Accordingly, the functional teams, as a rule,
consist of participants with the same or similar skills.
The cross-functional teams and their forms, however,
respond to the needs of the innovative process to their
utmost. They include the leaders and employees from
the different functional departments of a company who
implement the innovation strategy in the form of
innovation project. In this case, the cross-functional
teams are seen as project teams. Their tasks concern
novelties: introduction of new equipment, new techno-
logies, and entering a new market, which includes new
products. Such teams have a budget for the imple-
mentation of a specific innovation project, follow the
project timelines, and are being dissolved after the end
of the project. These are the temporary teams that are
built for the specific period of time. As a rule, they
communicate openly and intensively: the fact that
results in alternative decisions. On this basis, the
competitive advantages are formed and the relevant
competitive strategies are used for the implementation
of new opportunities.

In the innovation-led company, the self-managing
or self-regulating teams are valued. They also include
the employees with various skills from the different
department and services. Their key feature consists in
the fact that it is participants and not the managers who
define the direction and the sequence of tasks per-
formance. The members of such team also bear the
team responsibility to complete the established task and
take independent decisions on improving the team’s
interaction, control the quality and, if necessary,
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Membrii unei asemenea echipe sunt, de asemenea,
responsabili pentru executarea comenzii planificate si
decid, in mod individual, modul de ameliorare a rela-
tiilor reciproce in echipa, efectueaza controlul calitatii
si, dacd este necesar, fac modificari in activitatea
desfagurata prin schimbarea planurilor, graficelor, nor-
melor de productie.

Autorii acestui articol, n baza unui studiu al
aspectelor teoretice ale leadership-ului si team-building-
ului, au examinat aspectele practice ale subiectului
investigat in cadrul mai multor Tintreprinderi din
Republica Moldova. Acestea au fost urmatoarele: SRL
Polimobil, SRL Lingotex, Interior Pro, Risvan, Palex
Service, Aptolent Plus, Autocurat, Sardisvin, Sigmatur-
Com, Ditex, Cartnord, Goodyear Service. Studiul a fost
realizat prin diverse metode: observare, interviuri orale
si chestionarea angajatilor din Intreprinderile mentio-
nate anterior. Pentru aceasta, a fost elaborat un ches-
tionar corespunzator. Esantionul a fost constituit din
139 de persoane, dintre care numarul managerilor si
colaboratorilor a constituit 10% din numarul total al
angajatilor ce activau in fiecare dintre cele trei niveluri
ale managementului, ale fiecarei intreprinderi analizate.

Rezultatele studiului au demonstrat ca un numar
tot mai mare de respondenti, pana la 85,7% — 87,2%,
sunt angajati in echipe, in esentd, verticale, create in
sistemul de management functional. Numarul acestor
echipe variaza de la 2 la 3 persoane (69,0% din totalul
celor ocupati in aceste echipe). In echipe a cite 4-7
angajati, sunt implicati in jur de 19,2% si 11,8% dintre
angajatii care lucreaza in grupuri de cate 8-10 persoane.
Péna la 11% dintre colaboratorii intervievati au raspuns
ca sunt angajati in echipe interfunctionale (de proiect si
conflict, de pand la 5 persoane). Circa 3,0% dintre
respondenti au raspuns ca sunt membri ai echipelor
autoreglementate, structura lor numerica fiind consti-
tuitd din 3-5 persoane. Raspunsurile respondentilor cu
privire la leadership si caracteristicile echipei s-au
distribuit dupa cum urmeaza (figura 4).

change their own work by changing the action plans,
time schedules, and workloads.

Based on the research concerning the theoretical
aspects of the leadership and teambuilding, the authors
of this article have studied those issues in practice by
analyzing a number of companies and enterprises
working in the Republic of Moldova. Those companies
included Ltd (SRL) Polimobil, SRL Lingotex, Interior
Pro, Risvan, Palex Service, Aptolent Plus, Autocurat,
Sardisvin, Sigmatur-Com, Ditex, Cartnord, and Good-
year Service. The study’s methods included the obser-
vation, interviews, and questionnaires survey among the
employees of the mentioned companies. To that end, a
questionnaire was developed with a sample of 139
people. Managers and employees consisted up to 10% of
the total number of employed on the each management
level in every company selected for a study.

The study findings showed that the majority of
respondents, up to 85,7%-87,2% are involved in the
teams, which are built in the system of functional
management and are essentially vertical. The member-
ship of such teams varies from two to three people
(69,0% of total number engaged in such teams). About
19,2% of employees are engaged in the teams of four
to seven people and 11,8% of employees work in the
teams of eight to ten people. Up to 11% of interviewed
employees responded that they work in the cross-
functional teams (project-based and problem-based,
sized up to five people). Not more than 3,0% respon-
ded that they are the participants at the self-managing
teams with three to five people. The respondents’
answers regarding the leadership and team characte-
ristics were divided as follows (figure 4).

Satisfactia produsa
de implicarea in procesul functionald/functional 49,70%
de inovare (discutii, luarea
deciziilor)/ Satisfaction interfunctionala/cross- 68.30%
from the innovative process functional (e
engagement (discussion,
decision making) autoreglatd/self-managing | 81,10%
Motivarea qe a. rgaliza functionald/functional 38,3%
performante individuale/
Motivation to achieve interfunctionald/cross- a1 7%
individual results functional | ’
autoreglata/self- o
managing 183,1%
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functionala/functional 68,9%
Motivarea de a realiza ) o
performante de echipa/ 1nterﬁ1fnc§1?nalal/cross- 57,1%
Motivation to achieve unctiona ]
team results autoreglata/self- o
managing | 68,3%
Satisfactia datorita
a_tmosfe_rel SOCla!e $t functionala/functional 38,7%
psihologice (coeziunea
colectivului/ Satisfaction interfunctionald/cross- 5 4%
by the social and functional | ’
psychological atmosphere autoreglata/self-
: . |84,3%
(team cohesiveness) / managing
functionala/functional 32,5%
interfunctionala/cross- o
. L functional >1,0%
Aprecierea pozitiva .
a procesului delegarii/ autoregaltd/self-manging 183,5%
Appreciation of i [
responsibilities’
delegation B functionald/functional
H interfunctionala/cross-functional
Oautoregaltd/self-manging

Figura 4. Valorificarea potentialului de echipa si de leadership (in % din numarul respondentilor)/
Figure 4. Fulfilment of Team Potential and Leadership
(as % of total number of interviewed)

The most positive characteristics regarding the
leadership and teambuilding are observed in the cross-
functional (project-based) teams and self-regulating
teams.

Assessment of self-management in those teams is
presented in figure 5 below.

Caracteristicile cele mai favorabile ale leader-
ship-ului si team-building-ului se contureaza in echi-
pele (proiectele) interfunctionale si autoreglate.

Evaluarea elementelor de autogestiune n aceste

I

]
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]

]

]

]
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Figura 5. Elemente de autogestiune n cadrul echipelor
(conform aprecierii respondentilor, in % din numaérul intervievatilor)/
Figure 5. Self-management in teams (according to the assessment of respondents,
as % of total number of interviewed)
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Deciziile se iau in cadrul echipei, cu privire la:
1) includerea in echipa a noilor membri; 2) excluderea
din echipa (sanctiuni); 3) alocarea resurselor; 4) recom-
pense; 5) evaluarea rezultatelor, calitatii muncii (reali-
zarile individuale si de echipd); 6) intocmirea graficelor,
planurilor de lucru (proiectelor); 7) adaptabilitatea echi-
pei la strategiile general organizationale de inovare.

Nivelul de interactiune stabilit intre membrii echi-
pelor este asociat cu stilul de leadership in cadrul aces-
tora. Astfel, cercetarile au demonstrat ca in toate tipurile
de echipe cel mai frecvent Tntalnit stil de comportament
este cel axat pe sarcind (conform evaludrii a 74,9% dintre
intervievati). Stilul de ,relatii de reciprocitate” este pre-
ferabil in echipele din 2-3 persoane, desi majoritatea
respondentilor (74,8%) au mentionat actualitatea unei
asemenea caracteristici importante a comportamentului
cum ar fi stilul de conducere (leadership-ul). Pentru
implementarea cu Succes a inovatiilor in organizatiile
studiate exista o problemd de echilibrate a diferitelor
tipuri de comportament al angajatilor in echipa. Cu titlu
de recomandare, pentru rezolvarea acestei probleme, se
poate sugera abordarea constructiva a omului de stiinta L.
Adizes. Acesta considera ca un stil ideal de conducere nu
existd. Cu toate acestea, in conformitate cu functiile
principale ale managementului, este necesar de a instrui o
echipa de lideri, care sa realizeze urmatoarele tipuri de
comportament:  producitor de rezultate pozitive,
administrator, antreprenor, integrator [9].

Cercetarile stiintifice, teoretice si practice efec-
tuate ne-au permis sa formuldm urmatoarele concluzii
si recomandari.

Concluzii si recomandari:

e Pentru dezvoltarea cu succes a unei intreprinderi,
pe baza principiilor inovative, devine importanta
perfectionarea In permanentd a leadership-ului si
team-building-ului. In conditiile unor schimbari
ce se produc cu rapiditate, leadership-ul si team-
building-ul dobandesc valoarea factorilor-cheie
mediul de afaceri.

e Experienta companiilor inovatoare de succes,
descrisd pe larg in operele oamenilor de stiintd
celebri, ne conving de faptul ca leadership-ul si
activitatea in echipa contribuie la valorificarea
optima, mai rapida a inventiilor si permit realiza-
rea unei imbunatatiri a calitatii produsului/ser-
viciului, reducerea cheltuielile neproductive, cres-
terea nivelului de satisfactie In munca a anga-
jatilor, contribuie la cresterea nivelului de fide-
lizare si devotament al clientilor.

e Tendinte pozitive in activitatea companiilor autoh-
tone pot fi considerate aspiratiile si cointeresarea
managerilor si angajatilor pentru formarea in
cadrul intreprinderii lor a leadership-ului si echi-
pelor de inaltd performantd pentru implementarea
cu succes a inovatiilor.

e Totodatd, un numar impunator de manageri si

The figure includes the team making decision
regarding: 1) acceptance of members in a team; 2) exclu-
sion from a team (sanctions); 3) allocation of resources;
4) rewards; 5) performance and quality assessment
(team and individual results and achievement);
6) elaboration of schedules, action plans (of a project);
7) adaptability of a team towards the general organiza-
tional innovation strategies.

The developed engagement level of a team is
linked to the leadership styles existing in those teams.
For example, our study showed that in all types of
teams the task-oriented style was the most widespread
(according to 74,9% of respondents). The relationship-
oriented style was more preferred in the teams of two-
three people. Despite the fact that the majority of
respondents (74,8%) indicated the importance of such
team characteristic as the leadership behaviour style,
there is an issue of balance between the leader’s
behaviour and the different actions of team parti-
cipants. The achievement of such balance is needed for
successful implementation of innovations in the studied
organizations. The approach of I. Adizes serves as a
recommendation towards the solution of this problem.
The scholar suggests that there is no ideal leadership
style, therefore, in accordance with the key manage-
ment functions, it is important to develop a team of
leaders who play four key roles: producer, administra-
tor, entrepreneur, and integrator [9].

Based on the conducted theoretical research and
practical study, we can make the following conclusions
recommendations.

Conclusions and recommendations:

o Successful development of an innovation-based
company depends on the improvement of
leadership and teambuilding.

¢ In the conditions of the fast-changing world, both
leadership and teambuilding become the key
factors for competitiveness and business per-
formance.

e The experience of successful innovation com-
panies, largely discussed in the research of famous
scholars, proves the fact that the leadership and
teamwork lead to the innovation mastering as well
as to improvement of quality of a product/service,
lowering of non-productive expenses, increasing
the level of employees’ satisfaction with work, and
increasing the level of clients brand loyalty.

e The positive trends of the Moldovan companies
consist in the openness and interest of the
managers and employees to develop the leadership
and highly effective teams in order to succeed in
the implementation of innovations.

e Together with this, a significant number of mana-
gers and employees noted during the study that
they are mainly work in the functional teams. The
cross-functional teams and their sub-categories
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angajati au mentionat, in cadrul sondajului, ca
activeaza, In principal, in echipe functionale.

(project-based, problem-based) as well as self-
managing teams do not live up to their potential

Echipele cross-functionale si de alte tipuri (echi-
pe de proiect, echipe, constituite pentru rezolva- | o
rea problemelor), precum si cele autogestionate,
deocamdata, nu isi realizeaza pe deplin poten-
tialul in procesul de inovare.

in scopul dezvoltirii inovative a companiei, mana- |
gerii si liderii Intreprinderii investigate este ratio-
nal sd formeze, dar si sa organizeze interactiunea
cross-functionala prin intermediul echipelor de
proiect, echipelor constituite pentru rezolvarea
problemelor si echipelor interfunctionale.
Managementul inovatiilor, prin intermediul unor
asemenea echipe, face necesard trecerca de la
managementul traditional, conform functiilor, la
gestionarea pe baza unor strategii si procese de
afaceri inovatoare si competitive. Cu o astfel de
transformare a organizatiei este posibila extinderea
influentei angajatilor asupra proceselor de inovare
atat 1n intreprindere, cat si in relatiile cu clientii,
furnizorii si alti parteneri de afaceri. Mentiondm
faptul ca asemenea atitudine va permite intreprin-
derilor mai pe deplin si prompt sd analizeze cerin-
tele clientilor, sa anticipeze asteptdrile lor, prin
implementarea inventiilor, precum si sid urmeze
calea inovatiei permanente si calitatii totale. Lea-
dership-ul cross-functional si echipele respective
oferd o bund alternativd sistemului ierarhic de
management al companiei, fapt care contribuie la
punerea 1n aplicare cu succes a inovatiilor.

during the innovation process.

To develop innovations at the studied companies, the
managers and leaders should organize the cross-
functional teamwork by engaging the project-based,
problem-based, and cross-functional teams.

The innovation management, based on the above
mentioned teams, conditions the transition from
the traditional functional management towards the
management based on the competitive innovation
strategies and business processes. With such chan-
ges at the organization, it is possible to increase
the employees’ influence over the innovations at
the companies as well as in their work with clients,
suppliers (providers), and other business partners.
We should emphasize that this would lead to a
better respect of customers’ requirements and
anticipation of consumer sentiments by means of
innovations, novelty ideas, and complete quality.
The cross-functional leadership and teams cons-
titute a good alternative to hierarchical manage-
ment system of a company and ensure successsful
implementation of innovations.
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