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Articolul in cauza are drept scop eviden-
tierea importantei pe care o are resursa umand
in cadrul unei organizatii. In acest sens, sunt
analizate evolutia conceptelor, preponderent,
cel de personal si resursa umand, precum §i
managementul acestora. In prezent, organiza-
tiile, precum i societatea in intregime, se con-
fruntd cu necesitatea schimbarii metodelor, teh-
Nicilor de lucru si gasirea unor modalitati noi de
activitate, adaptandu-se la criza provocata de
pandemia de COVID-19. Argumentam ca cea
mai afectata resursa a organizatiei o constituie
resursa umand, care necesitd un tratament deo-
sebit din partea managerilor atét in perioada de
pandemie, cdt si in perioada de post-pandemie.
Beneficiul este de partea organizatiei prin
mentinerea persondlului eficient si, respectiv,
prin asigurarea performantei si productivitatii.

Cuvinte-cheie: resurse, resursa umand,
personal, pandemie, schimbare, risc, perfor-
mantd.

JEL: M12, M50.

Introducere

Traim intr-o societate si intr-o perioada,
in care schimbarile se succed cu o viteza
enorma si in care provocarile si obligativitatea
schimbarilor in lumea afacerilor tine de dome-
niul normalitatii. Lumea afacerilor este consti-
tuita din diverse organizatii, care apar, se dez-
voltd sau dispar. Intre intririle pe care se ba-
zeaza orice organizatie, resursele detin o pozi-
tie esentiala. Fara ele nu poate exista si func-
tiona nicio organizatie. Totusi, existd o resursa
a organizatiilor, care asigurd supravietuirea
acestora, dezvoltarea si succesul (sau esecul).
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This article aims to highlight the impor-
tance of human resources within an orga-
nization. In this sense, we have analysed the
evolution of the concepts mainly related to
personnel and human resource, as well as
their management. Today, organizations, and
society as a whole, are facing the need to
change methods, working techniques and find
new ways of working, adapting to the crisis
caused by the COVID-19 pandemic. We argue
that the human resource of an organization is
the most affected resource and requires spe-
cial treatment from managers both during the
pandemic and in the post-pandemic period.
The benefit is on the part of the organization
by maintaining efficient staff and, respectively,
by ensuring performance and productivity.
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mance.
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Introduction

We live in a society and in times where
changes happen at an enormous speed and in
which the challenges and the obligation of
change in the business world belong to the
field of normality. The business world is made
up of various organizations, which appear,
grow or disappear. Among the inputs on
which any organization is based, resources
hold an essential position. Without them, no
organization can exist and function. However,
there is a resource of organizations, which en-
sures their survival, development and success
(or failure). We refer to the key resource of
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Ne referim la resursa-cheie a oricarei orga-
nizatii — resursa umand. Gary Jones facea
urmatoarea remarca: ,,Caracteristica esentiald
a unei organizatii constd in prezenta coordo-
natd a oamenilor, si nu neaparat a lucrurilor”
[1, p. 664]. Prin urmare, organizatiile implica
oameni si, in final, depind de efortul oamenilor.

n prezent, resursa umana se afld intr-0
situatie foarte dificild, fiind afectatd de ame-
nintarea, din ce In ce mai mare, a virusului
COVID-19, care a dus la schimbari substan-
tiale 1n activitatea companiilor si prezintd un
risc important de intrerupere a lanturilor de
aprovizionare globale cu pierderi importante de
venituri. In primul rand, este afectatd resursa
umand, abordatd nu doar ca fiintd umana,
supusa imbolnavirii, dar si ca resursa din cadrul
organizatiei.

Pe masurd ce pandemia evolueaza in
timp si spatiu, se poate constata preocuparea
companiilor de a lua masuri pentru siguranta
angajatilor si pentru atenuarea expunerii finan-
ciare si operationale.

Depasirea acestei situatii, in vederea mi-
Nimizarii pierderilor din partea companiilor si a
resursei umane a acestora, este posibild prin
planificarea dezvoltarii si finantarii solutiilor
optime anticriza efectuatd de catre companii.
Dar astfel de planuri, chiar si daca sunt elabo-
rate, atunci doar de companiile mari, multina-
tionale. In plus, companiile sunt mobilizate, in
general, de o motivatie scdzuta pentru a investi
in capacitati separate de gestionare a pandemii-
lor, deoarece acestea sunt evenimente cu pro-
babilitate scazuta. Existd diferente importante
intre sistarea activitatii organizatiilor, deter-
minate de catastrofe naturale, de interventia
omului, de avarii tehnologice sau de defectiuni
operationale si de cele provocate de evenimen-
tele pandemice [2]. Aceste diferente constau, in
primul rand, in raspandirea extinsa, nivelul de
gravitate si in durata evenimentelor pandemice,
care impun organizatiilor o abordare, ce depa-
seste strategiile traditionale de planificare.

Efectele posibile ale pandemiei sunt,
deja, studiate de diversi savanti [3], de diferite
organizatii nationale [4] si internationale [5].
Aspectele analizate de catre acestia sunt dife-
rite, dar, preponderent, se axeaza pe efectele
economice, financiare, posibilele mdsuri ce ne-

any organization — the human resource. Gary
Jones made the following remark “The key
characteristic of an organization is the coor-
dinated presence of people, not necessarily of
things” [1, p. 664]. Therefore, organizations
involve people and ultimately depend on
people’s effort.

Today, human resources are in a very
difficult situation, being affected by the gro-
wing threat of COVID-19 virus, which has led
to substantial changes in the activity of com-
panies, and presents a significant risk of dis-
ruption of global supply chains with signi-
ficant losses of income. First of all, the human
resource is affected, treated not only as a
human being, subject to illness, but also as a
resource within the organization.

As the pandemic evolves over time and
space, we can see the companies’ concern in
taking steps to ensure employee safety and to
mitigate financial and operational exposure.

Overcoming this situation is possible by
planning the development and financing of
optimal anti-crisis solutions by companies; all
these meant to minimize losses of companies
and their human resources. However, such
plans, even if they are developed, are done only
by large, multinational companies. Moreover,
companies are driven generally by low moti-
vation to invest in separate pandemic mana-
gement capacities, as these are low-probability
events. There are important differences bet-
ween the cessation of the activity of organi-
zations, caused by natural disasters, human
intervention, technological breakdowns or
operational defects and those caused by pan-
demic events [2]. These differences consist
primarily of the wide spread, severity and
duration of pandemic events and require orga-
nizations to take an approach that goes beyond
traditional planning strategies.

The possible effects of the pandemic are
already being studied by various scientists
[3], by various national [4] and internatio-
nal organizations [5]. The aspects analysed
by them are different, but mainly focus on
the economic and financial effects, the pos-
sible measures that need to be taken in order
to reduce the negative effects at the socie-
tal level.
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cesitd sd fie intreprinse in vederea reducerii
efectelor negative la nivel de societate.

Scopul prezentei cercetari consta in evi-
dentierea vulnerabilitatii resursei umane, ca
resursa-cheie a organizatiilor, studierea impac-
tului pe care 1l resimte aceasta In perioada
muncii pe timp de pandemie si efectele care
vor fi resimtite in perioada postpandemie, ma-
surile pe care trebuie sa le Intreprinda organi-
zatiile, Tn aceasta perioada, pentru a mentine
performanta si productivitatea angajatilor.

Metode de cercetare

Metodele de cercetare utilizate sunt de-
terminate de scopul inaintat si constau in ana-
liza materialului teoretic cu referire la notin-
nea de resursd umand, personal, abordarile
teoretice existente la acest capitol. A fost stu-
diatd si analizata literatura economica rapor-
tata la subiectul cercetat, precum si materialele
existente n internet, privind impactul pe care
il are pandemia de COVID-19 asupra activita-
tii companiilor si a angajatilor acestora. Deci,
am recurs la urmatoarele metode:

— Analiza. Tn acest scop, activitatea econo-
micd a companiilor am defalcat-0 Tn
elemente componente, ce formeaza
functiunile acesteia si am supus-0 unui
studiu mai profund ce tine de functiunea
resurse umane,

— Sinteza este o altd metoda utilizatd de
noi in acest studiu. Analizand functiunea
resurse umane, ca element separat in
cadrul sistemului integru al companiei,
am reunit componentele pentru a vedea
impactul, pe care il are resursa umana
asupra Intregii activitati a organizatiei;

— Metoda istorica. Utilizarea acestei metode
ne-a permis studierea proceselor cu refe-
rire la subiectul cercetat n consecutivi-
tatea lor cronologica si in dezvoltare;

— Comparatia. A fost efectuatd analiza
comparativa a abordarilor teoretico-me-
todologice cu referire la conceptele de
»personal” si ,,resursd umana”.

Rezultate si discutii

1. Evaluarea resurselor umane si abor-
déiiri ale managementului resursei umane n
literatura de specialitate

Oamenii, ca resursa de munca, in toate
timpurile, au simtit o atitudine diferita din par-
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The aim of this research is to highlight
the vulnerability of human resources, as a key
resource of organizations, to study the impact
it feels during work during the pandemic, and
the effects that will be felt in the post-pan-
demic period, the measures that organizations
must take during this period to maintain
employee performance and productivity.

Research methods

The purpose of the present article has
determined the research methods and consist
in the analysis of theoretical material with
reference to the notion of human resource,
personnel, existing theoretical approaches in
this field. The economic literature on the
researched subject was studied and analysed,
as well as existing materials on the Internet on
the impact that the COVID-19 pandemic has on
the activity of companies and their employees.
So, we used the following methods:

— Analysis. For this purpose, we have
decomposed the economic activity of the
companies into components, which form
its functions, and we have subjected to a
deeper study the one related to the
human resource function;

— Synthesis is another method that was used
in this study. Analysing the human
resource function, as a separate element
within the company’s integrated system,
we brought together the components to
see the impact that human resources have
on the entire activity of the organization;

— Historical method. The use of this me-
thod allowed us to study the processes
with reference to the researched subject
in their chronological sequence and
evolution.

— Comparison. The comparative analysis
of the theoretical and methodological
approaches was performed with refe-
rence to the concepts “personnel” and
“human resource”.

Results and discussions

1. Evaluation of human resources and
approaches to human resource manage-
ment in literature

People, as a labour resource, have always
felt a different attitude from employers, but
also a different approach from researchers.
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tea angajatorilor, dar si o abordare diferitd din
partea cercetatorilor. Astfel, in decursul timpu-
lui, pot fi identificate sau individualizate diver-
se periodizdri sau etape de dezvoltare, care
reprezinta stadii in evolutia functiei de personal.

Tn teoria traditionala a ntreprinderii,
salariatii erau priviti prin prisma in care acestia
executau anumite operatii prestabilite, puneau
in migcare masini si dispozitive tehnologice sau
indeplineau anumite activitati. Astfel au aparut
conceptele, folosite si in prezent, de fortd de
munca sau mana de lucru.

Studiul diferitelor moduri de functionare
a organizatiilor a inceput odata cu revolutia
industriala. Putin mai mult de un secol, con-
ceptiile asupra rolului omului Tn Tntreprindere
au evoluat foarte mult, distingandu-se, pe
acest parcurs, trei etape principale:

1. Conceptia clasica (H. Fayol — Franta,
F.W. Taylor — SUA); Scoala clasica fondata
de Frederick Taylor sau ,,Managementul
stiintific”, concretizat cel mai bine de Henry
Ford in fabricile sale de productie a vehi-
culelor, plaseaza accentul pe meseria in sine si
pe adaptarea eficientda a lucratorilor la pro-
cesele de munca.

2. Dinamica relatiilor umane (E. Mayo,
F.Y. Roethlisberger, W. Dikson); Scoala com-
portamentald se concentreaza asupra lucratorilor
insist si a satisfactiei nevoilor lor, pentru a obtine
o productivitate organizationald mai mare.

3. Considerarea factorului uman ca re-
sursa cea mai importantd a organizatiei (con-
ceptia moderna):

3.1. Teoria resurselor umane (A. Maslow,

D. Mc.Gregor, F. Herzberg);
3.2. Teoria capitalului uman (W. Petty,
A. Smith, J.B. Say).

Teoriile ulterioare ale managementului
incearca sa se bazeze pe ideile anterioare
pentru a beneficia atat angajatii, cat si organi-
zatiile lor. Relevanta acestor teorii pentru ma-
nagementul resurselor umane comportd un
caracter dublu. Tn primul rand, managementul
personalului s-a dezvoltat istoric Tn manage-
mentul resurselor umane prin ncorporarea
teoriilor managementului (in special, manage-
mentul strategic); in al doilea rand, o cunoas-
tere temeinica a acestor teorii poate sa ajute
managerii de resurse umane sa isi adapteze

El—

Thus, over time, various periods or stages of
development can be identified or individua-
lized that represent stages in the evolution of
the personnel function.

In the traditional theory of the enter-
prise, the employees were seen through the
prism of the way in which they performed cer-
tain predetermined operations, set in motion
machines and technological devices or perfor-
med certain activities. This is how the con-
cepts up to now by workforce or labour force.

The study of the different ways of orga-
nizations’ functioning started with the indus-
trial revolution. A little more than a century,
the concepts on the role of man in the enter-
prise have evolved a lot, distinguishing in this
course three main stages:

1. The classical conception (H. Fayol —
France, F.W. Taylor — USA); The classical
school or “Scientific Management”, founded
by Frederick Taylor and best exemplified by
Henry Ford in his vehicle manufacturing
factories, emphasis is put on the profession
itself and the efficient adaptation of workers to
work processes.

2. Dynamics of human relations (E. Mayo,
F.Y. Roethlisberger, W. Dikson); Behavioural
school focuses on the workers themselves and
the satisfaction of their needs, in order to
achieve greater organizational productivity.

3. Considering the human factor as the
most important resource of the organization
(modern conception):

3.1. Human resources theory (A. Maslow,

D. Mc.Gregor, F. Herzberg);
3.2. The theory of human capital
(W. Petty, A. Smith, J.B. Say).

Subsequent management theories try to
build on previous ideas so as to benefit both,
the employees and their organizations. The
relevance of these theories for human resource
management has a double character. First, per-
sonnel management has historically developed
in human resource management by incorpo-
rating management theories (especially strate-
gic management); second, a solid knowledge
of these theories can help human resource
managers to more effectively adapt their
practices to organizational requirements and
realities. (Nankervis et al. (2011) [6]).
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mai eficient practicile la cerintele si realitatile
organizationale (Nankervis et.al (2011) [6]).
Resursele umane reprezinta, asa cum au
reusit sa demonstreze Wright McMahon si
McWilliams (1994) [7], acele resurse ale fir-
mei, care indeplinesc criteriile de sursa princi-

tea moderna, capitalul uman a inlocuit si Tnlo-
cuieste treptat capitalul financiar ca resursa
strategica, fapt reliefat in studiile efectuate de
Naisbitt si Aburdere (1990) [8].

Astfel, am constatat ca, in teoria, cat si
in practica economicd, se intdlnesc tot mai
frecvent termenii ,,resurse umane” §i ,,perso-
nal”. Exista opinia [9], potrivit careia termenul
de ,,personal” comportd o acceptiune restransa
la nivelul unei anumite organizatii, deci, la
nivel microeconomic, in timp ce termenul
»fesurse umane” presupune o acceptiune mai
larga, cu un continut bivalent:

— la nivel macroeconomic, are sensul si
continutul explicate anterior;

— la nivel microeconomic, are sens si
confinut mai larg decat cel de ,,perso-
nal”, deoarece se referad atat la resursele
proprii constituite din personalul anga-
jat, cat si la resursele exogene — resurse
pentru nevoile ulterioare ale organizatiei
si care urmeaza sa devina ,,personal”,
prin angajare, intr-un viitor mai mult sau
mai putin indepartat, precum si personal
propriu, care poate fi disponibilizat
temporar sau definitiv, partial sau total:
somaj tehnic, somaj temporar, somaj
definitiv sau partial (prin restrangerea de
activitate), somaj total (prin inchiderea-
lichidarea unitatii).

Diferenta de continut a termenilor ,,per-
sonal’ si ,,resurse umane” confera si manage-
mentului dimensiuni corespunzdtoare; se im-
pune, deci, evidentierea particularitatilor ma-
nagementului de personal si ale managemen-
tului resurselor umane.

Astfel, abordarea actuala a manage-
mentului resurselor umane (MRU) prezinta o
imagine radical diferitd de predecesorul sau —
managementul personalului (MP). Tn opinia
unor savanti, principalele diferente intre MRU
si MP pot fi prezentate concis, asa cum indi-
cam n tabelul 1.
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Human resources are, as Wright Mc
Mahon and Mc Wiliams (1994) [7] have de-
monstrated, those company resources that
meet the criteria to be the main source of
competitiveness. In modern society, human
capital has replaced and is gradually replacing
financial capital as a strategic resource, as
highlighted in studies conducted by Naisbitt
and Aburdere (1990) [8].

Thus, we have found that in economic
theory, as well as in economic practice, the
terms human resources and personnel are
more and more common. There is the opinion
[9] according to which the term “personnel”
has a limited meaning at the level of a certain
organization, thus, at the microeconomic level,
while the term “human resources” has a broa-
der meaning, with a bivalent content:

— at the macroeconomic level it has the
meaning and content explained above;

— at the microeconomic level it has a wider
meaning and content than the personnel
because it refers both to the own resour-
ces made up of the employed staff and to
the exogenous resources — resources for
the subsequent needs of the organization
and which are to become “personnel” by
hiring in a more or less distant future, as
well as own staff that can be temporarily
or permanently laid off, partially or
totally: technical unemployment, tempo-
rary unemployment, permanent or partial
unemployment (by restricting activity),
total unemployment (by closing-liqui-
dating the unit).

The difference in content of the terms
“personnel’” and “human resources™ also gives
the management appropriate dimensions; it is
therefore necessary to highlight the particula-
rities of personnel management and human
resources management.

Thus, the current approach to human
resource management (HRM) presents a radi-
cally different picture from its predecessor —
personnel management (PM). In the opinion
of some scientists the main differences
between HRM and PM can be summarized as
presented in table 1.
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Tabelul 1/ Table 1

Diferentele dintre managementul personalului si managementul resurselor umane/
Differences between personnel management and human resources management

Factorii/
Factors

Managementul personalului/
Personnel management

Managementul
resurselor umane/
Human resources

management

Perspectiva timpului
si planificarii/
Time and planning perspective

Perioada scurti, reactiv,
ad hoc, marginal/
Short-term, reactive, ad hoc,

Perioada lunga, proactiv,
strategic, integrate/
Long-term, proactive,

marginal strategic, integrated
Contract psihologic/ Conformitate/ Angajament/
Psychological Contract Compliance Commitment

Perspectiva relatiilor
cu angajatii/
Perspective on employee

Pluralist, colectiv,
incredere scazuta/
Pluralist, collective,

Unitarist, individual,
Tncredere mare/
Unitarian, individual,

relations low trust high trust
In mare parte, integrat
Roluri/ Specializate/profesional/ in linia manageriala/
Roles Specialized/professional Mainly integrated in the
managerial line
Utilizare maxima
Evolutia/ Minimizarea costurilor/ (contabilizarea activelor
g e umane)/
Evolution Minimizing costs

Maximum utilization
(accounting for human assets)

Sursa: elaborat de autori in baza [10]/

Source: developed by the authors based on [10]

Explicatiile din tabel ofera MRU o abor-
dare moderna, avand la bazad flexibilitatea,
personalizarea, in mare parte, a relatiilor in
colectiv, dedicate activitatilor desfasurate.

Provenind din sinteza literaturii disponi-
bile pe acest subiect: (Taylor, 2011[11]; Nan-
kervis et.al, 2011[6]; History of Human Mana-
gement, 2010; Kelly[12], 2003; Ogier, 2003,
[13]), istoria, evolutia si dezvoltarea MRU
poate fi rezumata, prezentand-o ca n tabelul 2.

The explanations in the table offer HRM
a modern approach, based on flexibility, per-
sonalization, for the most part, of team rela-
tionships, dedication to activities.

Coming from the synthesis of the litera-
ture available on this topic (Taylor, 2011 [11];
Nankervis et.al, 2011 [6]; History of Human
Management, 2010; Kelly [12], 2003; Ogier,
2003, [13]), the history, the evolution and
development of HRM can be summarized,
presenting it as we did in table 2.

Revista / Journal ,,ECONOMICA™ nr.3 (113) 2020




BUSINESS ST ADMINISTRARE / BUSINESS AND ADMINISTRATION

Tabelul 2/ Table 2

Evolutia si dezvoltarea conceptului de management al resurselor umane/
Evolution and development of the human resources management concept

Perioada/
Period

Anii/ Years

Caracteristici/ Characteristics

1

2

3

Pana la
Cel de-al Doilea
Razboi Mondial/
Until World
War Il

2000-1000 TH/
2000-1000
BC

Mecanisme de selectare a conducatorilor tribului; inregistrarea
si diseminarea cunostintelor despre siguranta, sandtate, vand-
toare si gasirea de alimente; utilizarea tehnicilor de screening a
angajatilor de catre chinezi; utilizarea sistemului de ucenici de
catre greci./ Mechanisms for selecting tribal leaders; recording
and disseminating knowledge about safety, health, hunting and
finding food; the use of employee screening techniques by the
Chinese; the use of disciples system by the Greeks.

1700-1900

Aparitia teoriei managementului stiintific ca filosofie a vremii;
inceputul revolutiei industriale, care a dus la nlocuirea micilor
ateliere cu fabrici mari; cresterea numdrului fortei de munca
datoritd lucratorilor imigranti; introducerea functiei persona-
lului, in principal, pentru péstrarea evidentei lucratorilor; cres-
terea supraveghetorilor de nivel mediu; exploatarea maxima a
lucratorilor; cresterea muncii copiilor; marirea decalajului intre
lucratori si supraveghetori; conditii precare de muncad; cresterea
rolului sindicatelor pentru a opta pentru drepturile lucratorilor;
expansiunea functiei de personal, menita sa includa bunastarea
si administrarea in principal in Marea Britanie si SUA./ The
emergence of the scientific management theory as a philosophy
of the time; the beginning of the industrial revolution that led to
the replacement of cottage industries with large factories;
increasing the number of workers due to immigrant workers; the
introduction of the staff function mainly for keeping records of
workers; increase of mid-level supervisors; maximum exploita-
tion of workers; increasing child labour; widening the gap
between workers and supervisors; poor working conditions;
increasing the role of trade unions in opting for workers’ rights;
expanding staffing to include welfare and administration mainly
in the UK and the US.

1920-1960

Cresterea practicilor de motivatie ocazionate de studiile
Hawthorne, diverse incercari de satisfacere a angajatilor incep
sa fie implementate, cum ar fi salarii mai bune si conditii mai
bune de munca.

Tn 1936, H. Maslow devine cunoscut pentru studiul nevoilor
umane, pe care le ierarhizeaza conform ,,piramidei trebuintelor”,
iar Peter Drucker (1955), pune accentul pe necesitatea unui
»Leadership creativ”’. Tot in aceastd perioada, apare si se dez-
volta miscarea ,,Behavioral Science Movement”, care a cunos-
cut trei etape: 1915-1965, 1965-1985, 1985-2000./ Increasing
motivational practices caused by Hawthorne studies, various
attempts at employee satisfaction are beginning to be imple-
mented, such as better wages and better working conditions.
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Continuarea tabelului 2/ Continuation of fable 2

3

In 1936, H. Maslow became known for his study of human
needs, which he ranked according to the “pyramid of needs”,
and Peter Drucker (1955) emphasized the need for “creative
leadership”. Also, during this period, the “Behavioural Science
Movement” appears and develops, which has known 3 stages:
1915-1965, 1965-1985, 1985-2000.

Era problemelor
sociale/
Social
problems era

1963-1980

Miscarea pentru Drepturile Civile a modelat gandirea condu-
catorilor din epocd; actul privind drepturile civile (1964, SUA) a
eliminat toate formele de discriminare si a introdus sanse egale
de angajare; trecerea de la gestiunea personalului la manage-
mentul resurselor umane; incepe implementarea sistemelor com-
puterizate de administrare a resurselor umane; dezvoltarea Siste-
mului de informare a resurselor (HRIS); cresterea sindicalismu-
lui a condus la conditii de munca mai bune; adoptarea diverselor
legi privind sanatatea muncii $i siguranta, pensii si reglementari
fiscale; participarea angajatilor la luarea deciziilor in manage-
ment./ The Civil Rights Movement shaped the leadership thin-
king of the time; the Civil Rights Act (1964, USA) eliminated
all forms of discrimination and introduced equal employment
opportunities; the transition from personnel management to
human resources management; increased computerization of the
human resources function for accuracy, speed, storage and
reporting of human resources data; development of the Resource
Information System (HRIS); the rise of trade unionism has led
to better working conditions; adoption of various laws on
occupational health and safety, pensions and tax regulations;
employee participation in decision making management.

Era cost-
eficientd/
Cost-efficiency
era

1980 -
inceputul/
early 1990

Cresterea automatizarii locului de munca pentru a stimula pro-
ductia; trecerea de la administrarea de personal la dezvoltarea si
implicarea acestora; accent pe eficienta si eficacitate prin adop-
tarea tehnologiilor; aparitia hard si soft in abordarea resurselor
umane; aparitia rentabilitatii angajatilor; este un angajat un cost
inutil, care trebuie minimizat/eliminat sau o resursa vitala, care
trebuie dezvoltata?/ Increasing job automation to stimulate
production; the transition from employee management to their
development and involvement; emphasis on efficiency and
effectiveness through the adoption of technology; the emergence
of hardware and software in the human resources approach; the
emergence of employee profitability; is an employee an unne-
cessary cost that needs to be minimized/ eliminated or a vital
resource that needs to be developed?

Era avansarii
tehnologice/
Technological
advancement
era

1990 - pana
in prezent/
1990 -
prezent

Aceastd era se modeleaza prin forte crescande ale globalizarii,
schimbari rapide ocazionate de descoperiri tehnologice extra-
ordinare si presiuni pentru eficientd sporitd; aparitia manage-
mentului strategic, aparitia reenginereengului business-pro-
ceselor, recunoasterea capitalului intelectual; strategii sporite de
recunoastere, recompense, motivatie, o0 mai buna constientizare
a rolului HR in calitate de partener strategic de afaceri; aparitia
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Continuarea tabelului 2/ Continuation of fable 2

3

unor strategii de Imbundtdtire pentru atragerea, pastrarea, dez-
voltarea si implicarea talentului; aparitia metodelor de evaluare
a fortei de munca, cum ar fi un scor echilibrat, tehnici de eva-
luare a performantei, accentul pe contributia MRU la avantajul
competitiv; tehnici de planificare a resurselor umane; manage-
mentul diversitatii; managementul talentelor; aparitia e-resurse
umane; e-training, recrutare electronica, telecomunicatii, aranja-
mente de lucru flexibile, echipe virtuale; echilibru intre viata si
profesie; imbunatatirea retelei; influenta mass-media; eticd;
economie verde; noua ordine mondiala./ This era is shaped by
increasing forces of globalization, rapid changes brought about
by extraordinary technological discoveries, and pressures for
increased efficiency; the emergence of strategic management,
the emergence of business process re-engineering, the recog-
nition of intellectual capital; increased recognition strategies,
rewards, motivation, better awareness of the role of HR as a
strategic business partner; the emergence of improvement stra-
tegies for attracting, retaining, developing and involving talent;
the emergence of labour valuation methods, such as a balanced
score, performance appraisal techniques, emphasis on the con-
tribution of HRM to competitive advantage; human resource
planning techniques; diversity management; talent management;
the emergence of e-human resources; e-training, electronic
recruitment, telecommunications, flexible working arrange-
ments, virtual teams; balance between life and profession;
network improvement; media influence; ethics; green economy;
the new World Order.

Sursa: elaborat de autori in baza surselor [6; 10; 11; 12; 13]/
Source: developed by the authors based on sources[6; 10; 11; 12; 13]

Aceste etape reflectd, in mare masura,
dezvoltarea managementului resurselor umane
in lume, in special in Marea Britanie s1 SUA.
Suntem absolut siguri de faptul ca depasirea
starii de pandemie va favoriza aparitia unei noi
etape in dezvoltarea conceptului de manage-
ment al resurselor umane.

Trecerea succinta in revista a abordarilor
privind evolutia conceptului de resurse umane
ne permite s conchidem ca, in esentd, manage-
mentul resurselor umane difera de modelele
anterioare de gestionare a personalului in raport
cu obiectivul, principiile si aplicatiile sale.

MRU poate fi descris simplu, ca fiind
convergenta a trei factori — fiinte umane, re-
surse si management — unde fiintele umane au
resursele reale si potentiale (cunostinte, abili-
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These stages largely reflect the develop-
ment of human resource management in the
world, especially in the UK and the US. We are
absolutely sure about the fact that overcoming
the pandemic will favour the emergence of a
new stage in the development of the concept of
human resources management.

A brief review of the approaches to the
evolution of the uman resources concept
allows us to conclude that, in essence, human
resource management differs from previous
personnel management models in relation to
its objective, principles and applications.

HRM can be simply described as the
convergence of three factors — human beings,
resources and management — where human
beings have real and potential resources (know-
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tati si capacitdti) care pot fi valorificate, teh-
nici eficiente de management pentru atingerea
obiectivelor organizationale, pe termen scurt si
lung, precum si a nevoilor personale. Astfel,
obiectivul de gestionare a resurselor umane, in
prezent, este determinat de gestiunea efectiva
a fortei de munca a organizatiei pentru a con-
tribui la realizarea acestuia.

2. Resursa umana, abordata ca fac-
tor-cheie a organizatiei si masurile pe care
trebuie sa le intreprinda organizatia pentru
a diminua efectele negative ale pandemiei

Avand la bazad abordarile stiintifice ale
resursei umane, prezentate mai sus $i, reve-
nind la problema enuntatd anterior, am con-
statat ca existd companii care au reactionat la
situatia impusa de pandemie, fara niciun fel de
strategie, concediindu-si angajatii, de exem-
plu, pentru a-si pastra afacerea, companii care
si-au inchis portile, dar sunt si companii, care
depun eforturi nu doar in a-si pastra oamenii,
ci In a-i tine cat mai aproape si a-i motiva, in
aceasta perioadd, pentru cd au inteles, cat de
important este factorul uman nu doar in acest
context, ci, in general si cat de eficient con-
tribuie oamenii motivati la producerea rezul-
tatelor de calitate.

Totusi, trebuie sa constatam ca, indife-
rent de situatia in care se incadreazd compa-
nia cu activitatea economica desfasuratd, s-a
schimbat esential caracterul lucrului. Desigur,
nu toti angajatii s-au pomenit in aceeasi situa-
tie. Astfel:

e unii au ramas sa lucreze, practic,
avand acelasi program (magazine
alimentare, spitale), dar cu o expu-
nere mare riscului de a se imbolnavi,
deci, avand permanent aceasta frica.
Evident, acest lucru a avut consecinte
st asupra eficientel muncii;

e altd parte a trecut la munca de la dis-
tantd (invatdtori, lucrdtori bancari
etc.);

e atreia parte include angajatii, care au
intrat in somaj tehnic;

e a patra parte implicd persoanele, care
si-au pierdut locul de munca: fie ca
firma n care activau s-a inchis, fie ca
au fost nevoiti sa plece de bunavoie

ledge, skills and abilities) that can be har-
nessed, effective management techniques to
achieve short-term organizational goals and
long, as well as personal needs. Thus, the goal
of human resource management today is
determined by the effective management of
the organization’s workforce to contribute to
their achievement.

2. Human resource, considered as a
key factor of the organization and the
measures that the organization must take in
order to reduce the negative effects of the
pandemic on it

Based on the above mentioned scientific
approaches to human resources, and returning
to the mentioned problem, we found that there
are companies that have reacted to the situa-
tion imposed by the pandemic without any
strategy, dismissing their employees, for
example, to keep their business, companies
that have closed their doors, but there are also
companies that make efforts not only to keep
their people, but to keep them as close as
possible and motivate them during this period
because they understood how important it is
the human factor not only in this context, but
in general, and how efficiently motivated
people contribute to producing quality results.

However, we must state that, regardless
of the situation in which the company carries
its economic activity, the nature of the work
has changed significantly. Of course, not all
employees found themselves in the same
situation. So:

e some remained to work, practically
having the same schedule (grocery
stores, hospitals), but with a high
exposure to the risk of getting sick,
so having this fear permanently.
Obviously, this also had consequences
on work efficiency;

e another part are the one who switched
to remote work (teachers, bank
workers, etc.);

e the third part are the employees, who
have entered technical unemploy-
ment;

e the fourth part involves people who
have lost their job: either the company
where they worked has closed, or they
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piii la gradinitd, neadaptarii la munca
de la distantd sau alte motive personale.

In aceastd perioada, aproape toti anga-
jatii s-au confruntat cu probleme de ordin
financiar, dar, tot mai insistent, se vorbeste
despre problemele de ordin psihologic, care au
afectat o mare parte din resursele umane ale
companiilor. Acestea sunt determinate de frica
de necunoscut, lipsa comunicarii cu colegii,
cresterea volumului de munca prin activitatea
la distantd, invatarea pe parcurs, supra-
incarcarea (atat activitatea propriu-zisa, cat si
temele efectuate cu copiii etc.). Toate acestea,
precum si incertitudinea procesului, duc la
depresie, stres. Dar, dupd cum se stie, un
angajat, care simte disconfort psihologic, nu
poate fi un angajat eficient. Tn acest caz, este
in pierdere nu doar persoana, ci si compania in
intregime. Provocarile cele mai mari pentru
angajati constau in a intelege, a accepta si a se
reaseza, In noul context, in care rutina si
perceptia despre cum functiondm si muncim
este diferita.

Organizatiile din intreaga lume si-au
adaptat abordarile de gestionare a oamenilor in
ultimele luni. Munca de la distanta, reducerea
orelor de munca, reducerea activitatilor de
formare si dezvoltare sau interdictia recrutarii
sunt doar cateva exemple. Una din proble-
mele, care nu trebuie sa ne scape, se referd la
ce se Intdmpld cu sprijinirea activitatilor, care
ajutd la mentinerea performantei sau la incu-
rajarea colabordrii si comunicdrii in perioadele
de lucru la distanta.

Tn acest sens, considerim ca unul din
factorii ce trebuie luati in calcul de catre orga-
nizatii il constituie bundstarea si siguranta
angajatilor, care trebuie sa fie de o importanta
cruciald. Trecerea la munca la distantd nu se
potriveste oricui. Elementele implicate in acest
lucru sunt, evident, multe. Nu doar ca fiecare
raspunde diferit la cerintele de a lucra la
distanta, dar contextul de acasa este, de ase-
menea, important. Angajatii nu se pot con-
centra asupra responsabilitatilor profesionale,
daca buniastarea lor sau a familiilor este in
pericol. In consecintd, problema esentiala, de
care trebuie sd se ocupe companiile la Tnce-
putul unei pandemii [14], este sa se informeze
dacd angajatii lor sunt in siguranta, apoi sa
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have had to leave voluntary due to the
impossibility of leaving their children
in kindergarten, not being able to
work remotely or other personal
reasons.

During this period, almost all employees
faced financial problems, but more and more
insistently there is talk about psychological
problems, which affected a large part of the
human resources of companies. These are cau-
sed by fear of the unknown, lack of commu-
nication with colleagues, increased workload
through distance learning, learning along the
way, overloading (both the actual activity and
homework with children, etc.). All this, as
well as the uncertainty of the process leads to
depression, stress. But, as is well known, an
employee who feels psychological discomfort
cannot be an effective employee. In this case,
not only the person but also the company as a
whole is at a loss. The biggest challenges for
employees are to understand, accept and put
themselves back in the new context where the
routine and perception of how we work and
work is different.

Organizations around the world have
adapted their approaches to people manage-
ment in recent months. Remote work, reduced
working hours, reduced training and develop-
ment activities or a ban on recruitment are just
a few examples. One of the issues that should
not be missed concerns what happens when
supporting activities that help maintain perfor-
mance or encourage collaboration and commu-
nication during periods of remote work.

We consider, in this sense, that one of
the factors that must be taken into account by
organizations is the well-being and safety of
employees, which must be of crucial impor-
tance. Switching to remote work does not suit
everyone. The are obviously many elements
involved in this. Not only the fact that each
person responds differently to the require-
ments of working remotely, but the context at
home is also important. Employees cannot
focus on their professional responsibilities if
their well-being or that of their families is at
stake. Consequently, the key issue that com-
panies need to address at the beginning of a
pandemic [14] is to find out if their employees
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clarifice dacd acestia sunt disponibili pentru a
indeplini functii critice. Este important ca
organizatiile sa poatd monitoriza situatia, sa
ofere un loc de munca sigur si sd le acorde
angajatilor sprijinul necesar.

De asemenea, companiile trebuie sa
ofere angajatilor instruiri pentru situatiile de
pandemie, cu scopul de a creste nivelul de pre-
gatire al acestora si pentru a atenua orice
ingrijordri. Sunt necesare investitii in tehno-
logie si infrastructura pentru a permite lucrul
la distantd si colaborarea virtuala.

S-a constatat cd, desi munca la distanta
reprezintd o optiune viabilad pentru industria de
servicii, aceasta nu functioneaza la fel de bine
pentru sectoarele productive, ceea ce duce la
afectarea critica a lanturilor de aprovizionare
cu produse. In cazul in care ne raportim la o
activitate de producere, atunci, locul de munca
ar trebui sa fie restructurat si reorganizat ast-
fel, incat sd permitd distantarea sociald, pre-
cum si asigurarea lucratorilor cu echipamen-
tele de protectie necesare, cum ar fi mastile de
fatd, manusile si salopetele adecvate, curdtarea
periodica a suprafetelor si zonelor de lucru.
Tuturor lucratorilor cu functii neesentiale
trebuie sa i se permita sa stea acasa.

Concluzii

Dupa cum am constatat, in orice context
organizational, resursa umana ocupa locul
central atat sub aspectul importantei, cat si ca
factor determinant §i agent al progresului.
Resursa umana constituie imboldul pentru
schimbare, factorul care o determina si o cana-
lizeaza, precum si agentul care asigura func-
tionarea in scopul schimbarii si adaptarii tutu-
ror celorlalti factori la schimbare.

Abordarile existente in literatura econo-
mica releva preocuparile savantilor cu privire
la continutul muncii angajatilor, iar, de aici,
diferite acceptiuni pentru personalul organiza-
tiei. In decursul timpului, s-au perindat notiuni
precum ,mana de lucru”, ,forta de munca”,
,personal”, ,resursa umana’. Fiecare dintre
aceste notiuni este marcatd de amprentele
timpului, In care au fost utilizate, caracte-
rizand si continutul muncii, dar si carac-
teristicile persoanelor, care le realizeaza.

Situatia creatd in urma crizei ce tine de
pandemie face ca multi specialisti sd prevada o
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are safe, then to clarify if they are available to
perform critical functions. It is important for
organizations to be able to monitor the situa-
tion, provide a secure job and provide the
necessary support to employees.

Companies must also provide training to
employees for pandemic situations, in order to
increase their level of preparedness and to
alleviate any concerns. Investments in techno-
logy and infrastructure are needed to enable
remote work and virtual collaboration.

It has been found that while distance
work is a viable option for the service indus-
try, it does not work as well for the productive
sectors, leading to a critical impact on product
supply chains. If we are referring to a pro-
duction activity, then the workplace should be
restructured and reorganized so as to allow
social distancing as well as provide workers
with the necessary protective equipment, such
as face masks, gloves and adequate overalls,
regular cleaning of all surfaces and work areas.
All workers with non-essential functions must
be allowed to stay at home.

Conclusions

As we have found, in any organizational
context, human resources occupy the central
place, both in terms of importance and as a
determining factor and agent of progress. The
human resource is the impetus for change, the
factor that determines and channels it, as well
as the agent that ensures the functioning for
the purpose of change and the adaptation of all
other factors to change.

The existing approaches in the econo-
mic literature reveal the concerns of scientists
regarding the content of employees’ work,
and, hence, different meanings for the orga-
nization’s staff. Over time, notions such as
“labour force”, *“workforce”, “personnel”,
“human resources” have changed one another.
Each of these notions has the imprints of the
time in which they were used, characterizing
the content of the work, but also the charac-
teristics of the people who performed them.

The situation created by the pandemic
crisis makes many specialists predict an
increase in the activity of distance companies
in the future. But, it is not certain. Orga-
nizations analyse the effectiveness of remote
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crestere a activitatii companiilor la distantd in
viitor. Dar nu este un lucru cert. Organizatiile
analizeazd eficacitatea lucrului la distantd,
gradul in care acesta afecteaza performanta si
productivitatea, avand in vedere ca majoritatea
il folosesc pentru prima datd. Organizatiile
dezbat, cu sigurantd, problema, fara a adopta
inca decizii clare cu privire la munca de la
distanta dupa pandemie.

O alta ingrijorare a organizatiilor tine de
revenirea oamenilor, dupd criza provocatd de
COVID-19, care, posibil, sa se confrunte cu
un val de stres post-traumatic. Viata moderna
poate fi confortabild, din punct de vedere
material, insa stresul post-traumatic nu se
soldeaza doar cu prezenta unor simptome
fizice, cum ar fi o frecventa cardiaca crescuta,
furnicaturi, palpitatii etc., dar are impact si
asupra sanatatii emotionale (anxietatea, insom-
nia, frica, dificultatea in a face fatd stre-
sului...), tindnd mai mult de pierderea contro-
lului, concentratiei, sentimentului de securitate
si stabilitate. Senzatia cd nu te afli sub control
este un factor important in aparitia si men-
tinerea stresului post-traumatic.

Normalitatea post-pandemie a pietei
muncii va fi definitd si printr-0o schimbare de
atitudine din partea angajatilor, fapt ce deter-
mind nevoia de un nou stil de leadership.
Organizatiile vor avea nevoie, mai mult decat
oricand, de consultanti si traineri capabili sa
alinieze si sd instruiascd eficient angajatii la
revenirea din criza COVID-19.

work, the degree of how much it affects
performance and productivity, given that most
use it for the first time. Organizations are
certainly debating the issue without making
clear decisions about remote work after the
pandemic.

Another concern of the organizations is
the return of people after the crisis caused by
COVID-19, which may face a wave of post-
traumatic stress. Modern life can be comfor-
table, from a material point of view, but post-
traumatic stress not only results in the pre-
sence of physical symptoms, such as high
heart rate, tingling, palpitations, etc., but also
has an impact on emotional health (anxiety,
insomnia, fear, difficulty coping with stress...),
more related to loss of control, concentration,
sense of security and stability. The feeling that
you are not in control is an important factor in
the occurrence and maintenance of post-
traumatic stress.

The post-pandemic normality of the
labour market will also be defined by a change
of attitude on the part of employees, which
determines the need for a new leadership style.
Organizations will need, more than ever,
consultants and trainers capable of effectively
aligning and training employees when retur-
ning from the COVID-19 crisis.
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