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Abstract

The main aim of the paper is to emphasize how the dynamic changes in the economic sectors affect the
Human Resource Management and the entrepreneurship education. Nowadays the Human Resource
Management (HRM) has to be beyond its limits because phenomena like head-hunting, migration and brain
drain are more and more present in any modern organization’s life. Also, the entrepreneurship involves
competences in solving conflicts, rising productivity and creating an adequate social climate in the firm. As a
result, entrepreneurship education becomes very important in order to prevent and solve all the problems
that can appear in a modern firm. The paper will present entrepreneurship education as it is seen both in
E.U. and United States. The importance of entrepreneurship has become a highlighted theme in E.U. from
2001 when “developing the spirit of enterprise” was declared one of the most important objectives that
should be taking in account by the education and training system in E.U. In U.S.A. this subject was
approached for a long time ago and nowadays is seen as a way to success not only in business but even in
personal life.

Keywords: entrepreneurship education, human resource management, human capital, globalization,
dejobbed world

Introduction

Nowadays it becomes a common place to say that the human resource is the engine of any
modern business. At least in the most developed countries, the importance of the human resource
as a human capital and not as a labour force doesn’t need to be demonstrated.

The quality of human resource that can transform a human being, as an economic tool, into
human capital gives power to all those employees that can be much more than simple executors.

The power of a key — employee is huge and has determined lately a phenomenon known as
job hunting.

The resignation of such an employee can destabilize all the activities in a firm and this is
the reason for what efficient companies have developed programs and strategies for maintaining
these employees.

The globalization itself gives power to a good employee who wants to develop a career in
an open organization. Incentive systems and in particular salary scales vary widely depending on
the nationality of the firm and the national regulatory environment (labour agreements, labour
laws). The most flagrant differences show up in the remuneration for successful patents and in fact
these differences cause equity problem among organizations and transnational team.

Despite a supposed homogenization of HRM practices resulting from globalization, in
much way these practices still reflect national diversity.

As long as a key employee has the alternative to be better — remunerated and to obtain a
solid development of this career, he will leave all those organization that cannot offer as much as
he desired. This situation affects each of human resource management functions starting with
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planning, recruitment, and selection, career planning and ending with the organizational reward
system.

In conclusion we intent to show the way in which changes appeared in human resource
approach affect the functions of HRM.

Even these changes are reflected in all function of HRM we’ll stop only at 2 of them, the
most affected in our opinion and, also, the most linked to the relation between the quality of
human resources and the long term eficiency of any firm: Career planning and The reward System.

Edward de Bono, says opening a conference that as competition intensifies, it is no longer
enough to do the same thing better... no longer enough to be efficient and solve problems. Now
business has to keep up with changesand that requires creativity. That means creativity both at a
strategic level and also on the front line, to accompany the shift that competitive business
demands... from administration to true entrepreneurship.

Entrepreneurship in the educational field, is often understood within a narrow meaning of
the term and it suffers from a certain image problem, which mainly results from falsely narrowing
down “entrepreneurship” to running a business, being an employer/self-employed”, that is also
used for management.

The paper will present the substance of the entrepreneurship as it is seen in the European
Union approach and in the United States approach of this subject.

Literature Review

The world of work has undergone profound change in recent years. Technology, the
employer/employee relationship, skills requirements, immigration, offshore employment,
employee benefits -especially health coverage and pensions - and global competition have had a
significant impact on the workplace. (CERIDIAN)

Bridges tells us, "Today's workers need to forget the concept of jobs completely, and look
instead for work that needs doing - and then set themselves up as the best way to get that work
done....The future is going to be very different from what we grew up expecting, and most of us
are no more ready for it than eighteenth-century English villagers were for jobs in nineteenth
century English factories"."Workers need to develop a mindset, an approach to their work and a
way of managing their careers, that is more like an external vendor than the traditional
employee(Bridges, CEE)

Most knowledgeable observers in the field of human resource management (HRM) would
agree that its major development as a profession came during the half century or so between the
end of World War Il and the early 1990s. As organizations employing as many as hundreds of
thousands became dominant influences in the world of work and as questions about selection,
training, work motivation, and compensation practices became more challeng
ing in a growing, dynamic society, the need for professionally trained, skilled personnel became
great.( Kraut & Korman, 1999)

Nowadays, the concept of knowledge management is more and more emphasized in any
organization as a key factor to succes in confronting changes.

Knowledge management is the process of getting the right information from the right
source to the right person using the right vehicle at the right time in the right format so that people
can make the best decision or take the wisest course of action. The decision or action may require
different levels of knowledge. Data consist of basic facts. Information is contextualized data or
concepts and ideas made up of related facts. Knowledge is processed information or causal
relationships between interrelated elements of information.(Bellingham, 2004)

LESIJ NR. XVI, VOL. 2/2009



324 Lex ET Scientia. Economics Series

The perfect combination of intellectual capital and competitiveness involves from the
infrastructure that must have an organization to sustain its own economic activity, leadership
capabilities and adaptation in case of changing the owners, to the application of tehnology in an
efficient and creative way, always focused more on innovation than on qualified workforce. It is
not a matter of workforce skills, but, of maintaining a positive atitude, open to change with the
need for further increase of knowledge acumulation, information and experience in an organization
that vary substantially from the traditional one. (Pablo Calderon, 2008)

HUMAN RESOURCE MANAGEMENT & ENTREPRENEURSHIP
EDUCATION IN A CHANGING WORLD

1. Human Resource Management confronting changes

Today's world of work is much different from yesterday's. Change and uncertainty is the
law. It is most likely that a person will be changing jobs six to eight times in his/her life. Having
the skills to navigate in this changing world is crucial. It is important. Companies will expect
employees to be continuous learners and skill builders in this environment. But, the companies
also will realize the importance of maintaing inside the firm all that human resources that can
adapt rapidly to these changing world. The human resource may need to simultaneously pursue
career education and employment. To expect a path of formal education, followed by one career in
an established discipline, followed by retirement, is no longer realistic.

As we have mentioned we’ll stop only at two functions of the HRM that we consider are
more linked to the performance of any firm in a changing world: career planning and the reward
system.

1.1. Career Planning

The concept of organizational loyalty has faded in the decades since World War 1l. In the
1980s, the average 20 year-old employee could be expected to change jobs approximately six or
seven times during his or her lifetime.

The accelerated rate of change in today’s world has significantly increased employee
mobility. Even when an employee desires to remain with the same organization, changes in its
environment may make this choice unfeasible. This environmental forces plus changes within the
individuals make career planning important for today’s employees.(Byars & Rue, 1987)

While on the one hand working life is becoming longer, on the other hand, through such
phenomena as the lifespan of companies themselves contracting due to severe business
environment changes, and the increasing tendency for workers to leave their positions due to
changes in technology or work duties, people are now finding expanded opportunities for their
individual career paths. In addition, companies too are finding that in a management environment
in which uncertainties and risks are increasing, in order to create new value individuals are
required who have the sensibility to act on their convictions and have a strong sense of the issues
that affect a company. In order to find such people, companies must respond to changes in
individual working patterns and provide employees with the opportunity to open up their own
career paths independently.(MHLW, 2007)

With a career plan, a person is much more likely to experience satisfaction as progress is
made along the career path.

From the organization point of view, career planning can reduce costs due to employee
turnover. If a company assists employees in developing career plans, these plans are likely to be
closely tided to the organization; therefore, employees are less likely to quit.
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When an organization shows interest in an employee’s career development also has a
positive effect on the employee.

Under these circumstances, employees feel that they are regarded by the company as part of
an overall plan and not just as numbers.

In this situation, a key employee is motivated to stay in the organization and fight for its
welfare.

Although not expected to be a professional counselor, the manager can and should play an
important role in facilitating a subordinate’s career planning.

Unfortunately, many managers do not perceive career counseling as a part of their
managerial duties. As a result a succesfull career planning results from a joint effort: individual,
manager and organization.

The individual does the planning, the manager provides guidance and the organization
provides the resource and the structure.

1.2. The Organizational Reward System - Compensation & Pay

First of all it is necessary to clarify that between terms “compensation” and “pay” we
cannot put the sign equal. These are not synonymous terms.

Compensation refers to all the extrinsic reward that employees receive in exchange for
their work. Pay refers only to the actual money that employees receive in exchange for their work.

Just a few decades ago, workers were happy to receive fair pay and a benefits package.
Today, those two items are expected, and workers are demanding much more. Flexible work
schedules, incentive pay, hiring bonuses, stock options and other programs are all part of a good
compensation package.

Compensation and pay have been joined by the work environment to form the new
compensation package concept of total rewards.

Employees have decided in the last few years that a large paycheck is not the only thing
they need from their employers.

Casual dress, pets in the office, child care facilities and more are no longer seen as
peculiar attraction strategies that are only used Silicon Valley and Seattle. Many traditional
employers are finding that in order to keep their top employees, they need to have some of these
programs in their total reward package. Employees are not longer willing to work 16 hours days
for just a large paycheck, there has to be something more for them to take time away from their
families now.(Ruddy, 2001)

Let’s see what the main components of a successful reward package are:

1) Base salary is the hourly, weekly or monthly pay that employees receive in exchange
for their work.

The primary objective of any base salary system is to establish a structure and system for
the equitable payment of employees, depending on their job and their level of performance in their
jobs.

A competitive base salary is the building block for a successful total rewards package.

With today’s total reward focus on compensation package, a fair market base salary is
typically sufficient, especially if packaged with the right benefits, incentives and work life
programs.

According to the 2000 Value of Benefits Survey by Work at Work and the Employee
Benefit Research Institute “health insurance remains the top benefit employee’s value. However, a
good health plan is joined now by other key benefits, such as a quality retirement package, life
insurance plans and disability benefits.” The study also found that among employees surveyed, 14
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% had rejected job offers because they did not feel the benefit package was adequate.(Ruddy,
2001)

2) Incentive pay

Incentive pay plans attempts to relate pay to performance in effort to reward above —
average performance rapidly and directly. Most incentive plans function in addition to and not in
place of the base salary structure.

Two basic requirements are essential; if an incentive plan is to be effective. The first is
that employee performance be fairly and accurately evaluated. The second is that the incentives
must be awarded on the basis of performance.

Nowadays, more than in any times, to attract the talent needed to survive in today’s
business environment, companies must seriously consider including some equity incentive
bonuses in an employees total rewards package.

According to an e-mail survey by World at Work, companies are responding to this
demand just over half (51 %) of the companies polled offer some form of stock based
compensation package. Of those, 80 % are offering the package to all employees.

Incentive pay not only attracts top talent into the organization but can also be a key tool in
keeping them there.

3) Work / life benefit

Employee work / life benefit are those rewards that organizations provide to employees
for being a member of the organization.

Today, employees are no longer satisfied by working hours and hours a week. They put a
great deal of importance in having time for their families, opportunities for travel or training
programs

Taking the employees complete work experience into account when establishing a total
rewards package will give employers an edge in trying to attract and maintain top talent.

2. The Entrepreneurship Education confronting changes

Entrepreneurship education means many different things to educators...from primary
schools to the university, from vocational education to an MBA. At each level of education, it is
reasonable to expect different outcomes as students mature and build on previous knowledge. But
the overall purpose remains to develop expertise as an entrepreneur.

Entrepreneurship is a lifelong learning process that has at least five distinct stages of
development. This lifelong learning model assumes that everyone in our educational system
should have opportunities to learn at the beginning stages, but the later stages are targeted to those
who choose to become entrepreneurs.

Stage 1 - BASICS: At this first stage the focus is on understanding the basics of our
economy, career opportunities that result, and the need to master basic skills to be successful in a
free market economy. Motivation to learn and a sense of individual opportunity are the special
outcomes at this stage of the lifelong learning model.

Stage 2 - COMPETENCY AWARENESS: The students will learn to speak the
language of business, and see the problems from the small business owner's point of view.

Stage 3 - CREATIVE APPLICATIONS: At this stage, students can take time to
explore business ideas and a variety of ways to plan the business. This stage encourages students
to create a unique business idea and carry the decision-making process through a complete
business plan.

This stage may take place in advanced high school vocational programs, two-year
colleges where there are special courses and/or associate degree programs, and some colleges and
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universities. The outcome is for students to learn how it might be possible to become an
entrepreneur.

Stage 4 - STARTUP: After adults have had time to gain job experience and/or further
education, many are in need of special assistance in putting a business idea together.

Stage 5 - GROWTH: Often business owners do not seek help until it is almost too late.
A series of continuing seminars or support groups can help the entrepreneur recognize potential
problems and deal with them in time. (Ashmore)

2.1. Entrepreneurship in European Union

An Entrepreneurship action Plan was adopted by the European Commission in February
2004, suggesting horizontal measures for the Commission and Member state to create a supportive
framework for entrepreneurship policy.

In E.U. entrepreneurship is seen as a key competence, as an important personal quality
crucial for the ability to manage one’s life.

Within the framework of key competences, entrepreneurship is not seen as a distinct
psychological variable but rather an interplay of different skills, knowledge, affective factors and
personal qualities. The combination of such competences is among others, an inevitable
precondition for successful entrepreneurs, but it is also obvious that each individual has the need
for those competences in order to manage his or her personal life.

The term entrepreneurship is therefore used to label a certain set of competences necessary
and useful for everyone. The experts of U.E. suggests that the term “Entrepreneurship Education
and Learning” should be used to mean as the acquisition of that set of competences by both formal
and informal means. “Education” can therefore mean a process guided by more formal structures,
including the period of compulsory education, and “learning” will include experiential learning —
or “learning by doing” in either informal or non-formal practice. In this sense, entrepreneurial
competences become integral to lifelong learning for which the motivation inherent in “learning to
learn” becomes critical.

Looking at the definition adopted by the Enterprise Directorate General’s expert group for
education and training for entrepreneurship, it is clear that running a business is only a limited
aspect of this.(European Commission, 2002)

This definition includes two components:

- a broader concept of education for entrepreneurial attitudes and skills, which involves
developing certain personal qualities and is not directly focused on the creation of new business

- a more specific concept of training on how to set up a business.

The understanding of entrepreneurship as a general competence is stressed by the definition
adopted by Working Group B (WG B) in its list of key competence: entrepreneurship has a passive
and an active component: the propensity to induce changes oneself, but also the ability to welcome
and support innovation brought about by external factors by welcoming change, taking
responsibility for one’s actions, positive or negative, to finish what we start, to know where we are
going, to set objectives and meet them, and have the motivation to succeed. (European
Commission, Feb. 2004)

Inspired by and building upon OECD’s DeSeCo-Project, WG B defines key competences
as follows: key competences represent a transferable, multifunctional package of knowledge, skills
and attitudes that all individuals need for personal fulfillment ant development, inclusion and
employment. These should have been developed by the end of compulsory school or training, and
should act as a foundation for further learning as part of Lifelong Learning.(Rychen & Salganik
2002)

In detail, this definition comprises two major criteria for a key competence:
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- competences that can be labeled “key” are transferable and multifunctional. This means
that they can be applied in a variety of situations and contexts;

- key competences are necessary and useful for each individual in order to be successful in
life.

Transferability and multi-functionality as well as success in life refer not only to
employability but to a variety of aspects running horizontally and vertically through a lifetime that
can be roughly structured into three areas or “clusters” which are essential for living and working
in a modern society:

- leading a private life that promotes personal fulfillment including family, friends, leisure
activities etc. but also coping with the practicalities and challenges of a modern and complex
society and environment;

- professional life that primarily secures income but also acts as a source for personal
fulfillment and contributes to quality of life;

- participating in society and contributing to its further development by being an active
citizen at various levels.(European Commission, Nov. 2004)

From this outline it becomes clear that entrepreneurship, if only understood as the abilities
and skills applicable for running an enterprise, could not be included in a set of key competences.

Entrepreneurship includes planning, organizing, analyzing, communicating, doing,
debriefing, evaluating and recording progress in learning. This set of “management competences”
is relevant in private life for managing one’s household etc. as well as for business, and also for
participation in society.

Other important aspects of entrepreneurship that are obviously equally relevant in all three
areas of life include, among others, identifying one’s personal strengths and weaknesses,
displaying pro-active behavior, being curios and creative, understanding risk, responding
positively to changes and the disposition to show initiatives.

Keeping in mind the broad definition and the components of entrepreneurship, it could be
easily demonstrated that schools are dealing with entrepreneurship at all stages, though usually
beginning with the more general skills and competences at primary school level and later adding
the more specific concept of training on how to create a business particularly at upper secondary
level. However, entrepreneurship education is not only a matter of schools.

As opposed to teaching of subjects such as math or physics, where schools generally have
monopoly, there is a strong influence on developing entrepreneurship from the perspective of
non-formal and informal education.

2.2. Entrepreneurship in United States

In U.S.A entrepreneurship means change and creative thinking. VVocational students come
in all shapes, colors, and sizes. But they do have one thing in common. They are all motivated to
prepare for their future via a specialized route...career and technical education.

Vocational programs provide millions of young people with access to the skills and
knowledge they need for all types of work, be it agriculture, electronics, sales and marketing,
computers, child care, auto mechanics, graphic arts, and so on.

Entrepreneurship education as part of the vocational curriculum is an excellent vehicle for
teaching students about change...change that occurs naturally or change that is caused by
invention. Entrepreneurship education is a way to teach students to favor change rather than to fear
it.( EntrepreNews & Views )

Entrepreneurs drive America's economy, accounting for the majority of our nation's new
job creation and innovations. According to the U. S. Census Bureau's 2002 Survey of Business
Owners, self-employed individuals who have no paid employees operate three-fourths of U.S.
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businesses. The U. S. Small Business Administration reports that America's 25.8 million small
businesses employ more than 50 percent of the private workforce, generate more than half of the
nation's gross domestic product, and are the principal source of new jobs in the U.S. economy.

Nearly 80 percent of would-be entrepreneurs in the United States are between the ages of
18 and 34! A 2005 poll from Junior Achievement (JA) found that 68.6 percent of the teenagers
interviewed wanted to become entrepreneurs, even though they knew that it would not be an easy
path. In spite of this overwhelming interest, however, youth rarely receive any information about
entrepreneurship as a career option.

Entrepreneurship education offers a solution. It seeks to prepare people, particularly youth,
to be responsible, enterprising individuals who become entrepreneurs or entrepreneurial thinkers
by immersing them in real life learning experiences where they can take risks, manage the results,
and learn from the outcomes.(U.S.-DOL)

The national culture determines the extent to which existing social and cultural norms
encourage or do not discourage individual actions that can lead to new ways of conducting
business. The high ranking of the United States in this area is indicative of the country's distinct
entrepreneurial orientation. Traditionally, the culture of the United States is one of seeking
opportunities and taking risks. This is consistent with the expert informants' assessment of the
country characteristics. In fact, the indexes assessing the existence of entrepreneurial
opportunities, capacity, and motivation are all higher than the world averages. It is also consistent
with Global Entrepreneurship Monitor (GEM) findings regarding the subjective dispositional
characteristics of the U.S. population, which show a strong perception of having sufficient skills
and ability to start a new business, relatively low fear of failure, and relatively high alertness to
unexploited opportunities. Overall, like in previous years, the entrepreneurial culture continues to
be a strong differentiating factor between the United States and most other GEM countries. In the
United States, a higher percent of both men and women than across all GEM countries believe that
good opportunities will be available to them, and that they have the skills, knowledge and
experience to start new businesses. Also, in the United States, a higher percentage of both men and
women than across all GEM countries know personally someone who started a business in the past
two years and, as a result, may benefit from role models. Finally, in the United States, a lower
percentage of both men and women than across all GEM countries would be deterred from starting
a business by fear offailing.(GEM, 2003)

The professor and dean in the School of Engineering at Tuftsand and, also, as President
and Director of Boston’s Museum of Science, loannis Miaoulis said that while becoming
computer-literate is important, becoming engineering-literate is perhaps even more critical. He
agrees that it is not enough to understand how things work, but know that this is the foundation to
finding ways for things to work better. But even that is not enough if we don’t teach people how to
make these ideas into viable business opportunities.

Combining marketing and entrepreneurial skills with science and technology may be the
best answer to encouraging innovation in America’s future.(CEE, 2004)

William Bridges author of Job Shift encourages us to realize the concept of “the job” is
rapidly disappearing. Although there will always be enormous amounts of economic work to do,
he suggests that the work will not be contained in the familiar envelopes we call jobs. In fact many
organizations are well along the way of being “dejobbed”. (Bridges, 1995)

The future work options suggest that careers of the future are made by individual choices
that make the most of new “basic skills”. All workers first must have literacy, numeracy, and
computer skills to function effectively in any type of work. Second, all workers in a dejobbed
world must have the skills to manage themselves in business like fashion, including
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time-management, goal setting, communications, bookkeeping, office management, and
management project skills.

As | said in the first part of this chapter, in U.S.A., entrepreneurship is also defined through
creative thinking.

Eduard de Bono who has spent the last 30 years working to develop strategies to encourage
creative thinking and also from the Nomura Research Institute in Japan says: “ There are three
basic aspects of thinking: 1. what is; 2. what may be; and 3. what can be. We are almost totally
obsessed with “what is”. We underestimate the extremely valuable contribution that “what may
be” has made to progress. We do very little about “what can be” even though our future depends
entirely on this aspect.”( EntrepreNews & Views )

Conclusions

As we have seen, in a changing world, the individuals become key factors for global
development.

A global development is made by people for people, but these people are confronted with
changes that affect not only their professional lifes but their private lifes too.

The adaptation has to come from the inside of individuals as well as from the strategic
approach of the development at the firm level.

Human resources have to develop their own entrepreneurship abilities, but, also, these
abilities have to be integrated efficiently in long term strategy of every firm.

This affects the Human Resource Management which has to adapt its strategies for
maintaining inside the firm all that human resources that can lead to success in a changing
environment.

Getting the best from people at every level when there is constant change is the key to
sustainable competitive advantage. Solid strategies, processes and technology alone do not deliver
results. It takes people to accept, adopt, drive, and sustain the change to realise tangible impact.
Success in business hinges on strategic agility and the ability to execute.

Entrepreneurial activity promotes competition, economic efficiency and innovation, thereby
contributing to economic growth.

Entrepreneurs are alert individuals who perceive and exploit profit opportunities. In some
cases, entrepreneurs penetrate and expand existing markets and contribute toward economic
efficiency by increasing competitiveness. In other cases, in addition to contributing toward market
efficiency, entrepreneurs introduce innovations and explore new opportunities by offering new and
unique products or services. Innovative entrepreneurs create new markets and expand the set of
profit opportunities available to others. Innovative entrepreneurs are also one of the main links
between entrepreneurship and economic growth.

Given the changes that affect our lives will not stop soon, we hope that our work will be a
starting point for other research in this area. It is intended to be another contribution aimed to
summarize the impact of change on human resource but also, to propose solutions for increasing
its adaptability to this change.
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MANAGEMENTUL RESURSELOR UMANE $1 EDUCATIA
ANTREPRENORIALA INTR-O LUME A SCHIMBARII
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Abstract

Principalul scop al prezentei lucrari il reprezinta evidensierea felului in care schimbarile produse n
interiorul sectorului economic afecteaza Managementul Resurselor Umane (MRU) si educatia
antreprenoriala. Tn prezent, Managementul Resurselor Umane este adesea nevoit sa Tsi depdseasca propriile
limite deoarece fenomene precum head — hunting, brain — drain sau migrayia resurselor de munca devin din
ce in ce mai prezente In viaza oricarei firme. Mai mult, antreprenoriatul implici o gama larga de
competenge, de la rezolvarea conflictelor si cresterea productivitarii, pana la crearea unui climat social
adecvat desfasurarii optime a activitarii. Prin urmare, educatia antreprenoriala devine extrem de importanta
pentru rezolvarea problemelor cu care se confrunta orice firma moderna. Lucrarea va prezenta atat felul in
care este privita educayia antreprenoriala Th Uniunea Europeana cét si felul in care este privita ea dincolo de
ocean, in Statele Unite ale Americii. Tn Uniunea Europeand (UE) importansa antreprenoriatului a fost
evidengiata incepand cu anul 2001 cand ,,dezvoltarea spiritului intreprinderii”, a fost declarat unul dintre
cele mai importante obiective care ar trebui luate Tn considerare de catre sistemul de educayie si de formare
profesionala din UE. Tn SUA acest subiect a fost abordat cu mult mai mult timp Tn urma si Tn prezent este
vazut ca o cale de succes nu numai Tn afaceri, dar si in viasa personala.

Cuvinte cheie: educayie antreprenoriala, managementul resurselor umane, capital uman, globalizare

Introducere

Tn prezent, a devenit comun si afirmam ca resursa umana reprezinta motorul care pune in
migscare orice afacere moderna. Cel putin In tarile dezvoltate, importanta resursei umane, ca si
capital uman si nu ca forta de munca, nu mai este necesar sa fie demonstrata.

Calitatea resursei umane care poate transforma o fiinta umana, ca unealta economici, n
capital uman confera putere tuturor acelor angajati care pot fi mult mai mult decét niste simpli
executanti.

Puterea unui angajat cheie poate fi uriasa si a determinat Th ultimul timp fenomene ca job
hunting sau head hunting.

Demisia unui astfel de angajat poate destabiliza, uneori, intreaga activitate la nivelul unei
firme si acesta este motivul pentru care companiile eficiente au dezvoltat programe si strategii prin
care sa-si pastreze angajatii cheie

Fenomenul globalizarii insasi confera putere unui angajat eficient care doreste si Tsi
dezvolte cariera intr-o organizatie deschisa. Sistemul de stimulare, in particular scala de salarizare,
variaza foarte mult Tn functie de nationalitatea firmei si de mediul legislativ In care aceasta Tsi
desfagoara activitatea. Cele mai mari diferente apar Tn remunerarea brevetelor de succes, iar aceste
diferente genereaza probleme de etica intre organizatii si echipele de lucru transnationale.

In ciuda unei presupuse armonizari a practicilor Managementului Resurselor Umane
rezultata din globalizare, acestea reflecta totusi diversitatea nationala.

* Lector universitar doctor, Universitatea “Politehnica”, Bucuresti (e-mail: nsim2005@yahoo.com).
** Lector universitar doctor, Universitatea “Politehnica”, Bucuresti.
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Atata timp cat un angajat cheie are alternativa de a fi mai bine remunerat si de a-si dezvolta
constant cariera, va parasi orice organizatie care nu corespunde standardelor sale. Aceasta situatie
afecteaza fiecare dintre functiile MRU, Tncepand cu planificarea, recrutarea, selectia, planificarea
carierei si terminand cu sistemul de recompense.

Tn concluzie, vom incerca sa prezentam in ce fel ,,schimbarea” afecteaza modul de abordare
a resursei umane si in ce fel acestea se reflecta la nivelul functiilor MRU.

Chiar daca aceste schimbari afecteaza toate functiile MRU ne vom opri doar la doua dintre
ele, cele mai afectate Tn opinia noastra si, de asemenea, cele mai strans legate de relatia dintre
calitatea resurselor umane si eficienta pe termen lung a oricarei firme: planificarea carierei si
sistemul de recompense.

Edward de Bono spunea in deschidereea unei conferinte ca, pe masura ce concurenta se
intensifica, nu este suficient sa faci acelasi lucru mai bine...nu este suficient sa fi eficient si sa
rezolvi probleme. Tn prezent, afacerile trebuie si tina pasul cu schimbarile care obliga la
creativitate. Aceasta inseamna creativitate atat la nivel strategic cat si in prima linie, la nivelul
executiei, care este necesar sa insoteasca translatia cerutd de o afacere competitiva...de la
administrare la antreprenoriat.

Antreprenoriatul, din punct de vedere educational, este adesea gresit inteles si sufera o
problema de imagine din cauza asocierii sale cu notiunea de conducere a unei afaceri de pe pozitia
de angajator. Adesea se ageaza semnul egal Tntre antreprenoriat si management. Din aceastd cauza
educatia antreprenoriala este furnizata si inteleasa diferit de catre agentii economici.

Lucrarea va Tncerca sa prezinte esenta antreprenoriatului asa cum este inteleasa ea atat in
Uniunea Europeana cat si in Statele Unite ale Americii.

Prezentarea literaturii existente pe tematica propusa

Lumea muncii a suferit profunde transformari de-a lungul ultimilor ani. Tehnologia,
relatiile angajat/angajator, standardele de calificare, imigratia, ocuparea offshore, avantajele oferite
angajatilor — in mod deosebit asigurarile de sanatate si pensii - si competitia globala au avut un
impact semnificativ asupra caracteristicilor locului de munca. (CERIDIAN)

Bridges spune: muncitorul de azi trebuie sa uite complet notiunea de ,,servici”, de loc de
munca, si Sa se pregateasca pentru a executa sarcinile de lucru in modul cel mai eficient cu putinta.
Viitorul va fi foarte diferit fatd de ceea ce credeam, si cei mai multi dintre noi nu suntem mai
pregatiti pentru actualele locuri de munca decét erau satenii englezi din secolul optsprezece pentru
locurile de munca din fabricile secolului nouasprezece. Angajatii trebuie sa Tsi dezvolte un anumit
tip de gandire, un anumit mod de abordare a muncii lor si totodata un anumit mod de gestionare a
carierei care le confera un statut mai apropiat de cel al unui furnizor extern decét de cel al unui
angajat traditional. (Bridges, CEE)

Majoritatea analistilor Tn domeniul Managementului Resurselor Umane sunt de acord ca
cea mai mare dezvoltare a acestuia, ca profesie, a Tnregistrat-o la jumatatea secolului XX sau Tntre
sfarsitul celui de-al doilea Razboi Mondial si Tnceputul anilor 90. Atata timp cat organizatii care
angajeaza sute de mii de oameni influenteaza dominant piata muncii iar aspectele privind selectia,
pregatirea, motivatia si practicile legate de compensatii au devenit provocari din ce in ce mai mari
ntr-o societate dinamica iar nevoia de personal specializat devine si ea din ce in ce mai acuta. (
Kraut & Korman, 1999)

Tn prezent, notiunea de management al cunoasterii devine din ce in ce mai prezenta in orice
organizatie ca factor de succes In confruntarea cu schimbarea.

Managementul cunoasterii este procesul prin care se otin informatii de catre persoana
potrivita din sursa potrivita, utilizand suportul potrivit Tn formatul potrivit astfel Tncat oamenii sa
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poata lua cea mai buna decizie sau sa urmeze cea mai inteleapta cale. Decizia sau actiunea pot
necesita diferite niveluri de cunoastere. Date constand in fapte de baza. Informatia reprezinta date
contextualizate sau concepte si idei rezultate din fapte corelate. Cunosterea reprezinta informatia
procesatd sau relatia cauzala dintre diferitele elemente componente ale informatiei. (Bellingham,
2004)

Combinatia perfecta dintre capitalul intelectual si competitivitate implica o multitudine de
factori, de la infrastrucura care trebuie sa existe intr-o organizatie pentru a sustine activitatea
acesteia, leadershipul si adaptarea Tn cazul schimbarii proprietarului/proprietarilor pana la
aplicarea noilor tehnologii intr-un mod eficient si creativ intotdeauna axat mai mult pe inovare
decat pe calificarea fortei de munca. Nu este practic o problema de pregatire a fortei de munca ci
de mentinere a unei atitudini pozitive, deschise la schimbare si cu nevoia de crestere a
acumularilor de cunoastere, informatie si experientd intr-o organizatie care difera foarte mult de
una traditionala. (Pablo Calderon, 2008)

I. Managementul Resurselor Umane in confruntarea cu ,,schimbarea”

Tn prezent, piata muncii difera extrem de mult de cea care exista chiar cu putin timp n
urma. Practic, schimbarea si incertitudinea au devenit lege. Drept consecinta, este mai mult decét
probabil ca o persoana sa Tsi schimbe locul de munca intre sase si opt ori de-a lungul vietii sale
profesionale. A avea capacitatea de a naviga intr-o astfel de lume devine crucial. Companiile se
asteapta ca angajatii lor sa studieze continuu si si-si mbunatiteasca constant abilitatile
profesionale. Dar, Tn acelasi timp, aceleasi companii realizeaza importanta mentinerii in interior a
unor angajati flexibili care se adapteaza cu usurinta la schimbare. Resursa umana trebuie practic sa
urmareasca n acelasi timp atat pregatirea profesionald pentru cariera cat si ocuparea pe piata fortei
de munca. A merge pe calea educatiei formale si a te astepta la obtinerea unui loc de munca intr-un
domeniu foarte bine delimitat, urmat dupa mai multi ani de pensionare nu mai este de mult o
asteptare realista.

Asa cum mentionam la Tnceputul lucrarii, ne vom opri n cele ce urmeaza doar la doua
dintre functiile MRU, care sunt, Tn opinia noastra cel mai strans legate de performantele oricarei
organizatii intr-o lume a schimbarii: planificarea carierei si sistemul de recompense.

1.1. Planificarea carierei

Conceptul de loialitate organizationala a apus de cateva decenii, Tncepand practic cu cel de
al 2-lea Razboi Mondial. Tn anii *80 angajatii cu o medie de vérsta de 20 ani se puteau astepta sa
Tsi schimbe locul de munca de aproximativ sase sau sapte ori de-a lungul vietii vietii profesionale.

Ritmul accelerat al schimbarilor in lumea de azi a determinat o crestere semnificativa a
mobilitatii angajatilor. Chiar in situatia in care un angajat doreste sa ramana in interiorul unei
organizatii, schimbarile din mediul Tn care aceasta Tsi desfasoara activitatea fac aceasta dorinta
imposibil de realizat. Toate aceste forte care actioneaza in mediul extern al organizatiei, dar si
diferentele dintre indivizi, claseaza planificarea carierei in topul preocupérilor importante ale
oricarui angajat din zilele noastre.(Byars & Rue, 1987)

Tn timp ce, pe de o parte, durata vietii profesionale a oricarui angajat este din ce in ce mai
lunga iar pe de altd parte durata de viatd a organizatiilor intr-un mediu de afaceri extrem de
schimbator si ostil este din ce Th ce mai scurta, iar tendinta de parasire a unei companii ca urmare a
dezvoltarii noilor tehnologii se accentueaza, resursa umana poate gasi oportunitati extinse pentru
propriul model de cariera. (MHLW, 2007)

Cu un plan de cariera bine organizat, o persoana are mult mai multe sanse de a cunoaste
satisfactia profesionala de-a lungul evolutiei carierei sale.
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Din punctul de vedere al organizatiei, planificarea carierei poate reduce costurile datorita
rotatiei posturilor. Tn cazul in care o companie acorda asistenta angajatilor in dezvoltarea unui plan
al carierei, acest plan poate sa fie construit intr-un mod mult mai apropiat de obiectivele
organizatiei decat n situatia Tn care acesta ar fi dezvoltat doar de catre angajat. De asemenea,
riscul de a pierde un angajat asistat in dezvoltarea planului personal de cariera scade simtitor iar
acesta nu va fi tentat sa paraseasca organizatia.

Céand o organizatie manifesta interes in dezvoltarea carierei unui angajat acest lucru are
efecte pozitive si asupra angajatului Tnsusi. Tn aceste circumstante, angajatii simt ca sunt
recompensati de catre organizatie si ca fac parte din planul acesteia de dezvoltare. Astfel, ei nu
conteza doar ca numar.

Intr-o astfel de situatie, un angajat cheie este motivat si ramana si si lupte pentru
bunastarea lui dar si pentru bunastarea companiei.

Desi nu se asteapta a fi un consilier profesional, managerul poate si trebuie sa joace un rol
important Tn sustinerea planificarii carierei subordonatilor si.

Din nefericire insa, multi manageri nu percep ca intrdnd n atributiile lor consilierea
cariereri angajatilor. Tn consecint, un plan al carierei incununat de succes rezulta din efortul
comun a trei parti: individul, managerul si organizatia.

Individul realizeaza planul, managerul ofera asistenta iar organizatia furnizeaza resursele si
infrastructura.

1.2. Sistemul de recompense - Compensatii si Plati

Tnainte de toate este necesar sa clarificam faptul ca intre termenii compensatii si plati nu
putem pune semnul egal. Ei nu sunt termeni sinonimi.

Compensatiile se refera la toate acele recompense extrinseci pe care angajatii le primesc in
schimbul muncii depuse. Plata (platile), se refera doar la sumele de bani primite de catre angajati
n schimbul muncii depuse.

Doar cu céteva decenii in urma angajatii erau multumiti sa primeasca o suma echitabila si
un anumit pachet de beneficii. Tn prezent, aceste doui elemente sunt de asemenea asteptate de
catre cei care presteaza munca, dar ele sunt adesea insotite si de alte elemente legate de: programul
de lucru flexibil, plati motivante, bonusuri, acces la actiunile firmei si alte programe care impreuna
fac parte dintr-un pachet echitabil de compensatii din punctul de vedere al angajatului.

Compensatiile si plata au fost aduse Tmpreuna de catre mediul de lucru pentru a forma un
nou pachet de compensare ca parte a sistemului global de recompense. Angajatii au decis Tn ultimii
ani ca o suma forate mare de bani nu mai este ceea ce asteapta din partea angajatorilor lor.

O anumita tinutda vestimentara, facilitati legate de Tngrijirea copiilor sau chiar accesul
animalelor de companie in interiorul firmei nu mai sunt strategii de atragere a resurselor umane
doar in Silicon Valley sau Seattle. Multi dintre angajatorii traditionali se vad nevoiti sa modifice
continutul sistemului de recompense tocmai pentru a pastra in cadrul firmei angajatii de top.
Angajatii sunt din ce Tn ce mai putin dispusi sa petreaca 16 ore la serviciu, departe de familiile lor
doar pentru o suma mai mare de bani. Trebuie sa obtina si alte avantaje de pe urma muncii lor
pentru a accepta acest program de lucru.(Ruddy, 2001)

Consideram utila in continuare prezentarea principalelor componente ale unui pachet de
recompense motivant:

1) Salariul de baza — reprezinta suma de bani orara, saptamanala sau lunara primita de catre
un angajat in schimbul muncii depuse.

Principalul obiectiv al salarizarii de baza este acela de stabili un sistem si o structura de
plata echitabile pentru angajati, tindnd cont atat de munca depusa cét si de nivelul de performanta
profesionala a acestora.
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Un salariu de baza competitiv este practic piatra de temelie pentru intreg sistemul de
recompense la nivelul unei firme.

Cu un sistem de recompense centrat pe un intreg pachet de compensatii, un salariu de baza
corect este considerat suficient daca este nsotit de beneficii satisfacdtoare si programe de
Tmbunatatire a motivatiei muncii.

Potrivit anchetei ,,The 2000 Value of Benefits” realizatd de World at Work si de Institutul
de Cercetare a Beneficiilor acordate salariatilor, asigurarile de sanatate raméan in topul valorii
avantajelor acordate salariatilor. Mai mult chiar, un plan de sanatate eficient este Tnsotit acum si de
alte avantaje cheie, cum ar fi asigurarea unui pachet de servicii legate de pensionare, asigurari de
viatd sau acordarea unor beneficii persoanelor cu disabilitati. Studiul a relevat de asemenea ca
dintre angajatii care au facut obiectul anchetei 14 % au respins oferte de munca deoarece nu au
considerat satisfacator pachetul de beneficii care le era oferit. (Ruddy, 2001)

2) Sistemul de prime - Tsi propune sa stabileasca o legatura intre plata si eficienta muncii ca
recompensare a performantelor peste medie. Majoritatea sistemelor de prime functioneaza
Tmpreuna cu si nu in locul structurii salariale de baza.

Doua cerinte de baza sunt esentiale pentru ca un sistem de prime sa fie eficient:

- in primul rand performantele angajatilor trebuie evaluate corect si neechivoc.

- in al doilea rand, primele trebuiesc acordate doar pe baza performantelor.

Tn prezent, mai mult decat in oricare altd perioada, pentru atragerea talentelor necesare
supravietuirii Tntr-un mediu de afaceri dinamic si competitv, companiile sunt practic obligate sa
includa in sistemul de recompensare a angajatilor, anumite bonusuri legate de participatiile la
capitalul firmei, care sa faca practic diferenta fata de potentialii concurenti.

Potrivit unei anchete statistice realizate prin e-mail de catre World at Work, din totalul
companiilor care au raspuns chestionarelor, un pic peste jumatate au afirmat ca acorda angajatilor
lor compensatii bazate pe o forma de acces la actiuni sau la patrimoniul firmei. Dintre acestia, 80%
ofera aceste compensatii tuturor angajatilor.

Sistemul de prime este deosebit de important nu numai pentru atragerea talentelor de top in
organizatie dar de asemenea, reprezinta un element cheie de pastrare a acestora in interiorul firmei.

3) Beneficii care privesc raportul munca - viafa privatd - sunt acele avantaje oferite
angajatilor de catre organizatie pentru calitatea de membru al acesteia.

Tn prezent, angajatii nu mai sunt multumiti lucrand ore in sir de-a lungul saptimanii de
lucru. Acestia Tncep sa puna din ce Tn ce mai mult accentul pe importanta timpului petrecut cu
familiile lor, a oportunitatilor de calatorie sau a programelor de pregatire profesionala. Doar luand
in considerare totalitatea aspectelor legate de viata profesionald a angajatilor si stabilind Tn
concordanta cu acestea un sistem de recompense eficient, angajatorii vor reusi sa atraga si sa
mentina Tn interiorul firmei talentele de top care vor conferi intregii activitati acea flexibilitate In
fata schimbarilor din mediul economic si financiar in care functioneaza firma.

I1. Educatia antreprenoriala in confruntarea cu ,,schimbarea”

Educatia antreprenoriala este inteleasa adesea foarte diferit de catre cei care o predau:
incepédnd cu educatia primara si terminénd cu cea furnizatd de catre universitati, de la educatia
profesionala si pana la MBA. La fiecare nivel educational, este rezonabil sa fie asteptate anumite
rezultate bazate pe experientele si cunostintele dobandite anterior. Toate aceste rezultate insa,
converg, n ultima instanta, spre construirea abilitatilor de antreprenor.

Antreprenoriatul presupune un proces de Tnvitare pe tot parcursul vietii vietii care contine
cinci stadii distincte de dezvoltare. Acest model de Tnvatare pe tot parcursul vietii se bazeaza pe
supozitia potrivit cireia orice persoana care intra in sistemul educational are oportunitatea de a
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invata anumite aspecte ale antreprenoriatului in stadiile de baza. Ulterior insa, cei care acced la
stadiile superioare sunt cei care, in esentd, au ales sa devina antreprenori.

STADIUL 1- Notiuni de baza — in aceasta etapa accentul cade pe intelegerea elementelor
de baza ale economiei, a oportunitatilor legate de cariera ce rezulta din acestea, dar si a nevoii de a
dezvolta anumite abilitati elementare si indispensabile totodata pentru obtinerea succesului intr-o
economie de piata. Rezultatele acestui stadiu sunt reprezentate de motivatia de a invita si de
obtinerea acelui simt aparte care poate determina sesizarea in timp util a anumitor oportunitati
individuale.

STADIUL 2 - Constientizarea competentelor- in aceasta etapa, cursantii vor Tnvata
limbajul specific afacerilor si vor vizualiza problemele din punctul de vedere al proprietarului unei
mici afaceri.

STADIUL 3 - Aplicatii creative - in aceastd etapd cursantii Tsi vor petrece timpul
explorand idei de afceri si realizand mai multe cai de planificare a unei afaceri. Acestia vor fi
practic incurajati sa creeze o idee de afaceri noua si sa dezvolte un proces decizional in interiorul
unui plan de afaceri complet.

De obicei acest stadiu se desfasoara la nivelul educatiei liceale sau profesionale, Tn colegii
sau universitati. Acestea de obicei au programe scurte de pregatire in acest domeniu si pot conferi
la absolvire un certificat de recunoastere a competentelor dobandite in urma parcurgerii lor. Drept
rezultat, cursantii vor nvata cum pot deveni antreprenori.

STADIUL 4 - Startul - este o etapa in care adultii care au dobandit o anumita experienta
n munca necesita asistenta in punerea in practica a ideilor de afaceri.

STADIUL 5 - Cresterea — adesea proprietarul unei afaceri cauta ajutor atunci cand este
prea tarziu. O serie de seminarii organizate Tn aceasta etapa 7l pot ajuta pe antreprenor sa
recunoasca potentialele probleme si sa le faca fata in mod eficient. (Ashmore)

2.1. Antreprenoriatul in Uniunea Europeani

Un plan de actiune privind antreprenoriatul a fost adoptat de catre Comisia Europeana in
Februarie 2004 sugerdnd masuri orizontale att pentru Comisie cét si pentru Statele Membre
menite sa creeze un cadru de sustinere a politicii antreprenoriale.

Tn Uniunea Europeana antreprenoriatul este privit ca o competenta cheie, ca o calitate
personala deosebit de importanta pentru abilitatea de a conduce viata cuiva.

Tn cadrul creat de catre competentele cheie, antreprenoriatul nu este vazut ca o variabila
psihologica distincta ci mai degraba ca un amestec de cunostinte, deprinderi, abilitati, factori
afectivi si calitati personale. O combinatie a acestor elemente este, printre altele, o preconditie
indispensabila pentru Tntreprinzatorii de succes, dar este, de asemenea, evident ca fiecare individ
necesita tot acest cumul de competente pentru a-si conduce propria viata.

Termenul ,antreprenoriat” este adesea folosit pentru a exprima un anumit set de
competente necesare si utile oricarui individ.

Expertii Uniunii Europene sugereaza ca termenul ,,Educatie si invatare antreprenoriala” ar
trebui sa fie utilizat pentru dobéndirea de competente atat prin mijloace formale cét si informale.
»Educatia” poate Tnsemna un proces ghidat mai mult de structuri formale, ce includ Tnvataméantul
obligatoriu, in timp ce ,,invatarea” include si aspecte practice, formale sau informale, de tipul
~invitare prin practica”. Tn acest sens competentele antreprenoriale se integreaza in procesul de
nvatare pe tot parcursul vietii, proces n care ,,a nvita sa inveti” devine o notiune critica.

Privind la definitia adoptata de catre grupul de experti pentru educatie si formare
profesionala pentru antreprenoriat al Directoratului General pentru Tntreprinderi, este clar ci
derularea unei afaceri reprezinta doar un aspect limitat al acestuia.(European Commission, 2002)

Definitia include doua componente:
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- un concept mai larg referitor la educatie care cuprinde acele atitudini si abilitati
antreprenoriale ce implica dezvoltarea anumitor calitati personale si nu este direct axata pe crearea
de noi afaceri.

- un concept mai restréns referitor la formarea profesionala necesara initierii si derularii
efective a unei afaceri.

Intelegerea antreprenoriatului ca si competenta generala este subliniata si de citre definitia
adoptata de Grupul de Lucru B in lista sa de competente cheie: astfel, antreprenoriatul are atat o
componenta pasiva cat si 0 componenta activa: pe de o parte proprietatea de a induce schimbari
siesi iar pe de alta parte, abilitatea de a Tntdmpina si sprijini procesul de inovare impus de factori
externi printr-o atitudine deschisa n fata schimbarii, care presupune printre altele : asumarea
responsabilitatii pentru actiunile cuiva, fie ele pozitive sau negative, a termina ceea ce a fost
nceput, a stii incotro te Tndrepti, a stabili obiective si a iesi in Intdmpinarea lor si, nu in ultimul
rand, a avea motivatia succesului. (European Commission, Feb. 2004)

Inspirat de si construit pe Proiectul OECD DeSeCo, Grupul de Lucru B defineste
competentele cheie necesare viitorului antreprenor dupa cum urmeaza: competentele cheie
reprezinta un pachet de cunostinte, abilitati si atitudini, transferabil si multifunctional necesar
tuturor indivizilor atat pentru satisfactia si dezvoltarea personala cét si pentru incluziunea si
ocuparea pe piata muncii. Acestea trebuie dezvoltate la sfarsitul educatiei obligatorii si trebuie sa
constituie fundatia pe care ulterior se va dezvolta procesul de Tnvatare pe toatd durata vietii.
(Rychen & Salganik 2002)

Tn detaliu, aceasta definitie cuprinde dou criterii majore pentru o competenti cheie:

- acele competente catalogate drept ,competente cheie” sunt transferabile si
multifunctionale. Aceasta inseamna ca ele pot fi aplicate Intr-o varietate de situatii si contexte.

- competentele cheie sunt necesare si utile pentru fiecare individ in parte ca mijloc de
obtinere a succesului in viata.

Transferabilitatea si multifunctionabilitatea, la fel ca si succesul in viata se refera nu numai
la dobéndirea unui loc de munca dar si la 0 multitudine de aspecte intalnite atat pe verticala cét si
pe orizontala cursului vietii, aspecte ce pot fi strucurate in trei mari grupe esentiale traiului si
muncii intr-o societate moderna:

a) 0 viatd privata care promoveaza satisfactia personald ce include familia, prietenii,
petrecerea timpului liber, etc. dar si colaborarea cu aspectele practice si schimbarile aduse de un
mediu si 0 societate deosebit de complexe si moderne;

b) o viata profesionala ce asigura in primul rand un venit sigur dar care totodata confera si
implinire angajatului contribuind la cresterea calitatii vietii acestuia.

c) participarea activa a cetatenilor Tn societate, la diferite niveluri, si contributia lor la
dezvoltarea sa viitoare. (European Commission, Nov. 2004)

Din aceste elemente reiese clar ca antreprenoriatul, inteles doar ca abilitatea de a derula o
afacere, nu poate fi inclus in categoria competentelor cheie. Antreprenoriatul include planificare,
organizare, analiza, comunicare, realizare, raportare, evaluare si inregistrare a progreselor n
invitare. Acest set de competente manageriale este relevant atat in viata privata, cat si pentru
derularea unei afaceri sau participarea la viata sociala.

Alte aspecte importante ale antreprenoriatului care sunt de asemenea relevante in toate cele
trei sfere ale vietii, includ printre altele: identificarea punctelor slabe si a celor forte, afisarea unui
comportament pro-activ, promovarea curiozitatii si a creativitatii, intelegerea riscului, atitudine
pozitiva In fata schimbarii si dispozitia de a avea initiativa.

Pastrand Th minte aceasta definitie extinsa si componentele antreprenoriatului, este simplu
sa demonstram ca sistemul educational se confrunta cu aspecte ale antreprenoriatului la toate
nivelurile, desi, Th mod obisnuit, Tn scoala primard aceste aspecte se refera la competente si
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abilitati mai generale, urmand ca, ulterior, in ciclul secundar, s se puna accentul pe concepte
specifice legate de crearea propriu-zisa a unei afaceri. Oricum, educatia antreprenoriala nu este
doar o disciplina scolara.

n opozitie cu predarea unor discipline cum sunt matematica sau fizica, unde scoala de
obicei detine monopolul, dezvoltarea antreprenoriatului este puternic influentata atat de structurile
formale cat si de structurile informale ale sistemului educational.

2.2. Antreprenoriatul in SUA

Tn SUA, antreprenoriatul semnifica schimbare si gandire creativa. Elevii (studentii) sunt
foarte diferiti unul fata de celalalt, dar toti au Th comun un singur lucru: motivatia de a se pregati
pentru viitor, optand pentru o anumita ruta de specializare, carierd si educatie tehnica. Programele
de pregatire profesionala furnizeaza catre milioane de oameni accesul la acele competente si
cunostinte necesare pentru orice tip de munca, fie ea Tn agricultura, electronica, vanzare si
marketing, computere, mecanics, arta, etc.

Educatia antreprenoriald, ca parte a curiculumului profesional, este un excelent mijloc de
a-i Tnvata pe elevi despre schimbare, schimbare care apare natural sau este cauzata de progresul
tehnic. Educatia antreprenoriala este in esenta acel tip de educatie care 7i Tnvata pe elevi (studenti)
sa profite de pe urma schimbarii si nu sa se teama de ea. (EntrepreNews & Views)

Antreprenorii conduc economia americand, generand majoritatea locurilor de munca nou
create si majoritatea inovatiilor. Potrivit Anchetei asupra Proprietarilor de Afaceri, realizata de U.
din totalul afacerilor derulate Th SUA.

Administratia SUA pentru Afaceri Mici, raporteaza ca cele 25,8 milioane de afaceri mici
absorb mai mult de 50% din forta de munca, genereaza mai mult de jumatate din PIB-ul natiunii si
reprezinta sursa principala de noi locuri de munca in economia americana.

Aproximativ 80% din cei care doresc sa devina antreprenori Th SUA au varste cuprinse intr
18 si 34 ani. Un sondaj din 2005, realizat de catre Junior Achievement (JA), releva ca 68,6% dintre
adolescentii intervievati doreau si devina antreprenori, cu toate ca erau perfect constienti ca
aceasta alegere nu reprezinta un drum usor. In ciuda acestui interes coplesitor insa, tinerii foarte rar
primesc informatii despre antreprenoriat ca optiune pentru cariera.

Educatia antreprenoriala ofera Tnsa o solutie. Ea pregateste oamenii, in mod deosebit tinerii,
sa devina responsabili si si se poatd transforma astfel in antreprenori, asumandu-si riscurile si
gestionand rezultatele generate de experientele din viata reala. (U.S.-DOL)

Cultura nationala determina masura in care normele sociale si culturale existente
fncurajeaza sau nu actiunile individuale care se pot transforma n noi forme de conducere a
afacerilor. Locul fruntas pe care 1l ocupa SUA Tn acest domeniu este dat de orientarea
antreprenoriala distincta a acesteia. Traditional, cultura SUA este bazata pe cdutarea oportunitatilor
si asumarea riscului. Acest lucru este in concordanta cu concluziile expertilor care se ocupa de
evaluarea caracteristicilor tarii. De fapt, indicii calculati atesta existenta oportunitatilor
antreprenoriale, a capacitatii si a motivatiei, peste media mondiala.

Acest lucru este de asemenea in concordanta cu concluziile Global Entrepreneurship
Monitor (GEM) referitoare la Inclinatia subiectiva a populatiei SUA citre: o puternica perceptie a
competentelor si abilitatilor necesare si suficiente pentru a Tncepe o0 noua afacere; o teama de esec
relativ scazuta; stare de alerta relativ ridicata In fata oportunitatilor neexploatate. Per total, ca si Tn
anii precedenti, cultura antreprenoriala continua sa fie un factor puternic de diferentiere intre SUA
si majoritatea tarilor monitorizate de GEM. In SUA, fata de toate celelalte state, un procent mai
mare de barbati si femei considera ca vor exista oportunitatile suficiente disponibile pentru ei si ca
acestia au abilitatile, cunostintele si experienta necesare pentru a incepe o noua afacere. Totodata,
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in SUA, un procent mai mare al populatiei masculine si feminine cunoaste cel putin o persoana
care in ultimii doi ani a inceput o afacere si drept urmare poate beneficia de pe urma rolului
acesteia de model. De asemenea, in SUA, exista un procent mai mic al acelora care renunta la a
mai demara o afacere din cauza temerii de esec. (GEM, 2003)

Profesorul si decanul Scolii de Inginerie din Tuftsand, loannis Miaoulis, de pe pozitia sa de
Presedinte si director al Muzeului Stiintei din Boston, spunea ca n timp ce a stii sa folosesti
computerul este important, a deveni cunoscator in domeniul ingineriei care il produce devine
critic. El este de acord ca nu este suficient sa intelegi cum merg lucrurile, ci ca aceasta reprezinta
baza, fundamentul, pentru a gasi calea de a face lucrurile sa mearga mai bine. Chiar si asa insa, nu
este suficient daca nu i Tnvatam pe oameni cum sa transforme ideile lor Tn oportunitati viabile de
afaceri.

Combinand marketingul si abilitatile manageriale cu stiinta si tehnologia poate fi cea mai
buna cale de a Tncuraja procesul de inovare in viitorul Americii. (CEE, 2004)

William Bridges, autorul cartii Job Shift, ne sfatuieste sa realizam ca notiunea de ,,servici”
este n curs de disparitie. Cu toate ca intotdeauna va fi necesara Tn societate o cantitate
impresionanta de munca, aceasta nu va fi ,,impachetatd” in acea forma pe care o cunoastem cu
totii. Tn realitate, multe organizatii sunt confruntate cu un fenomen care in literatura de specialitate
poarta denumirea de ,,dejobbed world”. (Bridges, 1995).

Optiunile viitoare legate de munca sugereaza ca, la baza carierei viitorului se afla alegerile
individuale care devin parte a noilor ,,aptitudini de baza”. Toti lucratorii trebuie sa aiba capacitatea
de a citi, scrie, socoti si utiliza calculatorul pentru a putea functiona eficient Tn orice tip de munca.
De asemenea, toti lucratorii intr-o lume ,,dejobbed” trebuie sa dispuna de capacitatea de a se
descurca Tn afaceri ca: managementul timpului, contabilitate, managementul proiectelor, etc.

Aceasta situatie, sustine practic mentiunea facuta in prima parte a lucrarii, aceea ca in SUA,
antreprenoriatul este, de asemenea, definit drept gandire creativa.

Eduard de Bono, care a petrecut ultimii 30 de ani dezvoltand strategii de ncurajare a
gandirii creative spunea:”exista trei aspecte de baza ale gandirii:1. ,,ce este?”; 2. ,,ce ar putea fi?”;
3. ,,ce poate fi?”. Noi suntem de regula totalmente obsedati de ,,ce este”, subestimam contributia
valoroasa a ceea ,,ce poate fi” si facem extrem de putin Tn legatura cu ,,ce poate fi”, chiar daca
viitorul nostru depinde Tn intregime de acest aspect”. (EntrepreNews&Views)

Concluzii

Dupa cum am arétat, intr-o lume aflata in schimbare, indivizii devin factori cheie pentru
dezvoltarea globala.

Dezvoltarea globala este facutda de oameni pentru oameni, dar acesti oameni sunt adesea
confruntati cu schimbari care le afecteaza in egala masura viata profesionala si viata privata.
Adaptarea la aceste schimbari trebuie sa vina atat din interiorul individului cat si din abordarea
strategica a dezvoltirii la nivel de firma.

Resursa umana trebuie sa-si dezvolte propriile abilitati antreprenoriale, dar, totodata, aceste
abilitati este necesar a fi integrate eficient in strategia pe termen lung a oricarei firme.

Aceasta situatie afecteazd Managementul Resurselor Umane care trebuie si-si adapteze
propriile strategii pentru a mentine in interiorul firmei toate acele resurse umane care pot conduce
firma catre succes intr-un mediu extrem de instabil.

Obtindnd maximum de la resursa umana la fiecare nivel, in conditiile in care singura
»constanta” e schimbarea, reprezinta cheia avantajului comparativ pe termen lung. Strategiile
solide, procesele si tehnologiile de ultima generatie nu sunt suficiente pentru a obtine rezultate
bune. Este necesar ca oamenii sa accepte, sa adopte si s conduca schimbarea in asa fel incat sa
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beneficieze de pe urma avantajelor care o Tnsotesc. Succesul Th afaceri se bazeaza pe agilitatea
strategica dar si pe abilitatea de a executa.

Activitatea antreprenoriala promoveaza competitia, eficienta economica si inovarea, prin
intermediul lor contribuind astfel la cresterea economica.

Antreprenorii sunt indivizi alerti care observa si exploateaza oportunitatile generatoare de
profit. Tn anumite situatii antreprenorii penetreaza si extind pietele existente si contribuie la
eficienta economica prin cresterea competitivititii. In alte situatii, pe 1anga contributia la cresterea
eficientei pietei, antreprenorii sunt responsabili de introducerea inovatiilor si explorarea noilor
oportunitati prin oferirea de produse si servicii unice. Totodata, antreprenorii inventivi creaza piete
noi si extind setul de oportunitati generatoare de profit si catre ceilalti antreprenori. Si ce este
extrem de important, antreprenorii reprezinta una dintre principalele legaturi dintre antreprenoriat
si cresterea economica.

Dat fiind faptul ca schimbarile care afecteaza in prezent vietile tuturor resurselor umane nu
se vor opri curdnd, sperdm ca lucrarea de fata se va constitui Tntr-un punct de plecare pentru alte
cercetari in acest domeniu. Ea se doreste a fi inca o contributie menita a sintetiza impactul
schibarilor asupra resurselor umane dar, totodata, si de a oferi solutii de crestere a adaptabilitatii in
fata acestor schimbari.
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