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Rezumat: Planificarea resurselor uma-
ne are o importantd cruciald, contribuind la
formarea strategiei de afaceri, prin identifi-
carea oportunitdtilor de a folosi cit mai bine
resursele umane existente si ardtind cum
lipsa de resurse umane poate afecta negativ
aplicarea planului de afaceri propus, dacd nu
se iau masuri. Strategia imbind cunoasterea
prezentului cu previziunea fundamentald a
viitorului. Necesitatea planificdrii resurse-
lor umane apare evidentd si datoritd inter-
valului de timp care existd de obicei intre
recunoasterea nevoii de a ocupa un post si
gdsirea persoanei potrivite pentru acel post.
Aceastd dificultate de a gdsi rapid persoane-
le de care este nevoie pune in pericol realiza-
rea planurilor de dezvoltare a organizatiei.

Cuvintele-cheie: planificare, resursa
umand, nevoia, planuri de dezvoltare a orga-
nizatier

Dezvoltarea teoriei si practicii
manageriale in domeniul resurselor
umane a condus la elaborarea unor
modele cu grade diferite de specifi-
citate, care reprezinta formalizarea
conceptiilor diferitilor specialisti
privind modul de abordare a pro-
blematicii respective. De asemenea,
modelele de planificare a resurse-
lor umane pun mai bine in evidenta

Summary: Human resource planning
has a crucial importance, contributing to the
formation of the business strategy, by iden-
tifying opportunities to make the best use of
existing human resources and showing how
the lack of human resources can negatively
affect the implementation of the proposed
business plan, if no measures are taken. The
strategy combines knowledge of the present
with the fundamental foresight of the future.
The need for human resource planning also
appears evident due to the time frame that
usually exists between recognizing the need
to occupy a position and finding the right
person for that position. This difficulty of
quickly finding the people needed puts at risk
the realization of the organization’s develop-
ment plans.

Keywords: planning, human resources,
needs, plans for the development of the or-
ganization.

The development of managerial
theory and practice in the field of
human resources has led to the elab-
oration of models with different de-
grees of specificity, which represent
the formalization of the concepts of
different specialists regarding the
way the respective problem is ap-
proached. Likewise, the models of
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elementele sau etapele de baza ale
acestei activitati si permit o intele-
gere mai completd a proceselor sau
a relatiilor considerate esentiale in
acest domeniu de activitate.

Indiferent ce metoda se aplica
pentru planificare, marea majorita-
te a modelelor de planificare a re-
surselor umane includ urmatoarele
etape principale:

- stabilirea impactului obiectivelor
organizationale;

- previziunea cererii de resurse
umane;

- previziunea ofertei de resurse
umane;

- previziunea cererii nete de resur-

Se umane;

- elaborarea planurilor sau progra-
melor de actiune.

Stabilirea impactului obiecti-
velor organizationale. Tinind cont
de faptul ca planificarea resurselor
umane e parte integranta a planifi-
carii organizationale, pentru a fi efi-
cienta planificarea resurselor uma-
ne trebuie sa asigure Indeplinirea
obiectivelor organizationale care,
la rindul lor, pot fi realizate numai
daca banca dispune de resursele
umane necesare.

Prin urmare, dupa cum sustin
multi specialisti in domeniu, ca de
exemplu, Herbert G. Heneman si co-
laboratorii sdi, In procesul planifi-
carii resurselor umane trebuie avut
in vedere, in primul rind, impactul
obiectivelor planurilor de afaceri
sau ale planurilor bancii asupra ne-

human resources planning better
highlight the basic elements or stag-
es of this activity and allow a more
complete understanding of the pro-
cesses or relationships considered
essential in this field of activity.

Regardless of which method is
applied for planning, the vast ma-
jority of human resources planning
models include the following main
steps:

- establishing the impact of organi-
zational objectives;

- predicting the demand of human
resources;

- predicting the supply of human
resources;

- predicting the net demand of hu-
man resources;

- designing action plans or pro-
grams.

Establishing the impact of or-
ganizational goals. Taking into ac-
count the fact that the planning of
human resources is an integral part
of the organizational planning, in
order to be efficient, the human re-
sources planning must ensure the
fulfillment of the organizational ob-
jectives which, in their turn, can be
achieved only if the bank has the
necessary human resources.

Therefore, as many specialists
in the field claim, such as Herbert
G. Heneman and his colleagues, in
the process of human resources
planning, the impact of the objec-
tives of the business plans or of the
bank’s plans on the human resourc-
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cesitatilor de resurse umane. Altfel
spus, obiectivele bancii constituie
punctul de plecare al oricarei plani-
ficari in domeniul resurselor umane.

In cadrul acestei etape, de aseme-
nea, se acorda o deosebita atentie
influentelor mediului extern si in-
tern al companiei, unde e nevoie de
o analiza de detaliu a acestora, dato-
rita gradului de incertidudine al me-
diului si complexitatii dinamismului
acestuia.

O conceptie asemanatoare e ex-
primata si de C.D. Fisher [1,p.17],
care considera ca prima etapa a
modelului de planificare a resurse-
lor umane o constituie selectarea
informatiilor atit din mediul extern
(economie, reglementari guverna-
mentale, tehnologie, piata muncii,
concurenta), cit si din interiorul or-
ganizatiei (strategiile, planurile de
afaceri, profitul). Din acest punct de
vedere, planificarea resurselor uma-
ne trebuie sa se bazeze pe date cit
mai exacte si mai adecvate specifi-
cului bancii.

Previziunea cererii de resur-
se umane Incepe cu determinarea
necesitatilor de resurse umane sau
cu prognozarea cererii de personal
care consta in estimarea cantitativa
si calitativa a necesitatilor viitoare
de resurse umane. Astfel, se incear-
ca sa se dea raspuns la Intrebarea:
Cit de multi si ce categorii de oameni
vor fi necesari in viitor pentru inde-
plinirea planurilor bdncii?

In literatura de specialitate sunt

es needs must be taken into account
in the process of human resources
planning. In other words, the bank’s
objectives are the starting point of
any planning in the field of human
resources.

Similarly, during this stage spe-
cial attention is paid to the influenc-
es of the external and internal en-
vironment of the company, where a
detailed analysis of these is needed,
due to the degree of uncertainty of
the environment and the complexity
of its dynamism.

A similar concept is expressed
by C.D. Fisher [1,p.17], who consid-
ers that the first stage of the human
resources planning model is the se-
lection of information both from the
external environment (economy,
governmental regulations, technol-
ogy, labor market, competition) and
from within the organization (strat-
egies, business plans, profit). From
this point of view, the planning of
human resources must be based on
data as accurate and suitable as pos-
sible to the specifics of the bank.

The prediction of the demand
for human resources begins with
the determination of the human re-
sources needs or with the predict-
ing of the personnel demand, which
consists in the quantitative and
qualitative estimation of the future
human resources needs. Therefore,
one tries to answer the question:
How many and what categories of
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prezente diferite metode de previzi-

une a cererii de resurse umane, cele

mai frecvent sunt folosite:

- Estimarile manageriale- e cea
mai tipica metoda de previziu-
ne a necesarului de personal si e
oportuna in cadrul bancilor care
nu dispun de o baza de date nece-
sare pentru a le folosi In procesul
de stabilire a necesarului de re-
surse umane.

Aceasta metoda se poate aplica in
doua sensuri[3,p.44]:

- ,desusin jos” de citre managerii
superiori pe baza informatiilor
primite de la Departamentul re-
surse umane;

- ,dejosinsus” de fiecare sefierar-
hic al subdiviziunilor bancii, avin-
duse 1n vedere specificul activita-
tii desfasurate de acesta.

Metoda Delphi - reprezinta o
tehnica structurata de colectare a
opiniilor managerilor. Tehnica De-
Iphi e cunoscuta si ca ,ancheta in-
teractiva” ce consta intr-o consulta-
re structurata in mai multe etape, a
unor experti care cunosc foarte bine
specificul activitatilor desfasurate
si poseda cunostintele necesare do-
meniului resurselor umane, in sco-
pul folosirii sistematice a opiniilor
acestora.

Specificul acestei metode consta
in faptul ca expertii nu se intilnesc
fata in fata pentru a-si sustine punc-
tele de vedere, iar aceasta conduce
la Tmbunatatirea calitatii deciziei
datorita evitarii riscului de influ-

people will be needed in the future to

fulfill the bank’s plans?

In the specialized literature there
are different methods of predicting
the demand for human resources,
the most frequently used are:

- Managerial estimations - is the
most typical method of forecasting
the personnel needs and is oppor-
tune within banks that do not have
a database necessary to use in the
process of establishing the neces-
sary human resources.

This method can be applied in
two ways|[3,p.44]:

- ,from top to bottom” by senior
managers based on information
received from the Human Re-
sources Department;

- “from bottom to top” by each head
of the bank’s subdivisions, taking
into account the specificity of the
activity carried out by them.
Delphi Method - is a structured

technique for collecting managers’
opinions. The Delphi technique is
also known as the “interactive sur-
vey” which consists of a multi-stage
structured consultation of experts,
who know very well the details of
the activities carried out and pos-
sess the crucial knowledge in the
field of human resources, in order to
systematically use their opinions.

The particularity of this method
consists in the fact that the experts
do not meet face to face in order to
support their points of view, and
this leads to the improvement of the
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entare reciproca si a obtinerii unor
raspunsuri obiective.

Primul pas In metoda data este
pregatirea anchetei care include for-
mularea obiectivului, constituirea
grupului de experti care include 10-
20 de specialisti in domeniu.

Prin urmare, expertii fac o apreci-
ere a necesitatilor viitoare de resur-
se umane, pe baza chestionarelor
primite de la conducatorul grupului.
Ulterior chestionarele sunt centra-
lizate si sintetizate de catre condu-
catorul grupului, care informeaza
fiecare expert In legatura cu nivelu-
rile de previziune pe baza ultimelor
estimari. Procedeul se repetd pina in
momentul cind rezultatele nu se mo-
difica substantial. Aceasta se poate
realiza in 3-5 etape de chestionari.

Dezavantajul acestei metode con-
sta In faptul ca necesita mult timp,
deoarece un proces complet de esti-
mari se desfasoara pe durata a mai
multor luni, ceea ce e nerecomanda-
bil In cazul in care rezultatele sunt
cerute intr-un termen scurt.

- Analiza tendintelor- e o metoda
care estimeaza necesitdtile viitoare
de resurse umane, tinind cont de
evolutiile si tendintele inregistrate
in trecut privind efectivele de per-
sonal, structura personalului, nive-
lele de calificare etc. Tinind seama
de specificul acestei metode, deter-
minarea necesarului de personal
se bazeaza pe tendintele din trecut
care se pot schimba in viitor.

Dezavantajul acestei metode con-

quality of the decision, due to the
avoidance of the risk of mutual in-
fluence, and the obtaining of objec-
tive answers.

The first step in this method is
the preparation of the survey which
includes the formulation of the ob-
jective, the establishment of the
group of experts which includes 10-
20 specialists in the field.

The experts hence make an as-
sessment of future human resources
needs on the basis of questionnaires
received from the group leader.
Subsequently, the questionnaires
are gathered and summarized by
the group leader, who informs each
expert about the prediction levels
based on the latest estimates. The
procedure is repeated until the re-
sults do not change substantially.
This can be done in 3-5 stages of
questioning.

The disadvantage of this method
is that it takes a lot of time, because
a complete process of evaluations
is carried out over several months,
which is not recommended if the
results are required within a short
term.

- Trend analysis- is a method that
estimates the future needs of human
resources, taking into account the
developments and trends registered
in the past regarding the personnel,
its structure, qualification levels,
etc. Taking into account the specifics
of this method, the determination
of the personnel needs is based on
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sta in faptul ca aplicarea ei poate fi
oportuna in cazul unei stabilitati
economice de lunga durata cu men-
tinerea tendintei si in viitor, In caz
contrar banca poate fi supusa unor
anumite riscuri, cu efecte nefavora-
bile pentru aceasta.

Metoda de regresie - stabiles-
te anumite relatii intre efectivele
de angajati, atit sub aspect cantita-
tiv, cit si calitativ, si unii indicatori
economici ai bancii. Pornind de la
aceste relatii, se proiecteaza nece-
sarul de personal pentru perioadele
viitoare, tinind seama de indicatorii
planificati de banca.

Metoda de regresie, in procesul
determinarii necesarului de perso-
nal are in vedere anumiti indicatori
interni ai organizatiei, fara a lua in
consideratie si alti factori externi,
cum ar fi: situatia concurentilor pe
piata muncii, evolutiile tehnologice,
schimbarile in preferintele consu-
matorilor etc.

Previziunea ofertei de resurse
umane estimeaza numadrul posibil
de oameni pentru a fi disponibili in
interiorul sau in exteriorul organiza-
tiei, luind in considerare pierderile,
miscarile interne si promovarile,
precum si schimbadrile in programul
de lucru si In celelalte conditii de
munca.

Prin urmare, dupa estimarea can-
titativa si calitativa a necesitatilor
viitoare de resurse umane, se poate
trece la evaluarea sau previziunea
ofertei de resurse umane, proces

past trends that may change in the
future.

The disadvantage of this method
lies in the fact that its application
may be appropriate in the case of a
long-term economic stability while
maintaining the trend in the future,
otherwise the bank may be subject
to certain risks, with unfavorable ef-
fects for it.

Regression method - establish-
es certain relations between the
staff of employees, both in terms
of quantity and quality, and some
economic indicators of the bank.
Starting from these relations, the
personnel needs for future periods
are planned, taking into account the
indicators planned by the bank.

The regression method, in the
process of determining the person-
nel needs, takes into account certain
internal indicators of the organiza-
tion, without taking into account
other external factors, such as: the
situation of competitors on the la-
bor market, technological develop-
ments, changes in consumer prefer-
ences, etc.

The prediction ofthe humanre-
sources supply estimates the possi-
ble number of people to be available
inside or outside the organization,
taking into account losses, internal
movements and promotions, as well
as changes in the work schedule and
other working conditions.

Therefore, after the quantitative
and qualitative estimation of the
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care implica o analiza detaliatd a re-

surselor umane existente si o previ-

zionare a schimbarilor de personal
care vor avea loc.

Analiza ofertei sau a resurselor
umane existente are in vedere doua
directii principale:

- analiza ofertei interne sau a per-
sonalului existent;

- analiza ofertei externe sau a per-
sonalului potential.

Dupa Michael Armstrong, analiza
ofertei de resurse umane include:

- resursele umane existente;

- pierderile potentiale privind re-
sursele umane existente datori-
ta folosirii necorespunzatoare a
acestora;

- schimbadrile potentiale privind
resursele umane existente dato-
rita promovarilor interne;

- efectele absenteismului si ale
schimbarii conditiilor de munc3;

- surse ale ofertei din interiorul
bancii.

Orice organizatie trebuie sa-si
analizeze periodic resursele umane
de care dispune la momentul dat,
pentru a cunoaste posibilitatile de
dezvoltare a acesteia. Pentru aceas-
ta se impune analiza mai multor in-
dicatori legati de resursele umane
ale bancii.

Indicatorul cel mai frecvent utili-
zat cu privire la resursele umane il
reprezinta fluctuatia personalului.
Acest indicator ilustreaza raportul
dintre numarul angajatilor care pa-
rasesc banca si efectivul mediu de

future human resources needs, one
can proceed with the evaluation or
estimation of the human resources
offer, a process that involves a de-
tailed analysis of the existing hu-
man resources and a prediction of
the personnel changes that will take
place.

The analysis of the offer and of
existing human resources suggests
two main directions:

- analysis of the internal offer or of
the existing staff;

- analysis of the external offer or
potential personnel.

According to Michael Armstrong,
the analysis of the human resources
offer includes:

- existing human resources;

- potential losses on existing hu-
man resources due to its misuse;

- potential changes in existing hu-
man resources due to internal
promotions;

- the effects of absenteeism and
changing working conditions;

- sources of the offer from within
the bank.

Any organization must periodi-
cally analyze the human resources at
its disposal at a given time, in order
to know the possibilities of its devel-
opment. For this, it is necessary to
analyze several indicators related to
the bank’s human resources.

The most frequently used indi-
cator on human resources is staff
turnover. This indicator illustrates
the ratio between the number of
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angajati pe parcursul anului, si se
calculeaza ca raportul dintre numa-
rul persoanelor care au plecat de la
banca pe parcursul anului si numa-
rul mediu scriptic al angajatilor pe
parcursul anului[5,p.34].

Potrivit practicii internationale
in acest domeniu, o rata a fluctuatiei
personalului de 25% e considerata
satisfacatoare de catre majoritatea
bancilor.

Acest indicator e util, dar la fel
prezinta si unele dezavantaje, cum
ar fi: nu arata in care din subdiviziu-
nile bancii se Inregistreaza cele mai
multe plecari ale angajatilor si la fel
nu indica vechimea pe post a per-
soanelor care parasesc banca.

La fel, in cadrul organizatiei se
calculeaza un indicator ce reflecta
stabilitatea resurselor umane. Indi-
cele de stabilitate a personalului se
determina ca raportul dintre numa-
rul de angajati plecati, cu o vechime
in organizatiei de peste un an si nu-
marul de persoane angajate in urma
cu un an. Acest indicator se foloseste
mai mult pentru a identifica rata de
plecare a noilor angajati decit cea a
angajatilor cu o vechime fn munca
mai mare in banca.

Pentru a analiza, de exemplu, si-
tuatia existenta a resurselor umane
sub aspectul competentelor profesi-
onale ale angajatilor, se Intocmeste,
la nivelul fiecarei subdiviziuni or-
ganizatorice, o fisa a competentelor
angajatilor in cadrul careia se pot
face anumite evaluari. Astfel, in ca-

employees who leave the bank and
the average number of employees
during the year, and is calculated
as the ratio between the number of
people who left the bank during the
year and the average number of em-
ployees during the year[5,p.34].

According to international prac-
tice in this field, a staff turnover rate
of 25% is considered satisfactory by
most banks.

This indicator is useful, but it also
has some disadvantages, such as: it
does not show in which of the bank’s
subdivisions most of the employees’
departures are recorded and it also
does not indicate the seniority of the
people who leave the bank.

Also, within the organization an
indicator that reflects the stability
of human resources is calculated.
The personnel stability index is de-
termined as the ratio between the
number of employees left, with a se-
niority in the organization of over a
year, and the number of people em-
ployed a year ago. This indicator is
used more to identify the departure
rate of new employees than that of
employees with a longer work expe-
rience in the bank.

In order to analyze, for example,
the existing situation of human re-
sources in terms of the profession-
al skills of the employees, a sheet of
the employees’ competences can be
drawn up at the level of each orga-
nizational subdivision within which
certain evaluations can be made. Ac-
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drul fisei prezentate privind compe-
tentele angajatilor notatiile folosite
au urmatoarele semnificatii:

0 - angajatul nu detine nivelul
profesional pentru efectuarea sarci-
nii de munca;

1- angajatul nu cunoaste sarcina
de munca, dar are nivel profesional
de baza pentru a fi pregatit in vede-
rea realizarii sarcinii de munca re-
spective;

2- angajatul cunoaste in general
sarcina de munca;

3- angajatul cunoaste bine sarci-
na de munca;

4- angajatul cunoaste foarte bine
sarcina de munca.

Tabelul 1
Fisa privind competentele
angajatilor unei subdiviziuni

organizatorice
Sarcina de munca
Numele S1 |S2 |[S3 |S4
angajatilor
G.D. 4 |2 3 3
L.N. 0 |4 0 3
B.S. 0 |2 4 |0
TA. 0 |0 0 2

Sursa: Manolescu, A, Managementul resurselor
umane. - Bucuresti: Editura Economicg, 2003.

Aceasta ne permite sa avem o
viziune mai clara privind califica-
rile si competentele profesionale
ale angajatilor din cadrul fiecarei
subdiviziuni si luarea unor decizii

cordingly, in the submitted sheet on

the competences of the employees,

the notations used have the follow-
ing meanings:

0- the employee’s level of profes-
sional abilities is not adequate for
performing the workload;

1- the employee does not know the
workload, but has the basic level
of professional abilities to be pre-
pared for the achievement of the
respective workload;

2- the employee generally knows
the workload;

3- the employee knows well the
workload;

4- the employee knows the work-
load very well.

Table 1

Factsheet on the competences

of the employees of an organiza-
tional subdivision

Workload
Names of employees |S1 [S2 |S3 |S4

G.D. 4 12 |3 |3
L.N. 0 (4 |0 |3
B.S. 0 (2 |4 |0
TA. 0 |0 |0 |2

Source: Manolescu, A., Human resources man-
agement. - Bucharest: Ed. Economica, 2003.

This allows us to have a clearer vi-
sion of the qualifications and profes-
sional skills of the employees within
each subdivision and the taking of
concrete and timely decisions in the
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concrete si la timp in cazul aparitiei
unor discordante. Potrivit exemplu-
lui anterior, In cazul daca angajatul
G.D pleaca din cadrul F, activitatea
subdiviziunii e periclitata, deoarece
sarcina nr.1 poate fi realizata doar
de acesta.

Pentru aceasta organizatia trebu-
ie sa recruteze un nou angajat sau
sa instruiasca un angajat din cadrul
subdiviziunii sau a bancii. De ase-
menea, observam ca angajatul TA
poate realiza doar sarcina nr.4, iar
in caz de plecare a acestuia pentru
subdiviziune nu reprezinta o pro-
blema grava, datorita faptului ca
sarcina data poate fi realizata si de
ceilalti angajati ai subdiviziunii. Prin
urmare, e necesar ca angajatii orga-
nizatiei sa aiba o pregatire profesio-
nala polivalentd, ca in caz de necesi-
tate acestia sa poata fi transferati de
la un post la altul pentru a nu stopa
unele activitati ale bancii. Analiza
calitativa a competentelor profesio-
nale ale angajatilor permite luarea
de masuri pentru perfectionarea
pregatirii profesionale.

Comparind disponibilul de per-
sonal cu necesarul de personal pen-
tru o anumita perioada de timp, in
cadrul unei organizatiei pot sa apa-
ra situatii ca: excedente, echilibre
si deficite de angajati atit din punct
de vedere cantitativ, cit si calita-
tiv. Combinarea diferitor cazuri ale
comparatiilor cantitative si calitati-
ve privind resursele umane permit
inregistrarea situatiilor (figura 1.)

event of discrepancies. According to
the previous example, if the G.D. em-
ployee leaves the F subdivision, its
activity is endangered, because the
task no.1 can be performed only by
him.

For this, the organization must re-
cruit a new employee or train an em-
ployee from the subdivision or bank.
We also note that the T.A. employee
can perform only the task no.4, and
in case of his departure for the sub-
division it does not represent a seri-
ous problem, due to the fact that the
given task can be performed by the
other employees of the subdivision.
Therefore, it is necessary for the em-
ployees of the organization to have
a multipurpose professional train-
ing, so that if necessary they can be
transferred from one post to another
in order not to stop some activities of
the bank. The qualitative analysis of
the professional competences of the
employees allows taking measures
for the improvement of the profes-
sional training.

Comparing the availability of per-
sonnel with the personnel needs for
a certain period of time, situations
such as surpluses, balances and defi-
cits of employees may occur within
an organization, both in terms of
quantity and quality. The combina-
tion of different cases of quantita-
tive and qualitative comparisons re-
garding human resources allows the
recording of conditions (Figure 1).
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Figura 1. Compararea necesarului de personal cu efectivul disponibil
Susa: Manolescu, A., Managementul resurselor umane. - Bucuresti: Editura Economicd, 2003.
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Figure 1. Comparing the staffing needs with the available staff
Source: Manolescu, A., Human resources management. - Bucharest: Ed. Economica, 2003.

In cazul E banca inregistreaza un
optim calitativ si cantitativ, dintre
necesarul de personal si efectivul
disponibil pentru o anumita peri-
oadi. In cazurile C, F, I banca inre-
gistreaza excedent de personal, iar
in cazurile A, D, G avem deficit de
personal. in situatiile A, B, C au loc
dezechilibre din punctul de vedere
al calificarii deoarece nivelul exis-
tent e inferior fata de cerintele acti-
vitatii organizatiei. In cazurile G, H,
[ Inregistreaza excedent din punctul
de vedere al calificarii personalului.

In the case of E, the bank registers
an optimal quality and quantity, be-
tween the staff needs and the avail-
able personnel for a given period. In
cases C, F, I the bank records a staff
surplus, and in cases A, D, G we have
staff shortages. In the A, B, C condi-
tions, imbalances occur in terms of
qualification because the existing
level is lower than the requirements
of the organization’s activity. In the
G, H, I case there is a surplus in terms
of staff qualifications.
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Pentru echilibrarea necesarului
de personal cu efectivele existente
se impun realizarea mai multor ma-
suri pentru fiecare situatie aparte:

A- formarea profesionala, inca-
drari;

B- formarea profesionald, Inca-
drari in locul persoanelor care plea-
ca;

C- formarea profesionala;

D- incadrari, formarea profesio-
nala pentru noile meserii;

F- reducerea efectivelor;

G- Incadrari in unele specializari
si reducerea efectivelor la alte cali-
ficari;

H- reducerea efectivelor pentru
anumite calificari in conditiile men-
tinerii personalului numeric (redis-
tribuirea unor lucratori polivalenti);

[- reducerea efectivelor, In special
la calificarile excedentare.

Prin urmare, asigurarea unui
echilibru al resurselor umane, e o
problema pe cit de dificila, pe atit
si de importantd, deoarece orice
dezechilibru conduce la cheltuieli
suplimentare legate de atragerea
noilor angajati si de pregatirea pro-
fesionala suplimentara a propriilor
angajati sau la incapacitatea de a-si
indeplini obligatiunile la timp fata
de clienti.

Previziunea cererii nete de re-
surse umane. Planificarea resur-
selor umane trebuie sa rezolve, de
asemenea, asigurarea unei corela-
tii corespunzatoare intre cererea si
oferta de resurse umane.

In order to balance the personnel
needs with the existing personnel,
it is necessary to carry out several
measures for each particular situa-
tion:

A- vocational training, employment;

B- vocational training, employment
in place of people who leave;

C- vocational training;

D- employments, training for new
roles;

F- reduction of the workforce;

G- employment in some specializa-
tions and reduction of the num-
ber of personnel in other qualifi-
cations;

H- reduction of staff for certain qual-
ifications under the conditions of
maintaining the numerical staff
(redistribution of some polyva-
lent workers);

[- the reduction of the workforce,
in particular in surplus qualifica-
tions.

Therefore, ensuring a balance of
human resources is a difficult and
important problem because any im-
balance leads to additional expenses
related to attracting new employees
and additional professional training
of its own employees, or to the in-
ability to fulfill obligations towards
customers.

Prediction of net demand for
human resources. Human resource
planning must also address the en-
suring of an appropriate correlation
between the supply and demand of
human resources.
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Prin urmare, avind in vedere ce-
rerea de resurse umane, informatii-
le oferite de diferite subdiviziuni or-
ganizatorice, inventarul calificarilor,
precum si schimbadrile anticipate, se
pot determina necesitatile nete de
resurse umane. Altfel spus, prin ra-
portarea cererii prevazute la oferta
de resurse umane prevazuta se poa-
te determina surplusul sau deficitul
prevazut de resurse umane (figura
2). Daca rezulta un deficit de resur-
se umane, acesta va trebui acoperit,
in timp ce surplusul de personal tre-
buie redus din timp, ceea ce impu-
ne gasirea solutiilor de ajustare cele
mai adecvate. De exemplu, in condi-
tiile surplusului de angajati, H.G. He-
neman sugereaza unele alternative
ale procesului de asigurare cu per-
sonal care au In vedere atit optiuni-
le pe termen lung, cit si optiunile pe
termen scurt figura 2)

Surplus de angajati

Therefore, taking into account
the demand for human resources,
the information provided by differ-
ent organizational subdivisions, the
inventory of qualifications, as well
as the anticipated changes, the net
needs of human resources can be
determined. In other words, by re-
ferring the expected demand to the
foreseen supply of human resourc-
es, the expected surplus or deficit of
human resources can be determined
(Figure 2). If there is a shortage of
human resources, it will have to
be covered, while the surplus staff
must be reduced in advance, which
requires finding the most appropri-
ate adjustment solutions. For exam-
ple, given the surplus of employees,
H.G. Heneman suggests some alter-
natives to the personnel insurance
process that take into account both
long-term and short-term options
(Figure 2).

Optiuni pe termen lung

Optiuni pe termen scurt

inghetarea Transferuri Concedieri Stimularea Perfectionare  Transfer

angajarilor permanente (somaj) pensionarilor (instruire) in munca
in afara

inghetarea Reducerea Transfer Reducerea intreruperi Absente  Distribuiri Instruire

Surplus

angajarilor orelor suplim. in muncd saptaminii temporare motivate temporare acumulat

Figura 2. Alternative ale procesului de asigurare cu personal, in conditiile
surplusului de angajati ( dupa H. G. Heneman )
Susa: Manolescu, A., Managementul resurselor umane. - Bucuresti: Editura Economica, 2003.
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Surplus of employees

Long-term options

R

Short-term options

Freezing of Permanent  Redundancies Stimulating Improvement Work

Employment external (unemployment) retirement (training) transfer
transfers

Freezing of Reduction of Work  Week Temporary  Justified Temporary Training

Surplus extra hours

employment

transfer reduction

breaks absences distributions

Figure 2. Alternatives to the personnel insurance process, in the conditions of
employees surplus (according to H. G. Heneman)
Source: Manolescu, A., Human resources management. - Bucharest: Ed. Economica, 2003.

Necesitatile nete de resurse umane
pot fi pozitive, deoarece reflecta nece-
sitatile de angajare a personalului sau
de recrutare a acestuia, sau negativ,
deoarece au in vedere eliberari de per-
sonal (somaj, demisii voluntare, pensi-
onari premature, concedieri etc.)

Prin urmare, situatia de ansamblu
privind echilibrul cererii cu oferta
de resurse umane poate fi incadrata
in una din urmatoarele posibilitati:

- oferta de resurse umane existen-
ta satisface mai mult sau mai pu-
tin cererea previzionata pe cate-
gorii de personal;

- oferta de resurse umane depa-
seste cererea previzionata pen-
tru una sau mai multe categorii
de personal;

- oferta de resurse umane e mai
mica decit cererea previzionata
pentru una sau mai multe catego-
rii de personal.

The needs of human resources
can be positive because they reflect
the needs of hiring staff or recruiting
them, or negative, because they are
concerned with the release of staff (un-
employment, voluntary resignations,
premature retirements, layoffs, etc.).

Therefore, the overall situation re-
garding the balance of demand and
supply of human resources can be
framed in one of the following possibil-
ities:

- the existing human resources sup-
ply more or less satisfies the fore-
casted demand by staff categories;

- the supply of human resources ex-
ceeds the forecasted demand for
one or more categories of person-
nel;

- the human resources supply is
lower than the forecasted de-
mand for one or more categories
of personnel.
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Elaborarea planurilor sau a pro-
gramelor de actiune. Dupa deter-
minarea necesitatilor nete de resurse
umane, pentru a se obtine rezultatele
dorite trebuie ca, In continuare, sa se
elaboreze planuri sau programe de
actiune, specifice domeniului care
sa contind acele masuri necesare
pentru solutionarea dezechilibrelor
existente sau a problemelor datorate
necesarului de personal.

Lipsa de preocupare pentru pla-
nificarea resurselor umane sau
acordarea unei atentii reduse aces-
tei activitati, conduc la numeroa-
se greutati in realizarea scopurilor
propuse, datorita aparitiei unor ne-
coreldri ca: lipsa de personal pentru
unele calificari necesare la un mo-
ment dat; surplus de personal, care
duce la numeroase probleme socia-
le; dezechilibru 1n cadrul structurii
pe virste a angajatilor sau in cadrul
corelatiei posturi-resurse umane.

Planificarea resurselor umane
este un proces continuu si sistema-
tic, care trebuie evaluat permanent,
pe masura ce conditiile interne si ex-
terne se schimba.
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Preparation of action plans
or programs. Once the needs for
human resources have been de-
termined, in order to achieve the
desired results, action plans or
programs, specific to the field con-
taining those measures necessary
to address existing imbalances or
problems due to staffing needs,
must continue to be drawn up.

The lack of concern for the plan-
ning of human resources or the pay-
ing of little attention to this activity,
leads to numerous difficulties in
achieving the proposed goals, due to
the appearance of some mismatches
such as: lack of personnel for some of
the qualifications required at a cer-
tain time; surplus staff, which leads
to numerous social problems; imbal-
ance within the age structure of the
employees or within the correlation
of positions and human resources.

Human resource planning is a con-
tinuous and systematic process that
must be evaluated permanently as in-
ternal and external conditions change.
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