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AUTOEVALUAREA POTENTIALULUI
INTELECTUAL AL AUTORITATILOR PUBLICE
DIN REPUBLICA MOLDOVA

Alexei STURZA!, master, drd., INCE

In conditiile economiei si societdtii globale bazate pe
cunoastere §i inovare, potentialul intelectual al oricarei
organizatii este un factor cheie de succes. Evaluarea acestuia
reprezintd o problema complexa si poate fi efectuata inclusiv si
prin autoevaluare. Autoevaluarea potentialului intelectual al
autoritatilor publice din Republica Moldova, efectuata in
cadrul unui sondaj de opinie in baza unui chestionar din 32 de
intrebari, pe un esantion de 100 de angajati publici (metoda
sociologica de cercetare), realizat de autor in anii 2013-2014, a
relevat faptul cd, in prezent, acesta este unul mediu, desi are
anumite perspective de crestere lentd, dar are o importantd
majord pentru eficientizarea activitdtii acestora.

Cuvinte cheie:  autoevaluare,  autoritati  publice,
managementul resurselor umane (MRU), potential intelectual,
tehnologii informationale si de comunicatii (TIC).

Introducere. in anii 2013-2014, autorul a realizat un
sondaj de opinie, in baza unui chestionar din 32 de Intrebari,
in randul angajatilor autoritatilor publice din RM, pentru
autoevaluarea potentialului lor intelectual si elaborarea
unor recomandari, in vederea eficientizarii activitatii
autoritatilor prin transformarea lor in organizatii bazate pe
cunoastere.

In total, au fost chestionati 100 de angajati publici, din
care: din cadrul autoritdtilor administratiei publice centrale
(APC) — 70%, inclusiv din servicii publice desconcentrate —
13%; din administratia publica locala (APL) — 30%, inclusiv
de nivelul 1 — 9%, de nivelul Il —21% si din servicii publice
descentralizate — 22%. Structura respondentilor dupd alte
criterii socio-demografice este reprezentata in Figurile 1-7.
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SELF-EVALUATION OF THE INTELLECTUAL
POTENTIAL OF THE PUBLIC AUTHORITIES
OF THE REPUBLIC OF MOLDOVA

Alexei STURZA, master, PhD Student, NIER

Under the global society and economy based on
knowledge and innovation, the intellectual potential of any
organization is a key success factor. Its evaluation is a
complex issue and can be performed including by self-
assessment. The self-assessment of the intellectual potential
of the public authorities of the Republic of Moldova
performed within a survey based on a questionnaire of 32
questions on a sample of 100 public employees (sociological
research method) conducted by the author in the years
2013-2014 revealed that at present it is a middle one,
although it has a prospect of slow growth, but it is of major
importance for the efficiency of their activity.
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information and communication technologies (ICT)
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Introduction. In the years 2013-2014 the author conducted
a survey based on a questionnaire of 32 questions among the
employees of the public authorities of the RM for the self-
assessment of their intellectual potential and for the
development of some recommendations to improve the activity
of these authorities by transforming them into learning
organizations.

In total, 100 public employees were questioned, of which:
within the central public administration (CPA) authorities —
70%, including decentralized public services — 13%; local
public administration (LPA) — 30%, including the 1% level —
9%, the 2™ level — 21% and decentralized public services —
22%. The structure of the respondents by other socio-
demographic criteria is represented in Figures 1-7.
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questionnaires.

Rezultatele sondajului de opinie. 74% din respondenti au
afirmat ca invata sistematic toatd viata sub diferite forme, inclusiv
si autoinstruire, 22% invata periodic (cu intreruperi) si 4% - din
cand 1n cand (in caz de dorinta si/sau necesitate).

61% din cei chestionati au cazut de acord ca autoritatea
publica in care activau avea o viziune strategica clard a viitorului
sau, 14% - nu erau de acord si 25% aveau o opinie neutra.

Participantii la sondaj, In medie, anual, in ultimii 5 ani, au
dedicat cca 724 de ore sau 94 de zile dezvoltarii lor profesionale,
avand 1n vedere ca multi dintre ei si-au facut recent sau isi fac
studiile de masterat, de reguld, in cadrul Academiei de
Administrare Publica (AAP), unde activeaza cercetatorul.

Respondentii gi-au apreciat, in medie, propria capacitate de
invitare cu nota 4,31 din 5 puncte posibile sau la 86,3%. in
acelasi timp, rezultatele reale obtinute de ei in invatarea noilor
cunostinte, abilitdti, deprinderi, atitudini etc., necesare pentru
serviciu, au fost autoevaluate putin mai modest — cu nota 4,21 sau
la 84,2%.

38% din participantii la sondaj invatau, preponderent, din
greseli proprii, dar trageau concluzii si din greselile striine, 26%
procedau invers, 22% invatau numai in baza propriilor gresel,
12% — doar din greselile altora si numai 2% nu trageau deloc
lectii din greseli.

Respondentii au estimat cu nota medie 3,44 din 5 sau la
68,8% libertatea comunicarii in cadrul autoritatilor publice
mentionate.

Survey results. 74% of the respondents claimed they have
been systematically learning all their life in various forms,
including self-learning, 22% learn regularly (with interruptions)
and 4% from time to time (if desired and/or required).

61% of the respondents agreed that the public authority,
where they worked, had a clear strategic vision of its future,
14% - disagreed and 25% had a neutral opinion.

The respondents on average annually in the last 5 years
devoted about 724 hours or 94 days to their professional
development, given that many of them have been recently
passing master’s programs, usually within the Academy of
Public Administration (APA), where the author is engaged.

The respondents rated on average their learning capacity as
4.31 of 5 possible points or at 86.3%. At the same time, the
actual results obtained by them in learning new knowledge,
abilities, skills, attitudes, etc., necessary for their service, were
self-assessed slightly more modestly - at 4.21 or 84.2%.

38% of the survey participants learned mainly from their
own mistakes, but drew lessons and from others’ ones, 26%
behaved vice versa, 22% learned only from their own mistakes,
12% - only from the mistakes of others and only 2% did not
draw at all lessons from mistakes.

The respondents estimated at an average grade of 3.44 of 5
or at 68.8% free communication within the above-mentioned
public authorities.

The public employees surveyed rated at an average grade of
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Angajatii publici chestionati au evaluat cu nota medie 3,22
din 5 sau la 64,3% asertiunea ca autoritatile publice il motiveaza
pe personalul sau pentru performante mai Inalte.

Participantii la sondaj au apreciat activitatea echipelor de
lucru cu calificativul 3,02 din 5 puncte posibile sau la 60,5%,
inclusiv in cadrul subdiviziunii sale — 3,05 (61%) si in organizatie
in ansamblu — 2,99 (59,8%).

Respondentii au invocat urmatoarele motive pentru a lucra
mai perseverent: 1) perspective de carierd — 82% din total;
2) beneficii sociale — 81%; 3) realizarea abilitatilor, cunostintelor,
talentelor proprii — 80%; 4) un salariu mai mare — 79%; 5) stima
si recunoasterea persoanclor din jur — 76%; 6) posibilitatea de a-si
largi contactele sociale — 74%; 7) insusirea cunostintelor si
competentelor noi— 71% s.a.

Totodata, tabloul motivatiei de a studia era diferit: motivele
cele mai puternice erau doar doud: 1) Insusirea cunostintelor si
competentelor noi (79%) si 2) perspective de carierda (67%).
Celelalte motive erau evident mai slabe.

Angajatii publici chestionati au practicat urmatoarele metode
si tehnici de instruire profesionala: 1) prelegeri si prezentari — cate
85%; 2) seminare — 82%; 3) discutii — 76%; 4) studii de caz —
69%; 5) lectii practice / de laborator — 68% s.a.

in prezent, ei utilizeaza urmatoarele metode si tehnici:
1) discutii — 79%; 2) prezentari — 53%; 3) seminare — 38%;
4) studii de caz — 30%; 5) prelegeri —26% s.a.

in viitor, repartizarea preferata ar fi dupd cum urmeazi:
1) master class — 68%,; 2) vizite de studii — 65%; 3) brainstorming
—57%; 4) filme instructive — 55%; 5) studii de caz — 40% s.a.

Dat fiind cé timpul intotdeauna este cea mai rara si pretioasa
resursd, lipsa acestuia, 1n opinia majoritatii absolute a
respondentilor (79%), constituie cea mai mare barierd pentru
invatare. Numai pentru 8% din respondenti nu existd bariere
pentru a reusi in Invatare.

Orientarea autoritatilor publice spre economia de piata a fost
estimatd de catre angajatii chestionati cu nota medie 3,67 din 5
posibile sau la 73,3%.

Participantii la sondaj au practicat urmatoarele forme de
instruire profesionala: 1) conferinte si programe de licentd — cate
70%; 2) programe de masterat — 61%; 3) ateliere — 56%; 4) mese
rotunde si autoinstruire — cate 55%; 5) cursuri de dezvoltare
profesionala pana la 5 zile — 52% s.a.

In prezent, respondentii exerciti urmitoarele forme de
instruire profesionald: 1) autoinstruire — 53%; 2) conferinte —
19%; 3) mese rotunde — 16%; 4) programe de masterat — 15%; 5)
ateliere — 12% s.a.

In viitor, angajatii publici chestionati ar prefera sa parcurga
urmatoarele forme de instruire profesionala: 1) stagii peste hotare
— 65%; 2) autoinstruire — 52%; 3) studii la distantd —51%; 4)
programe de doctorat — 24%; 5) cursuri cu duratd de 5-10 zile si
stagii in alte localitati din tard — 19% s.a.

Toti respondentii au apreciat pozitiv impactul dezvoltarii
profesionale asupra cunostintelor si performantelor individuale;
2) 73% din ei — si asupra performantelor colective in
subdiviziunea 1n care 1si desfasoara activitatea; 3) 72% — si asupra
cunostintelor colective in subdiviziune; 4) 62% — si asupra
cunostintelor colective in autoritatea publicd in care activau; 5)
59% — si asupra performantelor colective in autoritatea publica
respectiva s.a.

29% din cei chestionati au calificat negativ impactul
dezvoltarii profesionale asupra vietii personale; 2) 28% — si
asupra familiei; 3) cate 11% respectiv — §i asupra remunerarii
individuale si a colegilor; 4) 7% — si asupra apropiatei promovari
in functie; 5) cate 5% — asupra performantelor colective in

3.22 of 5 or at 64.3% the assertion that public authorities
motivate their staff for higher performance.

The respondents praised the activity of working teams at a
rating of 3.02 of 5 possible points or at 60.5%, including within
their subdivision — 3.05 (61%) and the organization as a whole
—2.99 (59, 8%).

The respondents cited the following reasons to work more
earnestly: 1) career prospects — 82% of the total; 2) social
benefits — 81%; 3) development of skills, knowledge, talents —
80%; 4) a higher salary — 79%; 5) respect and recognition of
people around — 76%; 6) opportunity to expand social contacts
— 74%; 7) acquisition of new knowledge and skills — 71% etc.

However, the picture of motivation to study was different:
the strongest reasons were only two: 1) acquiring new
knowledge and skills (79%) and 2) career prospects (67%). The
other reasons were obviously weaker.

The public employees interviewed practiced the following
methods and techniques of professional training: 1) lectures and
presentations — by 85%; 2) seminars — 82%; 3) discussions —
76%; 4) case studies — 69%; 5) practical / laboratory lessons —
68% etc.

Currently, they use the following methods and techniques:
1) discussions — 79%; 2) presentations — 53%; 3) seminars —
38%; 4) case studies — 30%; 5) lectures — 26% etc.

In the future, the preferred allocation would be as follows:
1) master class — 68%; 2) study visits — 65%; 3) brainstorming
—57%; 4) instructional films — 55%; 5) case studies — 40% etc.

Since time is always the most rare and precious resource, its
lack, in the opinion of the majority of the respondents (79%), is
the largest barrier to learning. Only for 8% of the respondents
there were no barriers to succeed in learning.

The orientation of public authorities to a market economy
was estimated by their employees surveyed at an average grade
of 3.67 of 5 or at 73.3%.

The respondents exercised the following forms of
professional training: 1) conferences and undergraduate
programs — each by 70%; 2) masters — 61%; 3) workshops —
56%; 4) workshops and self-training — by 55%; 5) professional
development courses up to 5 days — 52% etc.

Currently, the respondents perform the following forms of
professional training: 1) self-training — 53%; 2) conferences —
19%; 3) workshops — 16%; 4) masters’ programs — 15%; 5)
workshops — 12% etc.

In the future, the public employees surveyed would rather
pass the following forms of professional training: 1) internships
abroad — 65%; 2) self-training — 52%; 3) distance learning —
51%,; 4) doctoral programs — 24%; 5) courses and internships of
5-10 days in other cities in the country — 19% etc.

All the respondents positively appreciated the impact of
their professional development on individual knowledge and
performance; 2) 73% of them — and on the collective
performance of their subdivision; 3) 72% — on the collective
knowledge of their subdivision; 4) 62% — on the collective
knowledge of their public authority; 5) 59% — on the collective
performance of the respective public authority etc.

29% of the respondents negatively qualified the impact of
their professional development on their private life; 2) 28% —
and on the family; 3) by 11% — on individual remuneration and
on colleagues; 4) 7% — on oncoming promotion; 5) 5% — on the
collective performance of the public authority and on career
prospects.
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autoritatea publica si asupra perspectivelor de cariera.

49% din participanti au opinat cd dezvoltarea sa profesionala
nu avea nici un impact asupra promovarii apropiate in functie; 2)
41% — si asupra perspectivelor de cariera; 3) 23% — asupra
remunerarii individuale; 4) cate 22% respestiv — asupra vietii
personale si asupra familiei; 5) 13% — asupra performantelor
colective 1n autoritatea publica respectiva.

In urmdtorii 5 ani, angajatii publici chestionati ar dedica
dezvoltarii lor profesionale, in medie, anual, cca 578 de ore (cu
20,2% mai putin decat in ultimii 5 ani) sau 73 de zile (-22,3%),
avand 1n vedere faptul cd majoritatea lor deja au
studii de masterat. Totusi, timpul acordat instruirii ar ramane cu
14,5 ori peste cel minim cerut de legislatic — 40 ore anual
[Legea, 2008, art. 37].

Respondentii au evaluat flexibilitatea mentalitatii managerilor
in subdiviziunea in care activeaza cu nota medie 3,67 din 5
puncte posibile sau la 73,3%, in timp ce progresivitatea lor — cu
3,81 (76,2%).

La nivelul intregii organizatii, indicatorii in cauza au fost 3,49
(69,9%) si 3,6 (71,9%) respectiv.

Flexibilitatea mentalitatii salariatilor de executie din
subdiviziunile respondentilor a fost apreciati cu nota 3,62
(72,4%), totodatd, progresivitatea lor — 3,64 (72,8%).

La nivel organizational, indicatorii dati constituiau 3,47
(69,4%) si 3,45 (68,9%) respectiv.

Angajatii publici chestionati au estimat predominant stilul de
conducere in autoritatea publicd in care activau cu nota medie
3,04 (60,7%) pe o scara de la 1 (autocratic) pand la 5 (liberal),
adica ,,democratic”.

Respondentii au evaluat structura organizatoricd a
autoritatilor publice in care lucrau cu nota medie 2,47 (49,5%) pe
o scard de la 1 (birocratica) la 5 (adaptivd), adicd mai degraba
birocratica.

Participantii la sondaj au apreciat la justa valoare importanta
potentialului intelectual pentru orice organizatie, inclusiv si
autoritate publica, cu nota medie 4,29 din 5 (85,6%). Totodata,
potentialul existent al autoritatilor publice (unde activau
respondentii) era estimat cu nota 3,35 din 5 sau la 67%, adica la
un nivel mediu. Potentialul strategic in urmatorii 5 ani era scontat
cu nota medie 3,75 din 5 sau la 75%.

Respondentii au sugerat urmatoarele masuri pentru
conducerea autoritatilor publice in care activau ca aceasta si
devind mai adaptiva, eficientd, inovativd si inteligenta:
1) evaluarea, remunerarea si promovarea colaboratorilor in baza
de performante — 91%; 2) abordarea sistemicd a formarii si
dezvoltarii continue a personalului din serviciul public — 81%;
3) formarea unui climat de creatie si invitare — 75%; 4)
renuntarea la documente inutile, reducerea formularisticii si
simplificarea documentatiei oficiale — 72%; 5) implementarea
comunicatiilor electronice interne §i externe — 69% s.a.

44% din cei chestionati n-au putut prognoza unde vor activa
in urmatorii 5 ani; 2) 43% au presupus ca vor lucra in aceeasi
autoritate publicd in care sunt angajati in prezent; 3) cate 4% —
intr-o companie privatd sau in strainatate; 4) 2% — intr-o altd
autoritate publica si 5) cate 1% — Intr-o (altd) intreprindere de stat
sau municipald, organizatie non-guvernamentald (ONG) sau
organizatie straina cu sediul in RM.

in cazul a 58% din respondenti, autorititile publice erau
implicate in implementarea Programului strategic de modernizare
tehnologica a  guvernarii  (e-Transformare) [Hotdrarea
Guvernului, 2011]; 2) 4% erau numai inclusi in planul de actiuni
respectiv; 3) 5% vor fi inclusi in planul de actiuni respectiv; 4)
4% — nu erau implicati n genereral si 5) 29% — nu erau informati.

49% of participants opined that their professional
development had no impact on their oncoming promotion; 2)
41% — and on career prospects; 3) 23% — on individual
remuneration; 4) by 22% — on private life and family; 5) 13% —
on the collective performance of the respective public authority.

In the next 5 years on average annually the public
employees surveyed would dedicate to their professional
development about 578 hours (20.2% less than in the last 5
years) or 73 days (-22.3%), having the fact that most of them
already have a master’s diploma. However, the time for training
would remain 14.5 times more than the minimum required by
the law — 40 hours per year [Law, 2008, art. 37].

The respondents rated the flexibility of managers’ mentality
in their subdivision at an average grade of 3.67 of 5 possible
points or at 73.3%, while their progressivity —at 3.81 (76.2%).

At the whole organization’s level, the indicators in question
were 3.49 (69.9%) and 3.6 (71.9%) respectively.

The flexibility of the mentality of employees of execution
within respondents’ subdivisions was rated at 3.62 (72.4%),
however, their progressivity — 3.64 (72.8%).

At the organizational level, the given indicators were 3.47
(69.4%) and 3.45 (68.9%) respectively.

The public employees surveyed estimated the management
style prevalent in their public authority at an average grade of
3.04 (60.7%) on a scale from 1 (autocratic) to 5 (liberal),
namely "democratic".

The respondents evaluated the organizational structure of
their public authorities at an average mark of 2.47 (49.5%) on a
scale from 1 (bureaucratic) to 5 (adapted), i.e. rather
bureaucratic.

The respondents appreciated at its true value the intellectual
potential importance for any organization, including public
authorities, at an average grade of 4.29 out of 5 (85.6%).
However, the existing potential of public authorities (where
respondents worked) was estimated at a grade of 3.35 of 5 or
67%, i.e. at a middle level. The strategic potential in the next 5
years was expected to an average grade of 3.75 of 5 or to75%.

The respondents suggested the following measures for
the management of their public authorities in order to become
more adaptive, efficient, innovative and intelligent:
1) evaluation, remuneration and promotion of employees
based on performance — 91%; 2) systemic approach to
training and continuous development of public service
personnel —81%; 3) formation of a climate of creativity and
learning —75%,; 4) refusal to unnecessary paperwork, reducing
and simplifying the forms of official documentation — 72%;
5) implementation of internal and external electronic
communications — 69% etc.

44% of the respondents could not forecast where they
would work in the next 5 years; 2) 43% assumed they would
work in the same public authority, where they are currently
employed; 3) by 4% - in a private company or abroad; 4) 2% -
in another public authority, and 5) by 1% — in (another) state or
municipal enterprise, non-governmental organization (NGO) or
foreign organization based in Moldova.

In case of 58% of respondents, the public authorities were
involved in implementing the Strategic program of
technological modernization of government (e-Transformation)
[Government Decision, 2011]; 2) 4% were only included in the
action plan in question; 3) 5% will be included in the action
plan in question; 4) 4% — were absolutely not involved and
5) 29% — were not aware.
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38% din angajatii publici chestionati nu erau implicati
personal in implementarea Programului e-Transformare
[Hotararea Guvernului, 2011]; 2) 26% — doar partial; 3) 19% —
indirect si 4) 16% — nemijlocit.

La nivel organizational, ratingul utilizarii TIC de catre
angajati era urmatorul: 1) acces la Internet — 88%; 2) posta
electronica corporativa — 84%; 3) computere personale — 81%;
4) interactiunea cu alte autoritati publice — 80%; 5) interactiunea
cu alte organizatii publice si cetdtenii RM — cate 79% s.a.

Impactul utilizarii TIC asupra eficientei activitatii autoritatilor
publice era perceput preponderent pozitiv: 1) lucrari de secretariat
— 85%; 2) locuri de munca — 80%; 3) resurse umane — 79%;
4) servicii publice pentru cetateni (G2C) — 73%; 5) servicii
publice pentru alte autorititi publice (G2G) — 71%,; 6) servicii
publice pentru angajatii autoritatilor publice (G2E) — 70%; 7)
cercetare, dezvoltare, inovare si servicii publice pentru mediul de
afaceri (G2B) — cate 69%.

Pentru autoevaluarea sintetica a potentialului intelectual al
autoritatilor publice aproape fiecarei (sub)intrebari (in afara celor
care se refereau la date personale si celor semiinchise) a fost
atribuit punctajul maxim 5, iar numarul acestora a fost de 200,
astfel punctajul maxim total s-a primit 1000.

Totodatd, fiecare intrebare a fost clasificatd concomitant
dupa 3 criterii: 1) componentele potentialului intelectual, 2) nivel
de management/invatare i 3) axa temporara, si inclusa in
categoria respectivdi. De exemplu, prima intrebare despre
regimul 1nvatarii individuale a fost caracterizatd ca ,,MRU”,
Hindividual” si ,prezent” si i S-a atribuit cite 5 puncte
pentru fiecare criteriu.

fn continuare, fiecare intrebare a fost »punctatd” reiesind din
raspunsurile agregate ale respondentilor. Astfel, potentialul
intelectual total a fost evaluat cu 590 de puncte sau la 59%. Este
de mentionat faptul ca potentialul maxim de 72,1% a fost atins la
categoria ,.trecut”, iar cel minim de 56% — la categoria ,,colectiv”.
Totusi, este incurajator faptul ca ,,viitorul” cu 59% depaseste
sprezentul” cu 2,9 puncte procentuale (p.p.), adica existd o
anumita perspectiva de dezvoltare (Tabelul 1).

38% of public employees interviewed were not personally
involved in the implementation of e-Transformation Program
[Government Decision, 2011]; 2) 26% — partially; 3) 19% —
indirectly and 4) 16% - directly.

At the organizational level, the rating of ICT use by
employees was as follows: 1) Internet access — 88%; 2) corporate
e-mail — 84%; 3) personal computers — 81%; 4) interaction with
other public authorities — 80%; 5) interaction with other public
organizations and citizens of the RM — by 79% etc.

The impact of ICT use on the efficiency of public
authorities’ activity was perceived mostly positive:
1) secretarial work - 85%; 2) jobs — 80%; 3) human resources —
79%; 4) public services to citizens (G2C) — 73%; 5) public
services to other public authorities (G2G) — 71%; 6) public
services to employees of public authorities (G2E) — 70%;
7) research, development, innovation and public services to
business (G2B) — by 69%.

For the synthetic self-evaluation of the intellectual potential
of public authorities almost every (sub)question (other than
those related to personal data and semi-enclosed) has been
awarded the maximum score of 5, and their number was 200,
so the total maximum score was received 1000.

However, each question was classified simultaneously by 3
criteria: 1) components of intellectual potential, 2) level of
management / learning and 3) temporary axis, and included in
the respective category. For example, the first question on the
individual learning regime was characterized as "HRM",
"individual” and "present” and was awarded 5 points for each
criterion.

Further, each question was "pointed” based on the
aggregated responses of the respondents. The total intellectual
potential was evaluated at 590 points or at 59%. It should be
noted that the maximum potential of 72.1% was achieved in the
"past" category and the least one of 56% — in the "collective"
category. However, it is encouraging that the "future™ of 59%
exceeds the "present” by 2.9 percentage points (p.p.), i.e. there
is a prospect of development (Table 1).

Tabelul 1/ Table 1

Autoevaluarea sintetica a potentialului intelectual al autorititilor publice din RM /
Synthetic self-evaluation of the intellectual potential of the public authorities of the RM

Componentele potentialului . N <
Nr. : . : : Nivel de management / invatare | Axa temporara/
dir Indicatori / Indicators w;)tgtlgrﬁgjae}l c/ olrrr]1t§ (I)Iﬁgrt]l:sal / Managementg/ learning level Temporary axis
1. Element 1 / Element 1 l\égﬂggaelmnﬁgrﬁggegﬁqgr:t/ Organizational / Organizational Trecut / Past
1.1. Punctaj real / Real score 230 357 108
1.2. Punctaj maxim / Maximum score 390 605 150
1.3. Punctaj real, % / Real score, % 59 59 72,1
Colectiv (de grup / subdiviziune) / Prezent /
2 Element 2 / Element 2 MRU /HRM Collective (group / subdivision) Present
2.1 Punctaj real / Real score 174 115 393
2.2. Punctaj maxim / Maximum score 285 205 700
2.3. Punctaj real, % / Real score, % 61,1 56 56,1
3. Element 3 / Element 3 TIC/ICT Individual / Individual Viitor / Future
3.1. Punctaj real / Real score 186 118 89
3.2. Punctaj maxim / Maximum score 325 190 150
3.3. Punctaj real, % / Real score, % 57,2 62,2 59
4. TOTAL / TOTAL
4.1 Punctaj real / Real score 590
4.2 Punctaj maxim /Maximum score 1000
4.3. Punctaj real, % / Real score, % 59

Sursa/Source: Elaborat de autor in baza prelucrdrii rezultatelor sondajului de opinie/Created by author based on

processing survey results.
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Concluzii:

1) Respondentii au sesizat importanta potentialului
intelectual pentru orice organizatie, inclusiv §i autoritate
publica la un nivel de 85,6%.

2) Autoevaluarea analiticd (agregarea raspunsurilor la
intrebarea 20 din chestionar) si sinteticd (generalizarea
raspunsurilor la majoritatea intrebarilor) a acestuia diferd
semnificativ. Astfel, potentialul analitic existent a fost
estimat la 67%, iar cel sintetic — la numai 56,1%. De
asemenea, potentialul analitic strategic a fost apreciat la
75%, iar cel sintetic — la doar 59%. Mentionam faptul ca
potentialul sintetic trecut a ajuns la 72,1%. Este evident
ca indicatorii sintetici sunt mai relevanti decat cei analitici si
potentialul intelectual actual al autoritatilor publice este unul
mediu §i poate chiar redus, insa are sanse reale de a creste cu
cel putin 3 p.p. In urmatorii 5 ani.

3) Administratia publica din RM trebuie sa depuna
toate eforturile pentru dezvoltarea si realizarea sustenabila a
potentialului sdu intelectual (sau intelectualizarea sa) si
astfel eficientizarea activitatii sale, 1in conditiile
globalizdrii si edificarii economiei §i societdtii bazate pe
cunoastere si inovare.

Conclusions:

1) The respondents conceived the importance of
intellectual potential for any organization, including for a
public authority, at a level of 85.6%.

2) Analytical (aggregation of responses to question 20 of
the questionnaire) and synthetic (generalization of answers
to most questions) self-evaluation thereof differ
significantly. Thus, the existing analytical potential was
estimated at 67% and synthetic one — only at 56.1%. Also,
the strategic analytical potential was estimated at 75%, but
the synthetic one — only at 59%. We mention that the past
synthetic potential reached 72.1%. It is obvious that
synthetic indicators are more relevant than those analytical
and the actual intellectual potential of public authorities is
middle one and maybe reduced, but it has a real chance to
grow by at least 3 p.p. the next 5 years.

3) The public administration of the RM should make
every effort to achieve sustainable development of its
intellectual potential (or its intellectualization) and thus
increasing the efficiency of its activity, under globalization
and building the economy and society based on knowledge
and innovation.
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