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Abstract:  Cariera consta in acea
succesiune de posturi ntr-o ierarhie, acea

succesiune de experiente, separate, corelate intre
ele prin care orice persoand trece de-a lungul
vietii. Dezvoltarea carierei sau cum mai este
numitda dezvoltarea profesionald este un proces
mai complex decat pregdtirea profesionala,
avand drept obiectiv insugirea cunostintelor utile,
atat in raport cu pozifia actuald, cdt S cu cea
viitoare. O cariera poate fi lungd sau scurtd, iar
un individ poate avea mai multe cariere, una
dupa alta sau in acelasi timp. Cariera
individuala include atdat viata profesionald Si
familiald cat §i legdturile dintre ele. In dorinta
de a controla viafa profesionald cdt Si pe cea
familiala, orice persoana isi dezvoltd un concept
propriu prin care isi autoevalueaza calitdtile si
valorile. Acest proces este dinamic si are loc pe
parcursul Intregii viefi. Cariera individuala se
dezvolta prin interactiunea dintre aptitudinile
existente, dorinta de realizare profesionald a
individului si experienfa in munca pe care o
furnizeaza organizatia. Individul se va dezvolta
Si va fi multumit de cariera sa in masura in care
organizatia va putea furniza cdi pe care individul
sa avanseze in diferite pozigii i niveluri, Tn care
sa-si punda in valoare cunogtintele Si sd-Si
dezvolte aptitudinile.

Cuvinte cheie: cariera,
profesionala, viata profesionala,
familiala, aptitudini.

dezvoltare
viala

Putem defini stadiile carierei ca tipare
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Abstract: Career consist of that succesion
of positions in a hierarchy, that sequence of
experiences, separate, linked together that any
person pass throughout life. Career development
or as it is called, professional development, is a
more complex process than vocational training,
having as main goal the aquiring of useful pieces
of knowledge, both linked with the current
position and the future one. A career can be long
or short and an individual can have multiple
careers, one after another otlr at the same time.
Individual career includes both professional and
family life and the bound between them. Desiring
to control both professional and familial life,
everyone develop their own concept through
which they evaluates their qualities and values.
This process is dynamic and occurs throughout
life. Individual career develops through the
interaction between existing skills, the desire of
individual achievement of the person and the work
experience provided by the organization. The
individual will start to develop himself and will be
also satisfied with his career to the extent that the
organization will provide ways through which the
person can advance in different positions and
levels, in which he can value his pieces of
knowledge and develop his skills.

Keywords: career, professional
development, professional life, family life,
skills.

We can define the career stages as
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generale ale progreselor, obligatiilor esentiale
si schimbarilor din activitatile rolului
profesional. Aceste stadii succesive sunt :
* explorarea,

* stabilizarea,

e avansarea,

* mentinerea,

« finalul carierei.

Explorarea reprezintd confruntari intre
viziunile nerealiste formate in adolescenta si
lumea reald. Individul cunoaste si alege din
rolurile explorate. In acest timp isi descopera
si dezvolta talente, abilitati, interese, valori.
Este un moment important Tn formarea
identitatii  profesionale si alegerii unui
domeniu. Cateva din elementele importante
in aceastd perioada sunt: reteaua sociald,
mentorul, discipolul.

Reteaua sociala este grupul de colegi
care ofera feed-back si informatii generale
despre organizatie si activitati. Mentorul este
0 persoand mai in varstd din organizatie si
care joaca un rol important pentru cel aflat la
inceputurile carierei. Mentorul este persoana
competentd nu numai in ceea ce priveste
confinutul activitagii, dar 1intelegdnd mai
mult, avand o viziune de ansamblu, si avand
calitatile personale necesare, poate transfera
stiinta de a face lucrurile cétre cineva mai
tanar. Nu este vorba numai de a-i rezolva
sarcinile si de a-1 ajuta, ci de a-1 invata sa
faca acest lucru singur in cele din urma.
Mentorul  constituie un model pentru
discipol. Pentru a fi mentor sunt necesare
calitati personale rare, acest proces de
invatare, de transfer de ‘know-how” are loc
intr-un  mod natural. Este nevoie de
intelepciune, de flexibilitate si, in plus, de
compatibilitate intre mentor si discipol.
Cateva din functiile comun acceptate ale
mentorului sunt: modelarea rolului, acceptare
si confirmare, consilier. Stabilizarea consta in
dobandirea unui grad de cunostinte, de
expertiza intr-un domeniu. (Constantinescu
Dan Anghel, 1999, Managementul resurselor
umane, Editura Tehnica, Bucuresti)

Avansarea i mentinerea urmeaza dupa
stabilizarea in diverse roluri ocupationale si

general patterns of progress, of essential
obligations and of changes in the activities of
professional role. These successive stages are:
-exploration;

-stabilization;

-advancing;

-maintaining;

-the end of career.

The exploration is represented by
confrontations between the unrealistic vision
formed in adolescence and the real world. The
individual knows and choose between
explored roles. Meanwhile, he discovers and
develops his talents, skills, interests, values. It
is an important moment in the formation of a
professional identity and choosing of an area.
Some of the most important elements in this
period are: social network, the mentor, the
disciple.

Social network is the peer's group that
provides feedback and pieces of information
about the organization and the activities. The
mentor is an older person from the
organization who plays an important role for
the one found at the beginnings of his career.
The mentor is not only a competent person
regarding the content of the activity, but
understanding more, with an overall vision
and having the necessary personal qualities,
he can also transfer knowledge to do things to
someone younger.

It is not only about solving and
helping with his tasks but also to learn him
how to do this things by himself, in the end.
The mentor is a model for the student. In
order to be a mentor you have to own some
rare personal qualities. In this way, the
learning, the "how-how" transfer will occur in
a natural way. It takes wisdom, flexibility and
in addition, there have to exist compatibility
between mentor and disciple. Some of the
commonly accepted functions of the mentor
are.  role modeling, acceptance and
confirmation, counsellor. Stabilization consist
in acquiring of a certain level of knowledge,
of expertise in a field. ( Constantinescu Dan
Anghel, 1999, Human resources management,
Technical Publisher, Bucharest)
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presupune focalizarea pe obiectivele cheie,
realiste ale carierei. Finalul carierei poate sa
insemne o perioadd de cresteri continue in
statut si influenfd in organizatie, sau o
perioada petrecuta in cel mai inalt nivel de
responsabilitate si statut. Un concept
tot mai folosit este cel de “cariera elastica”;
se refera la permanenta preocupare a
individului pentru cariera sa, fie mereu activ,
sd cunoasca care sunt competentele sale ca si
oportunitatile pentru cineva cu pregatirea si
experienta sa asa incat sa se afle mereu in
zona in care este indreptatit si se afle. In
acelasi timp trebuie sa evolueze si sa creasca
continuu din punct de vedere profesional. Se
vorbeste chiar despre managementul carierei
ca despre administrarea unei afaceri proprii.

Genurile de oameni pe care ii caut
pentru a completa locurile managementului
de top sunt oamenii energici, zelosi si
nonconformisti. Acestia sunt indivizi care
incearca sa faca mai mult decét se asteapta
de la ei — s intotdeauna vor reusi — Lee
lacocca. (Davila Lori, Kursmark Louise,
2005, Cum sa alegi intotdeauna persoana
potrivita pentru fiecare job, Editura BIC
ALL, Bucuresti, pagina 1)

Strategiile de carierd 1isi propun
anticiparea problemelor si planificarea pe
termen lung.

Cateva din aceste strategii sunt:

A. Cunoaste-te pe tine insuti — care
propune o analiza atentd a orientarii
carierei, a punctelor slabe/tari, a
locului Tn companie.

Cunoaste-ti mediul profesional
cunoscand mediul, problemele
economice, companiile competitoare,
se pot anticipa atdt evenimentele
neplacute cat si ocaziile. Urmarind
semnalele din domeniul de activitate
si culegand un permanent feed-back
nu poti fi luat prin surprindere.

Ingrijeste-ti reputatia profesionala —
inseamna sa iti evidentiezi abilitatile
si realizarile, tot ceea ce te
individualizeaza, ce demonstreaza
calitafi speciale, posibilitatea de a

The advancement and maintenance
come after the stabilization in various
occupational roles and requires concentration
on key objectives and realistic aims of the
career. The end of career could mean a period
of continuous increases in status and
influence within the organization or a period
spent in the highest level of responsibility and
status. A concept increasingly used is "elastic
career™; it refers to the permanent concern of
the individual for his career, to be always
active, to know his skills but also the
opportunities for someone with his training
and experience in order to be always in the
area where it is entitled to be.

At the same time, he must
continuously evolve and grow professionally.
It is even talked about career management as
about managing your own business.

"The types of people I'm looking for to
fill the places on top management are
energetic, zealous and nonconformist. This
are individuals who are trying to do more than
is expected of them - and they always succeed
- Lee lacocca. (Davila Lori, Kursmark Louise,
2005, How to choose always the right person
for each job, BIC ALL Publisher, Bucharest,
page 1)

The main aims of career strategies are
the anticipation of problems and the long-
term planning. Some of this strategies are: A.
Know yourself - proposing a careful analysis
of career orientation, of strong/weak points,
of the place in company.

B. Acknowledge the professional
environment - knowing the background, the
economical problems, the competitive
companies, it can be anticipated both
unpleasant moments and good occasions.
Following the signal from vyour field of
activity and picking a permanent feedback
you can not be taken aback.

C. Take care of your professional
reputation - it means you have to reveal your
skills and accomplishments, everything tat
individualize you, that demonstrate special
qualities, the possibility to invest and the
ability to complete projects.
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investi si capacitatea de a finaliza
proiecte.

D. Ramai mobil, vandabil, mereu in
evolutie — inseamnd sia urmaresti
corespondenta intre competentele
personale si cele cautate pe piata
fortei de munca, a celor usor
transferabile.

E. Fii atat specialist cat si generalist —
trebuie dezvoltat un domeniu de
expertiza, de specialitate dar trebuie
pastratd o anume flexibilitate si nu
trebuie sd te plafonezi. Stapanirea
unui domeniu foarte restrans te face
inflexibil si vulnerabil.

F. Documenteaza reusitele proprii —
inseamna sd poti oferi dovada a ceea
ce ai realizat, rezultatele si realizarile
identificabile sunt mai valoroase n
piata fortei de munca.

G. Pregateste intotdeauna un plan de
rezerva si fii gata sa actionezi — care
se leaga foarte bine cu celelalte
indicatii de a fi mereu activ.

H. Mentine-te in formad financiard si
psihicd — 1Inseamnd sa ai mereu
asigurata o baza, un confort si un
echilibru in plan psihic si material.

Aceste strategii privesc pe individ, de

cealalta parte se afla organizatia care trebuie
sd se preocupe atat de nevoile sale interne cat
si de cariera angajatilor. Consilierea pentru
carierd inseamna apelul la o sursda externa
pentru ai ajuta pe angajati sd exploreze
alternative si sa ia decizii.

Sistemele de informatii despre cariera,
cuprind programe care cautd in computer
informatii, referinte despre tendintele pe
piata muncii :

0 Jalonarea si evaluarea abilitatilor inseamna
ca fiecare angajat sda 151 cunoascd
competentele si gradul de adecvare la
exigentele postului;

0 Informatii despre directia strategica si
rezultatele economice ale firmei — inseamna
ca angajatii cunosc starea firmei, unde se
plaseazd in domeniu, care este situatia
comparativ cu firmele competitoare;

D. Stay mobile, salable, always
evolving - it means to follow the
correspondence between personal skills and
the demands on the labor market, those easily
transferable.

E. Be both specialist and generalist -
you have to develop an area of expertise,
specialized, but some flexibility should be
preserved in order not t limit yoursel.
Mastering a very small area makes you
flexible and vulnerable.

F. Documenting your successes - it
means you can offer evidence of what you
have accomplished, identifiable results and
achievements are more valuable on the labor
market.

G. Prepare always a backup plan and
be ready to act - this binds well with the other
indications of being active

H. Keep yourself in financial and
psychological shape - it means to have always
a basis, comfort and a psychically and
financially balance.

On the one hand, these strategies are
the concern of the individual and on the other
hand, they are the concern of the organization
which should focus on both its domestic
needs and career employees. The career
counseling means to use an external source in
order to help employees to explore
alternatives and take decisions.

Career information systems comprise
computer programs that search pieces of
information or references to trends on the
labor market:

- Stake out and evaluation skills mean that
each employee has to know his skills and
adequacy to the requirements of the job;

- Pieces of information about the strategic
direction and economic results of the
company - it means that employees now the
status of the company, where it is placed in
the field, which is the situation compared to
the competitive firms;

- Greater support for education and training
that include the grants and the extensive
training in the company;

- Workplace flexibility -

where the
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0 Sprijin extins pentru educatie si instruire,
cuprind bursele si instruirea extinsa in cadrul
companieli;

0 Flexibilitatea locului de munca — acolo
unde organizatia cere flexibilitate, trebuie sa
si ofere mai multd putere si mai mult spatiu
de manevra in rolurile din cariera.

Individul 1si propune ca obiectiv o
carierd, organizatia isi propune sd pastreze
oamenii valorosi.

Pentru ca lucrurile s se intample asa
trebuie avute 1In vedere diferentele
individuale 1n aprecierea angajatilor si
distribuirea rolurilor; trebuie sa nu uitdm ca
oamenii §i carierele lor sunt dinamice. Pe de
o parte succesul carierei cere oamenilor sa fie
elastici; organizatiile pot facilita succesul
carierelor si pot contribui la dezvoltarea
angajatilor pastrandu-i astfel acolo unde este
nevoie de ei.

Vorbeste cu oamenii care tocmai au
absolvit si au inceput o cariera. Multi dintre
ei vor spune cat de mult s-au schimbat
datoritda mediului de la locul de munca.
Michele a ocupat in primul an de munca un
post de antrenor la 0 Scoalda cu educatie
speciali. In timp ce vorbeste despre
experientele sale, Tsi scuturd capul, inca
uimitd de ceea ce a invatat despre ea.
Credeam ca sunt destul de pregatita. Dar nu
aveam nici o idee cum mad voi descurca cu o
asa mare raspundere. La Scoala nimic nu m-
a pregdtit sa fiu atat de capabila. Credeam
ca ma descurc destul de bine, dar tot ce
vroiam sa fac era sa ma retrag — sa ma
ascund.

Ben a descoperit noi lucruri despre el
Tnsusi cand s-a alaturat unui grup de cursanti
intr-o  companie de telecomunicatii.
Recunoaste, AS fi spus despre mine ca sunt
destul de matur. Dar trei luni de cursuri m-
au facut sa-mi schimb parerea. Nu credeam
ca sunt o persoand emotiva, dar am avut
urcusuri Si coborasuri pentru toate trairile.
Nu-mi dadeam seama ce se intampla.

Fii mai preocupat de caracterul tau
decat de reputalie, pentru ca acesta

organization requires flexibility it should also
offer more power and space of handling in the
roles of career.

The individual aims a career, the
organization aims to keep talented people. In
order things happen so, it has to be taken into
consideration the individual differences in
appreciation of employees and the distribution
of oles; we must not forget that people and
their careers are dynamic.

On the one hand, career success
requires people to e flexible; organizations
can facilitate the success of careers and
contribute to employees development by
keeping them where their presence is needed.

Speak to people who have just
graduated and began a career. Many of them
will say how much has changed due to the
work environment. Michelle took in the first
year of work a coaching job at a school with
special education. While she is talking about
her experiences, she is shaking her head, still
stunned by what she learned about her. "I
thought | was pretty prepared But | had no
idea how | will handle such a big
responsibility. At school nothing prepared me
to be so capable. | thought I did pretty good,
but all I wanted to do was to retire - to hide. "

Ben has discovered new things about
himself when he joined a group of students in
a telecommunication company. He admits: "I
would say about me that | am quite mature.
But three months later of training made me
change my mind. | thought | was not an
emotional person, but | had ups and downs for
all my feelings. | could not tell what was
happening" Be more concerned with your
character than reputation because the first one
represents who you are while reputation is
merely what others thin about you. (John
Wooden, former basketball coach and
member of Basketball Hall of Fame) (Library
performance career, 2005, Ethics and
professional efficiency, BIC ALL publisher,
Bucharest, page 6).

Work has five roles in human life:
-revenue for obtaining a high life standard and
level;
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reprezintd ceea ce eSti, in timp ce reputafia
este doar ceea ce cred alfii despre tine. —
John Wooden, fost antrenor de baschet si
membru al Basketball Hall of Fame.
(Biblioteca performantei in cariera, 2005,
Etica s eficienfa profesionala, Editura BIC
ALL, Bucuresti, pagina 6)

Munca are cinci roluri importante n
viata omului:

0 venitul pentru obfinerea unui nivel si
standard de viata ridicat ;

0 petrecerea timpului si cheltuirea energiei ;

0 obtinerea identitatii si a unui statut — sursa
respectului de sine si un mod de a obtine
recunoasterea altora ;

0 nevoia de asociere, un mod de a-si face
prieteni, a face parte dintr-un grup ;

0 sursa unui scop in viatd — un mod de a da
un scop si un inteles vietii prin servicii facute
altora, acte de creatie, exprimarea eului,
experimentarea unor noi lucruri.

Diversitatea actiunilor umane face
necesard analiza motivelor care-l1 indeamna
pe un individ sa aleaga un tip de munca si nu
altul. Studiul motivatiei este o componenta
de interes comun atat pentru organizatie cat
si pentru cercetdtori, antrenori.

Organizatiile contemporane acordd o
atentie deosebitda motivatiei deoarece astazi
mai mult ca oricand trebuie sa fie productiva,
competitivd la nivel global. Teoriile muncii
enuntate de cercetatori pe baza unor studii
sunt teorii bazate pe nevoi s$i teorii
procesuale.

Maslow considera ca fiintele umane au
cinci seturi de nevoi care sunt aranjate intr-o
ierarhie :

A) Nevoi fiziologice ;
B) Nevoi de siguranta ;
C) Nevoi de aparenta ;
D) Nevoi de stima ;

E) Nevoi de implinire.

Cand nevoile de la un anumit nivel
din ierarhie sunt satisfacute, individul isi
indreaptd atentia spre nivelul superior
urmdtor. Se observa astfel ca implicit aceasta
inseamna ca o nevoie satisfacutd nu mai este
un motivator eficace. Indati ce cineva are

- spending time and energy;
- obtain a status and an identity - the source of
self-esteem and a way to get the others
recognition;
- need of association - a way of making
friends, being part of a group;
- the source of a purpose in life - a way to
give a purpose and a meaning of life through
services rendered to others, acts of creations,
self expression, experimentation of new tings.
The diversity of human actions make
necessary the analyze of reasons which urges
an individual to choose a type of work and not
another. The study of motivation is a
component of common interest for both the
organization and the researchers, the coaches.
Contemporary organizations pay a
special attention to motivation because today
more than ever, it has to be productive and
globally competitive. Labor's theories settled
by researchers using some studies are theories
based on need and procedual theories.
Maslow believes that human beings
have five sets of needs that are arranged in a
hierarchy:
A. Physiological needs

B. safety needs
C. Membership needs
D. Esteem needs

E. Needs of accomplishments

When the needs from a certain level in
the hierarchy are reached, the individual turns
his attention to the next level. Thus, we
observe that a satisfied need is no longer an
effective  motivator. Once someone has
enough physiological resources and feels safe
will not seek the factors that satisfy these
needs, In contrary, he will turn to other
sources of contentment. As Maslow said, the
only exception from this rule are the needs of
self-fulfillment. He believed that this are the
needs of "development” and are becoming
stronger and stronger as they are satisfied.

Alderfer developed another theory
based on needs, called ERG theory. It comes
from the classification of needs made by
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resurse fiziologice suficiente si se simte in
sigurantd, acela nu va mai cauta factorii care
satisfac aceste nevol, ci se va orienta spre alte
surse de multumire. Dupa Maslow, singura
exceptie de la aceasta reguld sunt nevoile de
auto-implinire. El credea ca acestea sunt
nevoile de “dezvoltare” si devin din ce in ce
mai puternice pe masura ce sunt satisfacute.

Alderfer a dezvoltat o altd teorie
bazatd pe nevoi, numitd teoria ERG. Ea
provine din clasificarea nevoilor facutd de
Maslow si face cateva ipoteze diferite despre
relagia dintre nevoi si motivatie. Numele
ERG provine de la comprimarea sistemului
format din cinci categorii al lui Maslow intr-
unul cu trei categorii — nevoi legate de
existenta, relatii si
dezvoltare. (www.onlinestudent.ro/universita
ti/referate/dezvoltarea Si eficacitatea
carierei)

Contributia lui Alderfer la intelegerea
motivatiei este reprezentatda de diferentele
intre teoria ERG si ierarhia nevoilor. Mai
intai teoria ERG nu presupune ca o necesitate
de rang inferior trebuie satisfacuta inainte ca
0 necesitate mai putin concretd sa devina
operationala.

Astfel, teoria ERG nu propune o
terarhie rigida a necesitatilor §i anumiti
indivizi, ca urmare a pregatirii si experientei
lor, pot cauta relatii sau dezvoltare chiar daca
nevoile lor existentiale nu sunt satisfacute.
Din acest motiv, teoria ERD se pare ca
raspunde la o mai mare varietate de
diferentieri individuale in ceea ce priveste
structura motivationald. In al doilea rand,
aceasta teorie afirma ca, dacd nevoile de
nivel superior nu sunt satisfacute, va creste
dorinta indivizilor de a-si satisface nevoile de
nivel inferior.

Se observda ca aceasta
diferentiere majora fatd de Maslow.

Nevoile de realizare, afiliere, putere
sunt studiate de McClelland cu o relevanta
speciala pentru comportamentul
organizational. Aceste teorii denumite si
,procesuale ale motivatiei muncii”, se
concentreaza asupra modului cum apare

este o

Maslow and exposes a few different
hypothesis about the relation between needs
and motivation. The ERG name comes from
the compression of Maslow's system
consisting of five categories into one with
three categories - needs related to existence,
relationships and development.  (www.
onlinestudent.ro/universities/reports/the
development and the efficacy of career)

The contribution of Alfred to the
understanding of motivation is represented by
the differences between ERG theory and the
one of needs. Firstly, ERG theory does not
supposes that an inferior need has to be
satisfied before a less concrete need become
operational.

Thus, ERG theory does not propose a
stiff hierarchy of needs and some individuals,
accordingly to their training and experience,
can search relations or development even if
their existential needs are not fulfilled. This is
the reason why ERG theory seems to offer
answers to a wide range of individual
differences regarding the motivational
structure.

Secondly, this theory asserts that individual's
wish to satisfy inferior needs will grow up if
the superior needs are not satisfied.

It is remarkable that this is a major
difference from Maslow.

Needs of achievement, affiliation and
power are studied by Mc Clellond with a
particular relevance for the organizational
behaviour. These theories also called "trials of
work motivation” are focusing on the way
motivation appears. In this way, there are
elaborated two important theories of
motivation based on process: the theory of
expectations and the theory of equality.

The main idea which underline the
expectations theory is the sureness that
motivation is determined by the results that
people are expecting after their actions at
work.

The central components are: the results, the
instrumentality, the valency, the expectation,
the power.

The theory of equality is a procedural
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motivatia. Sunt elaborate astfel doua teorii
importante ale motivatiei bazate pe proces :
teoria asteptarilor si teoria echitatii.

Ideea de baza care strabate teoria
asteptdrilor este convingerea cd motivatia
este determinata de rezultatele pe care
oamenii le asteapta ca urmare a actiunilor lor
la locul de munca. Componentele de baza
sunt: rezultatele, instrumentalitatea, valenta,
asteptarea, forta.

Teoria echitatii este o teorie
procesuala care afirma ca motivatia isi are
sursa in compararea eforturilor pe care
cineva le face intr-un anumit post si a
recompenselor pe care le obfine, cu eforturile
si recompensele altei persoane sau grup.
Dincolo de aceste nevoi ce trebuie satisfacute
si care se ierarhizeaza in mod diferit de la o
persoand la alta un rol important in cariera
unei persoane il are si mediul profesional,
schimbarile care survin in campul muncii
datorate mai multor elemente: reducerea
resurselor,  cunoasterea, schimbari in
credintele sociale, politice si economice,
obiceiuri, educatia.

Cariera influenteaza
aspecte ale vietii unei persoane :
* cati bani va castiga ;

« ce haine va purta ;

« ce beneficii va avea in urma slujbei ;

* pentru ce organizatie / companie va lucra;
* oamenii cu care va intra in legatura ;

* ce munca va presta;

* unde va lucra ;

e cat timp va lucra ;

* ce responsabilitati va avea ;

* ce lucruri va invata ;

ece abilitati 1i trebuie ;

* ce interese personale i1 vor gasi expresia in
munca.

Orientarea  carierei ~ cu  toate
implicatiile a reprezentat punctul de interes al
cercetatorilor care au elaborat teorii legate de
identitatea ocupationala a individului. Teoria
ancorelor carierei stipuleaza ca pe masurd ce
persoana se cunoaste mai bine si capatd o
identitate ocupationald mai clard se formeaza
perceptia unui tipar distinct al talentelor,

mai multe

theory which asserts that motivation is based
on the comparison between the efforts that
someone is making in a certain job and the
rewards received and the efforts and rewards
of other person or group. Besides all this
needs that must be satisfied and which are
differently organized from a person to
another, an important role in a person's career
is owned by the proffesional environment, the
changes that appear in the work area and
which are determined by other elements: the
reduction of resources, the knowledge,
changes in social, political and economical
beliefes, habits, education.

Career influence several aspects of
human life:
-how much money will earn;
- what clothes will wear;
- what benefits will get from the job;
- what organization/company will work for
the people that he/she will get in touch;
- what work will provide;
- where he/she will work;
- how long he/she will work;
- what responsabilities he/she will have;
- what things he/she will learn;
- what skills he/she needs;

- what personal interest will find their
expression in work.
Career guidance with all the

implications was the focal point of the
researchers who developed theories regarding
the occupational identity of the individual.
The teory of anchors career states that as the
person get to know himself/herself better and
establish a clearer occupational identity, then
it is formed better the perception of a distinct
pattern of the goals, needs and own values.
The individual is centred on activities
such as: technical competence, managerial
competence, safety, autonomy and creativity.
Motivational theory takes into account the
needs and goals of individual at a cognitive
level. Vocational adaptation is the expression
of the process of motivation and adaptation of
the person who is seeking for compatible
roles and wants to refocus after some changes
or loss of a particular position. These
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scopurilor, nevoilor si valorilor proprii.
Individul este centrat pe munci de tipuri de
activitate cum ar fi : competenta tehnica /
functionala, competenta manageriala,
siguranta, autonomia si creativitatea.

Teoria motivationald are in vedere
nevoile si scopurile individului din punct de
vedere cognitiv. Adaptarea vocationala este
expresie a procesului de motivare si adaptare
a persoanei care cautda roluri sa fie
compatibile cu ele si sa se reorienteze dupa
unele schimbari sau pierderea unei pozitii
anume. Aceste roluri vocationale pot fi
executate 1n diferite arii ale societatii (munca,
familie, comunitate, vacantd). Rolurile prin
munca sunt importante deoarece celelalte pot
fi realizate dacd o persoana 1si castiga
existenta prin
munca. (http://referate.rol.ro/download-
referate/marketing/Dezvoltarea_carierei.doc)

Rolul omului in societate este sa
munceasca sa-si aduca contributia la evolutia
societatii. Pentru a patrunde intr-un anumit
grup sau organizatie, pentru a avea un anumit
rol, statut, educatia este esentiald in acest
sens. Metodele de alegere a carierei sunt
astfel dependente de ceea ce a invatat
individul sa faca si cum sa faca si de cat de
mult o carierda de succes este importanta
pentru el. (Lefter Victor, Manolescu Aurel,

1995, Managementul resurselor umane,
Editura Didacticd Si Pedagogicd R. A.,
Bucuresti)

Existd doua metode de alegere, una
traditionala si una moderna in care
componentele care sunt luate in considerare
sunt aceleasi dar intr-0 ordine putin inversata.
SLUJBA CARIERA VIATA
VIATA CARIERA SLUJBA

Din perspectiva sistemului de valori
oamenii se orienteazd diferit 1n cariera.
Tipurile de personalitate luate Tn considerare
sunt: conventional, artistic, realist, social,
intreprinzator, investigativ. Nici o persoana
nu reprezinta doar un tip de personalitate ci o
combinatie de doud poate trei tipuri de
personalitate.

Satisfactia 1n astfel

munca este

vocational roles can be executed in different
areas of the society {work, family,
community, holiday}. Labor roles are
important because the others can be achieved
if a person makes his living by work.
{http://papers.rol.ro/download
papers/marketing/Development of career.doc}

Human role in society is to work, to
bring his contribution to society. In order to
reach in a particular group or organization, to
have a role or a status, education is essential.
So, the methods of choosing a career are
dependent on what the individual had learnt to
do, how to do and how important is for him a
successful career. {Lefter Victor, Manolescu
Aurel, 1995, The Management of Human
Resources, Pedagogic and  Didactics
Publisher, R.A., Bucharest} There are two
methods of choice, one traditional and one
modern in which the components taken into
consideration are the same, but in a order a
little reversed: work, career, life life, career,
work

From the perspective of values, people
are orienting differently in career. Types of
personality that are taken into account:
conventional, artistic, realistic,  social,
enterprising, investigative. A person has two
or even three types of personality, not just
one.

Thereby, job satisfaction is depending
on a lot of personal characteristics with
special implications. There is a wide variety
of factors which contribute to satisfaction, but
which imply, in the same time, enormous
consequences in case of professional failure
in your career/life.

A successful career is conditioned on
the involvment of the organization's
management through the human resources
department in the planning of the career, in
the counseling of the individual. It is desirable
that the initiation of the new employees to be
made by a mentor whitin the organization, a
person who is responsible and who knows
how things work in corporation and who will
help them integrate and cope with potential
problems. In any organization, managers face

Annals of the ,,Constantin Brancusi” University of Targu Jiu, Education Sciences Series, Issue 1/2016

42


http://papers.rol.ro/download

Analele Universititii “Constantin Brincusi” din Targu Jiu, Seria Stiinte ale Educatiei, Nr. 1/2016

dependentd de o multime de caracteristici
personale cu implicatii deosebite. Factorii
care contribuie la satisfactie sunt diversi, dar
in acelasi timp §i cu consecinte enorme in caz
de insatisfactie profesionala. Satisfactia este
un aspect important al vietii deoarece
contribuie la perceperea reusitei sau
nereusitei in cariera/viata.

O cariera de succes este conditionatd
si de implicarea conducerii organizatiei prin
departamentul de resurse umane in
planificarea carierei, consilierea individului.
Este de dorit ca initierea proaspetilor angajati
sd fie facutd de un mentor din cadrul
organizatiei, 0  persoand care  este
responsabila §i care cunoaste mersul
lucrurilor in corporatie i1 va ajuta sa se
integreze si sa faca fatd eventualelor
probleme.

In orice organizatie managerii se
confruntd cu o serie de probleme privind
dezvoltarea carierelor angajatilor:
* managementul angajatilor la
carierei ;

» managementul muncitorilor mai in varsta ;
* managementul  problemelor munca /
familie.

Planificarea fiecarei cariere este o
altd responsabilitate a managementului si
inseamnd a dezvolta si implementa programe
care trebuie sd fie compatibile cu specificul
afacerii, cu structura organizatiei s$i cu
aspiratiile angajatilor.

O planificare reusita a carierei
rezulta din conjugarea eforturilor
angajatului, superiorului sau direct §i ale
conducerii  organizatiei:  angajatul  se
autoevalueaza §i isi planifica propria
cariera,superiorul direct ofera sprijin si
incurajari iar organizatia asigurd resursele
si cadrul de dezvoltare.
(http://www.referat.ro/)

Nu trebuie sa confunzi cariera ta cu
viafa ta — Dave Barry

mijlocul

numerous issues concerning the development
of employees careers. -management of
employees in the mid-career -management of
older employees -management of work/family
problems.

Each career planning is another
management responsability and it means to
develop and implement programs that must be
compatible with the specific of business, the
organization's structure and the employees
aspirations. A successful career plannig
results from the mixture of employees's
efforts, the ones of his direct supervisor and
the manager of the organization.

The employee makes a self-evaluation
and plans his career, the direct supervisor
provides support and encouragement and the
organization provides the resources and the
area for development. {http://www.paper.ro/}
You must not confound your career with your
own life. -Dave Barry
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