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INTRODUCTION

In the contemporary society, human resources are considered to be the key factor,
the vital resource within organisations. Practically, it can be said that competitive advantage
is strictly influenced by the human resources working in an organisation.

Human resources are characterized by uniqueness, as each individual has its own
development pace. Management decisions related to human resources are among the most
difficult, and some of them refer to investments in their sustainable development.

When referring to human resources investments, two concepts can be considered
as being of particular importance: coaching and mentoring. Coaching and mentoring are
two particularly valuable tools for developing human resources potential. They work with
typical methods that include a set of well-defined tools that have a common goal: the
personal and professional development of human resources so that the organisations in
which they work can achieve their objectives.

Given the importance of these two activities, we can speak of a real global industry,
an industry that is growing year by year, especially in the current context where economic
markets are undergoing marked changes caused by various factors: SARS-CoV-2
pandemic, disruption of global supply chains, economic recession, inflationary trends and,
last but not least, armed conflicts.

Performance in these areas can only be achieved if there is a united global vision.
This has been the basis for the emergence and development of global organisations

working in these areas, which are constantly expanding to share their experience.

SYNTHETIC PRESENTATION OF THE DOCTORAL THESIS

Mentoring is not a new concept. Informally, this relationship has always existed in
organisations. However, the notion began to gain popularity in the mid-1970s - when it was
seen as just another training means. In the 1980s, the concept evolved significantly and
came to be seen as a vehicle for the transmission of knowledge within organisations from
one generation to another. Thus, mentoring came to be seen as a process-oriented
relationship, initially seen as a product-oriented model. More specifically, it has evolved from
the idea of knowledge transfer to a process involving knowledge acquisition, knowledge

application and critical reflection [1].
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Olivero, G., Bane, K. D. and Kopelman, R. E., in a study conducted at Barruch
College found that training programs increase productivity by 22%. When complemented
by coaching programs, productivity increases up to 88% [2].

Within organisations, human resources are being hired, promoted or moved from
one position to another all the time. Within organisations, human resources need
development as part of a growing career path. Human resources see training programmes
as one of the most effective ways of acquiring new skills and tools for working in
organisations. These training programmes are just one way of filing gaps in the
development process. Acquiring, developing and retaining good quality human resources
are recognised by organisations as competitive advantages. Thus, coaching has developed
as a powerful discipline through which organizations act to build and retain human
resources [3].

In the following analysis, the conceptual model highlighted in Figure 3.1 was taken

AUTHORIZATION

PERFORMANCE

ASSOCIATION
CERTIFICATION

Figure 3.1. Conceptual model for the research conducted in European countries
Source: author’s contribution

as a starting point.

The following study aims to point out the extent to which certain elements directly
influence the perceived performance level of coaches and mentors, but also indirectly
influence client satisfaction. Antecedent conditions included: regulation need, licensing and
affiliation of coaches and mentors to an expert body or accredited body, education level,
certification level and the affiliation to an organisation or association. It is considered that
the manner in which these antecedent conditions influence the perceived performance
level, which is closely related to client satisfaction, can be tested.

A questionnaire was used to collect the data. Only questionnaires whose
respondents have at least 5 years of practice and who spend more than half of their working
time carrying out typical activities or studying the field in question were considered.

Results were calibrated by correlating the Likert scale values with scores set in the
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fuzzy array range from 0 to 1 (Table 3.1), according to the QCA methodology.

Table 3.1. Likert scale calibration with values belonging to the fuzzy array

Expressed as fuzzy array

Likert scale correspondent

1

Total agreement

0.75 Agreement
0.5 Neither agreement nor disagreement
0.25 Disagreement

0 Total disagreement

Source: author’s contribution

Antecedent conditions (Reg, Aut, Edu, Cert, Aso), (Perf) outcome and (Rez) variable
were subsequently defined:

= Reg - regulation need,

= Aut —authorisation and affiliation of coaches to a body of experts or accredited body,

= Edu - education level,

= Cert — certification level,

= Aso — affiliation to a professional organisation or association,

= Perf — performance

= Rez - to highlight the calculation result of the antecedent conditions’ fuzzy arrays
value in the conceptual model by the relation: Rez = fuzzyand (Reg, Aut, Edu, Cert,

Aso). The fuzzyand function returns the minimum of the analysed variables.

Results’ analysis

In order to bridge the gap between the quantitative and qualitative analyses [97], the
Qualitative Comparative Analyses (QCA) method was used as a research methodology.
Specifically, data were extracted from the questionnaire and then processed using the

fsQCA software solution.

Results’ analysis for Germany

In the case of the study conducted on the coaching and mentoring market in
Germany, out of the 100 distributed questionnaires, after selecting those whose
respondents have at least 5 years of experience in coaching and mentoring and who
allocate at least 50% of their working time to these activities, 15 questionnaires were

validated for research.
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Analysing all the results obtained on the German market, it can be said that the
conducted study has definitely not achieved its objective. On the one hand, the low
consistency scores perhaps reveal that the research omitted elements that also contribute
significantly to the perceived performance level of coaches and mentors. From this point of
view, the study is a good one, opening new research horizons in the idea that other
antecedent conditions should be identified. On the other hand, the low coverage scores
reveal two possible issues: either the surveyed sample is not representative or the
respondents' opinions are relatively evenly divided. Given that not all 100 questionnaires
were analysed, but a rigorous selection was made on the basis of two factors: experience
in the field and time spent on research and study, it is considered that a biased sampling is
unlikely. However, in order to obtain a reliable result, the study should be repeated but in a

different environment.

Results’ analysis for the UK

The sample selected for the analysis consisted of 100 people, according to the
working methodology. Also, in order to increase the accuracy of the obtained result, only
those questionnaires whose respondents have at least 5 years of practice and who spend
more than half of their working time in coaching or mentoring activities were considered for
analysis. In the end, 18 questionnaires were validated for processing.

Comparing the results obtained in this case with those obtained in the German
market analysis, it can be seen that the coverage results are much better. At the same time,
the coverage scores are better in some cases, but in others they are weaker, with relatively
minor fluctuations. In conclusion, it can be stated that the factors identified through the
causal conditions are defining for the development of the coaching and mentoring market
in England. In view of the results obtained it can be stated that the sample analysed has

been properly calibrated, so no further analysis is required.

Results’ analysis for Italy

In the case of Italy, a similar analysis to the previous ones was undertaken in order
to draw a conclusion on the characteristics of the coaching and mentoring market. In this
case too, in order to increase the study’s accuracy, only those questionnaires whose
respondents have at least 5 years of practice and who spend more than half of their working
time carrying out coaching or mentoring activities were considered for analysis. Finally, 32

questionnaires were validated for processing.
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Analysing the data obtained on the Italian HR market, it can be seen that this market
has its own peculiarities. The resulting consistencies for the single influences of each
antecedent condition individually are in the range between 0.62 and 0.82, while the result
for coverage is in the range between 0.64 and 0.82. The lowest coverage of 0.28 was
obtained in the cumulative causality test, but in the context where the best consistency
score was obtained.

The only conclusion that can be drawn from this situation is that in addition to the
identified causality factors there are other factors that have a significant impact on the

performance influence.

Results’ analysis for the Netherlands

Out of the total of 100 obtained questionnaires, only those whose respondents have
at least 5 years of practice and who spend more than half of their working time carrying out
activities or studying the field in question were taken into account, according to the
previously established working methodology. In the end, 38 questionnaires were validated
for research.

In the case of the study performed by interviewing people working in the HR market
in the Netherlands, a consensus has been observed. All hypotheses concerning the
influence of antecedent conditions Reg, Aut, Edu, Cert and Aso on the Perf outcome were
validated. Both consistency and coverage scores obtained are good. In the case of testing
the cumulative influence of antecedent conditions on the result, it is observed that the
obtained consistency result is the best, but it was still obtained on the background of a rather
poor coverage of only 31%. It is concluded that a coach or mentor operating in this market

is very likely to perform well if he or she emphasises the investigated aspects.

Preliminary conclusions and discussions

Table 3.6 summarises the data from the survey carried out using the fsQCA software
by interviewing respondents in Germany, England, Italy and the Netherlands. It should be
noted that the causal factors considered for the study were identified by observing the
overall activity in the studied countries. With regard to regulation, it was found that there are
cases where the coaching and mentoring professions are regulated and cases where they
are not. The establishment of coaching and mentoring providers as a body of experts was
envisaged as beneficial since it would increase the quality of the offered services. Overall,

education plays an important role. It was intended to test the influence of education, given
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that in all the studied countries, management university education institutions run coaching
and mentoring programmes or are involved to a large extent in research. Certification was
considered as a criterion, as there is a strong emphasis on this aspect. All prestigious
organisations offer certifications at various levels to their members in order to make it easier
to highlight their training level. Membership of a professional association is another
identified advantage, as it opens up new horizons for members, provides access to new

development opportunities and to a wider portfolio of clients.

Table 3.6. Summary of the data resulting from the QCA study

Germany UK Italy The Netherlands

Consistency | Coverage | Consistency | Coverage | Consistency | Coverage |Consistency| Coverage
Rez 0.8888 0.2285 1.0000 0.2727 0.8400 0.2800 0.8500 0.3177
Reg 0.5652 0.7714 0.9210 0.6363 0.6666 0.6400 0.7475 0.7196
Aut 0.6170 0.8285 0.8666 0.7090 0.6590 0.7733 0.8163 0.7476
Edu 0.6666 0.5714 0.9523 0.7272 0.7126 0.8266 0.7653 0.7009
Cert 0.5357 0.4285 0.8695 0.7272 0.6292 0.7466 0.7634 0.6635
Aso 0.5454 0.5142 0.8260 0.6909 0.6470 0.7333 0.7345 0.7757

Source: author’s contribution further to summarizing study data

In general, it can be seen that the consistency scores are at least satisfactory as
none of them are below the 50% threshold, which would be a critical threshold.

Looking at the results for the cumulative action of the antecedent conditions, the
best consistency score was obtained in England - 100%. Again, consistency scores are
above 80% which is very good. The problem arises in the case of the coverage scores
which are in the range 22.85% - 31.77%. It could be said that the respondents agree that
the analysed parameters are more than sufficient, but at the same time it would require the
identification of other causal factors that could influence the performance of coaches and
mentors.

Looking at the results relating to the individual action of each identified causal
condition, it may be seen that the results differ widely both from parameter to parameter
and from country to country. An earlier statement can now be reinforced - each market has
its own characteristics even in this field. It is possible to identify patterns that in some cases
perform and in others do not. It would be totally wrong to adapt an existing model in one
case to another economic context, beliving that the result will be the same. When
implementing such a strategy, it is advisable to take into account several factors and to

carry out an assessment of a possible expected impact.

-10-
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The obtained consistency and coverage scores are lowest in Germany and highest
in England. It is clear that if the same strategy were implemented in both countries the
results would be entirely different. And in the case of Italy and the Netherlands where
relatively identical scores were obtained, it would be a mistake to apply the same strategy
with the idea that similar results would be obtained. As highlighted above - the low coverage
scores in the cumulative influence test indicate that there are several factors that produce
more or less significant influences on the outcome that have not been identified.

It can be seen that consistency scores are higher when testing the singular effect of
antecedent conditions than when testing their cumulative effect. This indicates that some
good criteria were chosen for the grounding of the study. At the same time, respondents
are of the opinion that the effect of these antecedent conditions is significant.

The worst consistency scores have been obtained for the Reg (except for England),
Cert and Aso antecedent conditions. It can be seen that the trend is similar in all the studied
markets, although there are small differences. In the case of each country, with the
exception of the Netherlands, the best consistency score was obtained in the case of the
Edu test. The result was predictable because it is clear that without proper education,
performance cannot be achieved, especially now that there is an increasing emphasis on
the idea of continuous training of human resources.

The concept of setting up coaches and mentors in the form of a group of experts is
also popular with respondents, given that the impact of the Aut cause is also significant.
This is likely to point out a desire, but also a market’s failure to provide favourable

circumstances for such an organisation.

Study conducted to design the coaching and mentoring strategy in Romania

In the following, a study will be presented, whose end goal is the design of a
coaching and mentoring strategy adapted to the Romanian market. This study is closely
related to the previously presented studies that have been carried out on the German,
English, Italian and Dutch markets, as it incorporates elements identified on the above-
mentioned markets.

In the research, a questionnaire consisting of three sections was used to collect data
and was addressed to the following samples: beneficiaries of coaching and mentoring
services, providers of coaching and mentoring services and creators/designers of coaching
and mentoring strategies. This measure was used because the questionnaire was
disseminated online to organisations in Romania whose activity is coaching and mentoring.

They are staffed by people who may fall into one, several or all of the above categories.

-11-
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The questionnaire was designed in Google Forms.

252 people responded to the questionnaire. Respondents were given the
opportunity to answer all sets of questions and there was a possibility that they could fit into
more than one respondent category. A total of 384 data sets were obtained, divided as

follows: 161 from beneficiaries, 161 from providers, 62 from creators/designers.

Analysis of data collected from coaching and mentoring providers

In this case we will work with five causal conditions and one outcome:

= Reg —need to regulate the profession of coach or mentor;

= Aut — authorisation or establishment of coaches and mentors as a body of experts;

= Edu - training level of coaches and mentors;

= Cert — certification level of coaches and mentors;

= Aso — affiliation of coaches and mentors to relevant organisations;

= Perf —the overall influence of the above factors on performance;

= Rez - the variable that highlights the calculation outcome of the fuzzy array values
of the antecedent causes by the relation Rez = fuzzyand (Reg, Auto, Edu, Cert,
Aso).

It should be noted that this function calculates the minimum of the causal variables’
values.

In order to be able to determine further directions for strategy development in the
questionnaire, an open question was used, in which respondents could offer alternative
solutions for increasing project performance. Among the elements that might affect the
performance of coaches and mentors are: experience with performance management,
intensive practice with a direct effect on the gained experience, increased involvement in
the aspect of continuous training, volunteering, i.e. willingness to help, professional
experience in other fields and related credentials gained, exchange of experience with other
mentors, character and personality. In this case, most opinions referred to experience and
practice.

As it appears from the current circumstances that digitisation has become a key
concept when discussing the day-to-day running of the business, respondents were asked
for their opinion on the need to develop IT solutions allowing easy remote contact between
providers and beneficiaries. In this case, 64% of respondents agree that this is beneficial,
28% are undecided and 8% of respondents strongly agree. It is easy to see that the adopted

solution would contribute to increasing project performance.

-12-
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Out of the 76% of respondents who are affiliated to an organisation, 58% think that
this aspect has benefited them, 27% fully agree with this aspect, while 15% have a neutral
opinion.

One aspect highlighted previously by the analysis performed on the Romanian
human resources market refers to the crisis situation. In this case, 96% of respondents
believe that the Romanian HR market is undergoing a crisis.

The identified problems refer to: education unadapted to market requirements -
57%, training level - 17%, lack of professional interest - 17%, several factors among those
exposed in the question statement - 9%. In this case, respondents were given a choice
among several predefined options, but also had the opportunity to express their own
opinion. It was found that emigration, salary level, inability to advance in career, access to
social services, singularly, are not determinants of the crisis in the HR system.

Respondents were asked for their opinion on a solution to mitigate crisis’ effects.
83% think that educational programmes’ adaptation to labour market requirements is
required, while 17% think that organisational talent management policies should be
developed. Reintegration and resettlement of migrants through the development of specific
programmes, as well as the import of foreign labour, are not seen as solutions to improve

the situation or to overcome the HR crisis.

Analysis of data collected from beneficiaries of coaching and mentoring services

When respondents were asked whether mentoring is beneficial for career guidance,
71% entirely agreed and 29% agreed.

When asked whether the guidance of a coach is beneficial for good development at
the workplace, 61% of respondents entirely agreed, 32% agreed, while 7% were neutral in
this case.

Analysing the two aspects mentioned above, it can be seen that mentors have a
greater impact on the future of human resources compared to people who provide coaching
services. Regarding the benefits of mentoring a coach, we notice that there are also neutral
people in this respect. This can be seen as a negative aspect. In this case, the coach’s
inadequate training or the beneficiary’s lack of interest might have had an impact.

50% of respondents agree that the development of IT solutions to facilitate contact
between beneficiaries and providers is beneficial, 32% of people are neutral on this aspect
and 18% agree entirely. In this case, the trend towards digitisation is maintained in relation

to the current work context.

-13-
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A proportion of 79% of the surveyed people say they work in the field in which they
studied, while 21% work in another field. The responses in this case reveal a rather serious
aspect: almost one fifth of human resources do not work according to their qualifications. It
is clear that a mentoring strategy needs to be put in place for people who are still in their
student years to help them access a qualification that is suited to their own personality and
abilities.

As regards the opinion on the possibility of a labour market crisis, 93% of people
believe that it exists, while 7% believe that the labour market is not undergoing a crisis. As
previously identified, the human resources crisis in Romania is obvious and is felt among
the population.

The crisis situation in the HR market is influenced by: education unadapted to market
requirements - 56%, employees’ training level - 22%, lack of professional interest - 19%,
current pandemic context - 3%.

77% of respondents believe that in order to overcome this crisis, education
programmes must be adapted to market requirements, 20% of respondents believe that a
solution is the proper management for talent development within organisations and 3%
believe that the reintegration and relocation of migrants through appropriate policies is
necessary.

In view of the two issues analysed above, we believe that, in the absence of major
changes in state policies to increase education performance, and in the absence of private
organisations to co-invest in human resources, we see that the only solution is to develop

an appropriate coaching and mentoring strategy.

Analysis of data collected from designers of coaching and mentoring strategies

This category of respondents is one to which special attention should be paid, as it
includes people with a wealth of experience in the field, most of whom are in management
positions. The designers of coaching and mentoring strategies are primarily from
organisations that are mainly active in manufacturing and services. At the same time, a
significant proportion come from organisations in the sector.

At this stage, the QCA analysis was carried out on two more relevant issues: the
extent to which the training level and the certification level influence the perceived
performance level of coaches and mentors was tested.

A Likert-type scale was used to analyse the data. The results were subsequently

calibrated by correlating them with values within the fuzzy array from 0 to 1.

-14-
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As stated above, in this case we will work with two antecedent conditions and one
outcome:
= Edu - training level of coaches and mentors;
= Cert — certification level of coaches and mentors;
= Perf —the overall influence of the above factors on performance;
= Rez - the variable that highlights the calculation outcome of the fuzzy array values
of the antecedent causes by the relation Rez = fuzzyand (Reg, Auto, Edu, Cert,

Aso). It should be noted that this function calculates the minimum of the causal

variables.

From the strategy designers’ perspective, the development of IT platforms is
necessary to increase the performance of coaching and mentoring processes (72% agree
and 11% strongly agree). After processing the results, it was found that 17% of respondents
were neutral on this issue.

Among the factors that may influence the performance of the coaching and
mentoring strategy, we found that respondents identified: the need for coaching and
mentoring to be an integral part of the education process, increased promotion and
volunteering.

In unison, all respondents were of the opinion that the labour market is undergoing
a crisis. Factors that have caused this crisis and lead to its perpetuation include: education
unadapted to labour market requirements (68%), training level (19%), lack of professional
interest (13%). In order to mitigate the labour shortage crisis, education levels (82%)
promotion of organisational policies for talent management (18%) are required.

Designing a coaching and mentoring strategy for sustainable human resource

development

The use of the QCA method [97] for analysing the collected data provides a degree
of confidence in the results of the study, and this method is complementary to economic
statistics tools [167].

At this level a conclusion can be drawn to define some direction of orientation. It was
decided to summarize the obtained results by processing the data collected from providers
in Table 5.1.

Table 5.1. Summary of results following the analysis of the provider’s sample

Variable Consistency Coverage
Rez 0.98 0.75
Reg 0.89 0.88

-15-
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Abstract

Variable Consistency Coverage
Aut 0.84 0.97
Edu 0.78 0.99
Cert 0.85 0.89
Aso 0.94 0.89

Source: author’s contribution

It can be seen that all the obtained scores are favourable. This aspect was easily
foreseeable, as the testing of the variables on external markets also had a positive result.
Internally, given the crisis situation on the labour market, also accentuated by the current
pandemic elements, priorities need to be set in order to have a quick implementation result.

Hereunder the data collected from the processing the questionnaires answered by the
strategy developers/designers will be analysed. The data have been summarized in Table
5.2.

Table 5.2. Summary of results following the analysis of the creators’/designers’ sample

Variable Consistency Coverage
Rez 0.98 0.91
Edu 0.89 0.96
Cert 0.98 0.95

Source: author’s contribution

In this case, it can be seen that higher scores were obtained for both consistency
and coverage. It would be inappropriate to build a strategy based on only two pillars. The
principle of diversity is envisaged: the more directions or ideas on which the strategy can
be built, the greater the opportunities for development and the greater the chances of
success. It is considered that the two sets of results should be combined, with the mention
that the values obtained from the analysis of the creators’/designers’ sample should take
precedence due to the high level of experience. Thus, it was possible to summarize the
combined results in Table 5.3.

Table 5.3. Combined summary of results

Variable Consistency Coverage
Reg 0.89 0.88
Aut 0.84 0.97
Edu 0.89 0.96

-16-
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Variable Consistency Coverage
Cert 0.98 0.95
Aso 0.94 0.89

Source: author’s contribution

Whereas the complete results’ overview is now defined, priorities for the
development of the coaching and mentoring strategy in Romania can be set according to
the impact.

As a first step, criteria for certification of the coaching or mentoring profession should
be developed. Previously, sufficient models present in more developed countries have been
pointed out so that certain principles can be imported without limiting this action.

The second phase is closely related to the first. The two can be achieved more or
less simultaneously, in the sense that there must be entities whose business is certification.
It is therefore necessary to develop a framework to facilitate the growth of the number of
entities such as associations, foundations, etc. working in this field. At the moment, two
main entities have been identified that also offer certification: EMCC Romania and ICF
Romania. Diversification of the certification offer will certainly produce beneficial results in
the future.

The third and fourth phases may be analysed simultaneously, given the possibility
of simultaneous implementation, but especially the fact that they have achieved identical
consistency scores. Although a lower coverage score was obtained in the case of the
regulatory analysis, it is considered that this strand should be prioritised over education,
due to the faster possibility of implementation. However, education remains the foundation
for the development of any activity, although the time horizon for achieving results is quite
long.

The fifth development direction concerns the licensing of the coaching and
mentoring professions. Subjectively analysing the importance of this aspect, it can be said
that it should be one of the main development pillars, as the authorisation processes within
a body of experts are rigorously designed. Thus, beneficiaries have the certainty of quality.
An objective analysis shows that in this case the lowest consistency score was obtained
and the coverage score, which is the highest, only confirms the trend resulting from the
survey. It is possible that this development criterion scored the lowest because to some
extent it can be replaced by certification.

As pointed out earlier in the design of the coaching and mentoring strategy,
measures can also be proposed to integrate coaching and mentoring elements into the
education process, to promote it appropriately and to establish a volunteering system. Given
that these measures were proposed by respondents, the impact on the strategy cannot be

quantified unless a new study is carried out that addresses these factors as well.
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Developing a strategy always implies the need for resources, the basic resource
being the budget. Ideally, a strategy should be developed based on all the pillars outlined
above, but this study does not address costs. Since the decision was made to design a
strategy that would cause major impacts, its adaptability to smaller budgets should also be
envisaged. For this reason, the impact of the factors studied but analysed in different narrow
combinations will be analysed below. Thus, the extent to which a limited number of factors
can lead to a favourable outcome can be determined. This analysis supports the situation
where, due to objective limitations, not all five proposed measures can be applied. It is well
known that each area or administrative territorial structure has its own specificities. There
are geographical areas or counties where certain measures can be developed on a larger
scale than others or not at all. To this end, the Subset/Superset Analysis function was used
on the results obtained from the survey of coaching and mentoring service providers.

Table 5.4. shows the results produced by aggregating all causal conditions, grouped
in pairs of four. It can be seen that the best result can be obtained by applying case 1 or
case 3. In both cases identical scores were obtained for both consistency and coverage.
The second option would be case 5, where a consistency of 0.97 was obtained. For cases
2 and 4 an identical consistency score was obtained, but the distinction is made according

to the higher coverage score, in which case 4 takes precedence.

Table 5.4. Results obtained following the cumulation of four antecedent conditions

Combined
Case Cumulation of variables Consistency Coverage
score
1 Reg*Aut*Edu*Cert 0.98 0.75 0.88
2 Reg*Aut*Cert*Aso 0.96 0.79 0.86
3 Reg*Edu*Cert*Aso 0.98 0.75 0.88
4 Aut*Edu*Cert*Aso 0.96 0.81 0.89
5 Reg*Aut*Edu*Aso 0.97 0.82 0.90

Source: author’s contribution

Table 5.5 analyses the results produced by cumulating antecedent conditions
grouped in pairs of three. Cases 8 and 9 have implementation priority, where both
consistency and coverage obtained identical scores. The second consistency score is
obtained by case 3. For this reason, it becomes the next highest priority. The next case to
be considered is case 5 and immediately case 1. For both cases, the consistency score is
identical, but the coverage score is the tie-breaker. Next comes case 10 with a consistency
score of 0.95, case 6 with identical consistency but lower coverage, and immediately cases

7 and 2, the latter two having identical consistency scores - 0.94. Finally, the case producing
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the lowest yield is case number 4, which obtained the lowest consistency score, namely
0.91.

Table 5.5. Results obtained following the cumulation of three antecedent conditions

Case | Cumulation of variables Consistency Coverage Combined
score
1 Reg*Aut*Cert 0.96 0.79 0.88
2 Reg*Edu*Cert 0.94 0.80 0.88
3 Reg*Cert*Aso 0.97 0.75 0.86
4 Aut*Edu*Cert 0.91 0.87 0.92
5 Aut*Cert*Aso 0.96 0.81 0.89
6 Edu*Cert*Aso 0.95 0.82 0.90
7 Reg*Aut*Edu 0.94 0.87 0.92
8 Reg*Aut*Aso 0.97 0.82 0.90
9 Reg*Edu*Aso 0.97 0.82 0.90
10 Aut*Edu*Aso 0.95 0.89 0.93

Source: author’s contribution

Table 5.6 illustrates the results of combining the causal factors in pairs of two. The
analysis of the results reveals that the most favourable case is number 7. Cases 9 and 4
obtained similar consistency scores - 0.95, but the separation is based on the coverage
score. Next, cases 10, 1 and 5 should be considered, for which the consistency score of
0.94 was obtained. Case 6 efficiency comes next, with a consistency score of 0.92, closely
followed by case 2. Finally, the worst cases are 3 and 8, which obtained the worst coverage

scores: 0.86 and 0.85 respectively.

Table 5.6. Results obtained following the cumulation of two antecedent conditions

Case | Cumulation of variables Consistency Coverage Combined
score
1 Reg*Cert 0.94 0.80 0.88
2 Aut*Cert 0.91 0.87 0.92
3 Edu*Cert 0.86 0.88 0.90
4 Cert*Aso 0.95 0.82 0.89
5 Reg*Aut 0.94 0.87 0.92
6 Reg*Edu 0.92 0.88 0.92
7 Reg*Aso 0.97 0.82 0.90
8 Aut*Edu 0.85 0.97 0.94
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Combined
Case | Cumulation of variables Consistency Coverage
score
9 Aut*Eso 0.95 0.89 0.93
10 Edu*Aso 0.94 0.89 0.93

Source: author’s contribution

As can be seen, a complex coaching and mentoring strategy was previously
designed. It is based on several development axes, but at the same time alternatives could

be developed that can be adapted in different environments.

Designing an IT platform to facilitate the contact between providers and beneficiaries

According to the study mentioned above, the successful implementation of a
coaching and mentoring strategy requires the development of an IT solution to connect
beneficiaries and providers remotely in order to facilitate the learning process. 72% of the
providers consider that this solution brings considerable benefits to the strategy, 68% of the
beneficiaries agree and 83% of the designers agree.

In the light of the obtained results, it was decided to design an IT platform through
which coaching and mentoring providers could directly contact beneficiaries. The platform
is called CMPD and is accessible at www.cmpd.ro. It can be accessed by anyone who
wants to find out more about coaching and mentoring, but also by those who want to take
part in programmes specifically tailored to their needs. From an investment point of view,
the development of the platform involved an expenditure of 3500 lei. The incurred
expenditure covers the design, the purchase of hosting space for one year and the purchase
of the name. Subsequently, platform maintenance involves annual costs of between 2000
and 3000 lei which relate to: content improvements, hosting space and name maintenance.

In the short term, the platform aims to immediately inform human resources about
the benefits of coaching and mentoring programmes and especially the changes that such
programmes can bring about professionally. Interested human resources can also find
solutions to their immediate problems at work by purchasing a subscription.

In the long term, the platform aims to support a community of coaches and mentors
on the one hand, but also of services beneficiaries on the other. The goal of the experience
exchange between the community members is the participants’ continuous development.

In order to support the platform's activity, human resources who wish to benefit from
qualified consultancy can opt for several investment plans. The first investment plan

concerns the purchase of a 2-hour session at a cost of 100 lei. The second plan involves
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an investment of 250 lei and includes the purchase of 3 sessions of 2 hours each. The third
plan involves an investment of 350 lei and includes the purchase of 5 sessions of 2 hours
each. For organisations, a tailored offer is required depending on the number of
beneficiaries and how sessions are organised: in groups or individually. Individuals who
make an annual investment of 1000 lei as well as beneficiaries who belong to organisations
that have accessed the platform's services are automatically included in the cmpd.ro
community where they can exchange information with other members.

Initially, the platform’s impact will be small, as it has been found that there is not
enough media coverage of the benefits of participating in coaching and mentoring
programmes. Platform services may be advertised in two directions. The first involves direct
contact with organisations interested in investing in their human resources. The second
direction involves a monthly investment of between 2000 and 3000 lei in online marketing.
Subsequently, platform is expected to have a significant impact at the thought that it will
contribute to the development of the coaching and mentoring industry, but could also trigger
the emergence of other initiatives with a similar purpose.

The desire is that the team of coaching and mentoring service providers operating
on the platform will be made up of people who have expertise in the field and who have the
capacity to pass on their knowledge: experienced coaches and mentors, active parts of
academia - PhD students, academics and researchers, people who want to contribute to
community development.

Project beneficiaries may include both individuals who want to improve their
professional performance and organisations which want to improve the professional
performance of their human resources.

Analysing the shortage of human resources identified above, the project should be
permanently ongoing.

Given that the aim is also to make a profit, intensive promotional activity is required,
the costs of which will be amortised over time. As identified above, profitable businesses
based on similar initiatives exist abroad.

As coaching and mentoring in Romania need to develop, it is considered that the
CMPD platform can be implemented in the design of the coaching and mentoring strategy
outlined above. Collaboration with other entities working in this field can also be developed
in order to increase the visibility of coaching and mentoring on a national level, but also to

improve working processes.
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The sections that can be accessed on the platform are: about CMPD, activities,
resources, members, contact. A brief description of the concept is provided in the "About
CMPD" section. The "Activities" section brings to the visitors' attention the results of the
research carried out by the team so far. General information on coaching and mentoring
can be found in the "Resources" section. The "Members" section is reserved for people who
want to benefit from coaching and mentoring services. Through this section, beneficiaries
can purchase subscriptions and can be put in direct audio-video contact with a provider.

The "Contact" section facilitates the connection between visitors and the platform team.

Quantitative statistical analysis using SPSS software

Quantitative analysis can be used to describe the behaviour of a population in
relation to a problem. Through the quantitative analysis statistical methods a representative
sample can be analysed and then the measured results can be extended, thus defining the
entire studied population [170].

The SPSS software solution was used to perform this analysis. It has been used
since 1986 and today it is widely used in marketing, because along with other similar
applications it works with a complete package of statistical functions [171].

In this case statistical tests were performed using the following methods: ANOVA,
Chi-Square test, regression, Pearson R and Spearman. The aim was to test several
hypotheses to reveal the correlation between the respondent's opinion, according to
hierarchical level, and the antecedent conditions previously used in the QCA analysis, which
influence the perceived level of performance. It should be noted that SPSS analysis was
only used for the sample of coaching and mentoring providers. The analysis was unsuitable
within the beneficiaries’ sample because most of the respondents are performers and the
obtained results would have been uniform. Also, following the same reasoning, the sample
of strategy designers could not be analysed because most of the respondents are
managers. In the two excluded cases the values of the independent variable (respondent
profile) are strongly concentrated on either the execution or management area. Therefore,
a quantitative analysis whose results could be extrapolated to the entire sample mass was
not substantiated.

Even in the case of the sample of coaching and mentoring providers, in the first
phase, out of the total of 161 respondents, 91% were managers and 9% executives. In
order to be able to analyse the data using SPSS, a new questionnaire was circulated only
to respondents with a performer profile. This resulted in an additional 73 data sets. In the

end, 147 datasets provided by managers and 87 provided by performers were available for

-22-



Abstract
Popa Daniel. The impact of building coaching and mentoring strategies on the human resources sustainable development

analysis. With a relatively balanced sample in terms of respondent profile, quantitative

analysis was started using SPSS, the conceptual model is highlighted in Figure 5.1.

Regulation of coach or mentor profession
influences their performance

mentors as a group of experts influences their
performance

e

Affiliation, namely establishing coaches and }

Respondent’s
profile their performance

,
Coaches’ or mentor's training level influences }
.

' ~
| Coaches’ or mentor’s certification level

influences their performance

., ~

-
Coaches’ or mentor’s affiliation to a profile
association or organization influences their
performance

A

4

Figure 5. 1. Conceptual model in the case of SPSS analysis

Source: author’s contribution

In the previous approach, the created hypotheses were tested using different
functions of the SPSS statistical analysis software. As observed, for the same hypotheses,
the results are not always uniform enough to define a trend. Moreover, sometimes the
results obtained when testing the same hypothesis are even opposite. From this
perspective, it is necessary to define two directions to follow: either hypotheses need to be
tested with other functions in order to create a concrete opinion, or the observer needs to
change his interpretation to a more profound one that also takes into account how one result
influences another, trends, etc.

In conclusion, in order to make a more accurate statement of the situation, the
results obtained have been centralised in Table 5.37. This makes it easier to see the

variation in indicators for each hypothesis.

Table 5.7. Summary of results obtained following the use of SPSS functions

Indicator Hypothesis 1 Hypothesis 2 | Hypothesis 3 Hypothesis 4 | Hypothesis 5
Asymptotic
Chi-Square 0.061 0.002 0 0 0
Significance
Pearson 7.367 14.763 35.734 27.255 27.041
Chi-Square
Pearson R 0.127 -0.098 -0.346 0.044 0.31
Spearman 0.136 -0.056 -0.306 0.001 0.315
R 0.127 0.098 0.346 0.044 0.310
R? 0.016 0.01 0.12 0.002 0.096
ANOVA
asymptotic 0.053 0.137 0 0.507 0
significance
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Indicator Hypothesis 1 Hypothesis 2 | Hypothesis 3 Hypothesis 4 | Hypothesis 5
Asymptotic
regression 0 0 0 0.507 0
significance
Conclusion Validation to a Regl_.nres Validation to a Not to be | Validation to a
very small additional .
. small extent validated small extent
extent testing

Source: author’s contribution

As can be seen, Hypothesis 1 is validated to a very small extent. The Chi-Square
test results are outside the permissible limits, but not by much. Once the testing is
deepened, a recovery is observed, so it can be considered that the decision made in the
case of this hypothesis is well substantiated.

Hypothesis 2 raises some interpretation problems. The results are contradictory. It
starts with a Chi-Square test that returns favourable results, then it goes to the Pearson-
Spearman test that returns unfavourable results, and then it goes to regression analysis,
where contradictory results are obtained. It is precisely the regression analysis that
enhances the idea of volatility. Therefore, the only solution is to make additional tests to find
a majority.

The next hypothesis, the third, is validated to a small extent, with results slightly
above those obtained in Hypothesis 1. The results of the Chi-Square test improved, as did
those of the Pearson-Spearman test as well as those carried out to establish the regression
equation.

Next is an unvalidated hypothesis - Hypothesis 4. It starts with a test that returns
favourable results - Chi-Square, but the next test - Pearson-Spearman - returns invalidating
results, and the trend is preserved by the regression test that invalidates the hypothesis as
well. The last hypothesis, Hypothesis 5 is validated to a small extent, a similar case to
Hypothesis 3, with almost identical results. The Chi-Square test gives perfect validation
results, while the Pearson-Spearman test returns weak validation results. In the first part of
the regression test the validation is not confirmed, but in the end the results become

concrete with respect to validation.

Final conclusions and personal contributions

The objective of the thesis was to design a coaching and mentoring strategy with
the aim of achieving sustainable human resources development that would contribute to
improving competitiveness of the Romanian labour market. This objective has been
achieved through theoretical research and scientific research that involves the approach of

a specific methodology.
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The personal contribution from a theoretical point of view is that a material was
achieved by studying several bibliographical resources presenting essential information in
the addressed field. Moreover, a unified vision has been drawn up based on the ideas
presented by several researchers. An attempt was made to compress a large volume of
information that was accumulated over a significant time period. This was done in order to
give more space to scientific research, which defines the work’s value and imprints novelty.
Without going back over the theoretical aspects presented in the first part of the thesis, the
scientific nature of the work will be discussed below.

Scientific research, through the methodology specific to each field, is the core of a
doctoral thesis. The approach to this aspect provides important clues to the author's ability
to collect, manipulate and process data. From a certain perspective, it can be considered
that it is not the importance of the data collected that is paramount, but the processing
methods used, and above all, how they are interpreted.

To begin with, the fact that an initial study was made, which was minimal but defining
in order to create an opinion on the coaching and mentoring market in European countries
with some tradition in the field, should be envisaged. Subsequently, a documentation was
carried out to substantiate the human resources crisis in Romania, which is visible at any
level of the Romanian economy.

The scientific approach to the subject continued with the drafting of a questionnaire
in order to collect working data. The aim was to highlight existing development patterns in
the studied markets. Due to the existing limitations, but also due to the rigorous calibration
of the samples, with a low volume of available working data, the QCA analysis method was
used, which reduced the gaps between qualitative and quantitative, a method that is
suitable for processing a low volume of input data.

In order to maintain the idea of research unity and continuity, the same method was
used to formulate the strategy for the development of coaching and mentoring in Romania.
Specifically, data were also collected through a questionnaire. The differences, however,
are worth mentioning: the questionnaire was much more elaborate, a more detailed
sampling of respondents was carried out, and a significantly larger volume of data was
collected. The methodological approach to data processing is the same - the same fsQCA
software was used, only in this case a larger number of job functions was applied, as
evidenced by the restricted combination of antecedent conditions and the measurement of
their effects on outcome.

Referring to the methodology, in the end it was felt that the thesis would not have
been complete without also conducting a quantitative survey. As the data initially collected

on the Romanian market did not meet the requirements for the application of quantitative
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analysis methods, a new questionnaire was circulated to increase the target sample for
analysis. Subsequently, functions specific to quantitative statistical analysis, available in the
SPSS software, could be applied.

To close the discussion on the methodological approach, it is considered that the
interpretation of the data using the two software solutions - fSQCA and SPSS - is relevant,
which fits into the working methodology. However, it is obvious that only the practical
implementation of the proposal made by this thesis and the measurement of the results can
fully validate the presented reasoning.

If previously the thesis completeness was brought into the discussion, it is necessary
to continue the discussion in this direction, which is why the idea of creating an information
platform - CMPD.ro - emerged. This is intended to ensure an easier connection between
providers and beneficiaries. Taking into account the present circumstances, but also the
development trends, it can be said that the project is sustainable in the context of rapid
digitisation, but also in the context of the current pandemic caused by the SARS-CoV-2
virus and other similar situations.

The originality of the thesis lies in the fact it presents a study that results in a model
designed following the research on development trends present in mature European
coaching and mentoring markets. Initially, various factors influencing the quality of coaching
and mentoring services were identified, and then, based on the opinions of stakeholders in
the concerned field, a main strategy and alternative options were designed. The research
was completed by applying the qualitative comparative research method (QCA) with the
help of fsSQCA software and by applying typical quantitative statistical analysis procedures
with the help of SPSS software.

The obtained results can be useful at the macro level, the study aiming to design a
strategy that can be implemented at national level in order to become a driver for the
development of the coaching and mentoring industry, with the aim of sustainable human
resource development.

At the same time, the obtained results have enabled the outlining of an ideal portrait
of the coaching and mentoring service provider, with the possibility that the study could be
the development basis for the career of coaches and mentors, through the directions it offers
to increase the performance of services.

Respondent’s opinions are representative, as they are active in the field of coaching
and mentoring and therefore have expertise in the field of the study.

In the end, it can be stated that the elaborated thesis has achieved its objective.
Through the performed research, a coaching and mentoring strategy and ancillary variants

have been elaborated, which are designed based on a limited number of development
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directions. The impact on human resources resulting from the elaboration of these
strategies is very clear: the development of the coaching and mentoring industry produces

direct effects on human resources ensuring their sustainable development.

Managerial implications

Whether treated as an educational discipline or as a science, human resources
management theoretically implies the same functions, concepts, objectives and principles.
However, depending on economic development and organisational culture, it differs from
country to country and from organisation to organisation.

Certainly, the quality of human resources has been, is and will be one of the most
important issues organisations worldwide are facing. Coaches and mentors can have an
immeasurable influence on human resources so that they perform much better in their work.
To achieve this goal, coaches and mentors need to prove that they have the high-quality
skills enabling them to pass on knowledge to their beneficiaries. In addition to theoretical
and practical knowledge, providers must also possess communication skills as well as skills
related to the field in which their clients work.

This paper also supports managers in organisations to familiarise them with
coaching and mentoring issues. The product is also a marketing tool to promote the benefits
of implementing coaching and mentoring programmes in organisations. At the same time,
the work can also be an effective guide to choosing a coach or mentor that resonates with
the human resources in the organisation.

At the macro level, the paper can become part of a possible master plan that aims
to increase human resources competitiveness through their continuous development

following the integration of coaching and mentoring programmes.

Research limits and further research directions

It can easily be assumed that like other subjects, the one analysed in this thesis is
subject to change over time due to development trends. Countries’ economies are
constantly developing, and so are coaching and mentoring. Therefore, their constant
attuning to the national, regional and global economic context becomes necessary. Human
resources’ requirements are constantly changing, so it is again obvious that the results
obtained in this study need to be adapted at certain periods of time. In conclusion, in the
case of the proposed strategy’s implementation, a monitoring programme must be ensured

in order to quantify the results and define future development directions.

-27-



Abstract
Popa Daniel. The impact of building coaching and mentoring strategies on the human resources sustainable development

From a technical point of view, the study has limitations because it was difficult to
identify representative samples, which were quantitatively limited. The small number of
respondents is to some extent related to the lack of interest of the target group to which the
questionnaire was disseminated. Another impediment was the fact that at national level it
was difficult to identify entities active in the field of coaching and mentoring, as few such
organisations are active on the market.

As far as further research directions are concerned, several aspects need to be
considered. If reference is made to the identification of the sample of beneficiaries, it was
constituted with the help of providers and strategy designers, by circulating the
questionnaire to their own clients or collaborators. A more extensive survey may be
considered as required, which should be sent directly to the organisations whose human
resources have benefited from the coaching and mentoring programmes in order to
eliminate possible biases. In this case, there is a possibility to retransmit the questionnaires
to parties who are easily influenced or who resonate in terms of opinion with the concerned

providers.

-28-



Abstract
Popa Daniel. The impact of building coaching and mentoring strategies on the human resources sustainable development

BIBLIOGRAPHY

[1]. Zachary, L. J., 2005. Creating a mentoring culture. The Organization’s Guide. San
Francisco: Jossey-Bass A Wiley Imprint.

[2]. Olivero, G., Bane, K. D. si Kopelman, R.E., 1997. Executive Coaching as a Transfer of
Training Tool: Effects on Productivity in a Public Agency. Public Personnel Management.
26 (4). pp.461-469

[3]. Homan, M. si Miller, L. J., 2008.Coaching in organizations. Best coaching practisces from
the Ken Blanchard Companies. New Jersey: John Wiley & Sons Inc

[4]. Badescu, A., Mirci, C., Bogre., G., 2008. Managementul resurselor umane: manualul
profesionistului. Timisoara: Brumar, 2008

[5]. Lukacs, E., 2006. Managementul resurselor umane: Procurare, motivare, evaluare. Galati:
Editura Fundatiei Universitare ,Dunarea de Jos”

[6]. Foris, T., 2016. Managementul resurselor umane. Brasov: Editura Universitatii
Transilvania din Brasov

[7]. Emerson, B., Loehr, A., 2008. A manager’s guide to coaching. Simple and Effective Ways
to Get the Best Out of Your Employees, New York: Amacom

[8]. MTD Training., 2013., Coaching and Mentoring., 1st Edition., [online] disponibil Ia:
https://bookboon.com/en/coaching-and-mentoring-ebook

[9]. Pask, R., Barrie, J., 2007. Mentoring-Coaching. A guide for education proffesionals.
Berkshire England: Open University Press

[10]. Megginson, D., Clutterbuck, D., Garvey, B., Stokes, P., Garrett-Harris, R., 2006.
Mentoring in Action. 2nd Edition. London and Philadelphia: Kogan Page

[11]. Cronin, N., 2020. [online] disponibil la: https://www.guider-ai.com/blog/what-is-a-mentor
[accesat la 23 ianuarie 2022]

[12]. Yeung, R., 2000. The things that really matter about Coaching People. Oxford: How To
Books Ltd.

[13]. Hernez-Broome, G., Boyce, L.A., 2011. Advancing Executive Coaching. Setting the
Course for Succesful Leadership Coaching. San Francisco: Jossey-Bass A Wiley Imprint

[14]. Reeves, D.B., Allison, E., 2010.Renewal Coaching Workbook, San Francisco: Jossey-
Bass Reveal Marketing Research. https://reveal.ro/. [accesat la 02 mai 2021]

[15]. Starr, J., 2003. The Coaching Manual. The definitive guide to the process, principles an

skill of personal coaching. Great Britain: PearsonEducation Limited.

-29-


https://bookboon.com/en/coaching-and-mentoring-ebook
https://www.guider-ai.com/blog/what-is-a-mentor
https://reveal.ro/

Abstract
Popa Daniel. The impact of building coaching and mentoring strategies on the human resources sustainable development

[16]. Fleming, I., Taylor, A. J. D., 1998. The coaching pocket book. United Kingdom:
Management Pocketbooks Ltd.

[17]. Stone, F., 2004. The mentoring advantage. Creating the next generation of leaders.
United States of America: Dearborn Trade Publishing.

[18]. Parsloe, E., si Leedham, M., 2009. Coaching and Mentoring - 2nd edition — Practical
conversations to improve learning. Londra si Philadelphia: Kogan Page

[19]. Association for Coaching., https://www.associationforcoaching.com. [accesat la 20
noiembrie 2019] [accesat la 04 ianuarie 2020]

[20]. Beck, U., 2008. Reframing Power in the Globalized World. London: Sage

[21]. European Mentoring and Coaching Council., a, https://www.emccouncil.org. [accesat la
01 martie 2020]

[22]. European Mentoring and Coaching Council., b, https://www.emccglobal.org. [accesat la
29 martie 2020]

[23]. European Mentoring and Coaching Council Romania., https://www.emccglobal.org/ro/
[accesat la 11 februarie 2022]

[24]. International Coach Federation., https://coachfederation.org. [accesat la 13 martie 2020]

[25]. Worldwide Association of Business Coaches., http://www.wabccoaches.com. [accesat
la 23 noiembrie 2019] [accesat la 04 ianuarie 2020]

[26]. Asia Pacific Alliance of Coaches., http://www.apacoaches.org. [accesat la 04 ianuarie
2020]

[27]. International Coach Federation Foundation., https://foundationoficf.org. [accesat la 15
martie 2020]

[28]. International Coach Federation., 2019. One ICF., Kentucky USA [online] disponibil |a:
https://coachfederation.org/app/uploads/2019/07/ICF_2018AnnualReport.pdf. [accesat la
17 martie 2020]

[29]. EMCC Conference., https://emccconference.org. [accesat la 29 februarie 2020]

[30]. The Global Code of Ethics., https://www.globalcodeofethics.org. [accesat la 01 martie
2020]

[31]. Boning, U., Fritschle, B., 2005. Coaching fir Business. Bonn: manager Seminare
Verlags GbmH Bundesministerium fir Familie, Senioren, Frauen und Jugend.
https://www.bmfsfj.de/. [accesat la 29 martie 2020]

[32]. Schmidt, T., 2003. Coaching. Eine empirische Studie zu Erfolgsfaktoren bei Einzel-
Coaching. Berlin: TECHNISCHE UNIVERSITAT, Fakultat V: Verkehrs- und Maschinen
systeme Institut fir Psychologie und Arbeitswissenschaft.

-30-


https://www.emccglobal.org/ro/

Abstract
Popa Daniel. The impact of building coaching and mentoring strategies on the human resources sustainable development

[33]. Kunzli, H., 2005. Wirksamkeitsforschung im  Fuhrungskrafte-Coaching.
Zusammenfassung der Zeitschrift Organisations beratung - Supervision - Coaching (OSC)
Ausgabe 03/2005, Jg. 12. pp.240

[34]. Jansen., A., Méathner., E., Bachmannm., T., 2004. Erfolgreiches Coaching. Wirkfaktoren
im Einzel-Coaching. Kroéning: Asanger

[35]. Passmore, J., Brown, H., Grief, S., Rauen, C., andthe European Coaching and
Mentoring Research Consortium., 2018a. Coaching in Germany (Coaching in
Deutschland). Henley-on-Thames: Henley Busines sSchool [online] disponibil
la:
https://www.researchgate.net/publication/330116757_Coaching_in_Germany_Coaching
_in_Deutschland. [accesat la 21 august 2019]

[36]. Roundtable der Coachingverbande (RTC)., https://www.roundtable-coaching.eu.
[accesat la 21 august 2019]

[37]. ICF Deutschland eV (ICF-D).,https://www.coachfederation.de/. [accesat la 31 august
2019]

[38]. Coaching Initiative., https://www.coachinginitiative.de. [accesat la 31 august 2019]

[39]. Coaching Tag., http://www.coachingtag.com/. [accesat la 31 august 2019]

[40]. Munich Business Coaching Institute (MBCI)., https://www.mbci.de. [accesat la 24 august
2019]

[41]. XING Coaches + Trainer., https://coaches.xing.com. [accesat la 21 august 2019]

[42]. Coaching Report., https://www.coaching-report.de/. [accesat la 26 august 2019]

[43]. Academy 4 Excellence., https://www.academy4excellence.de.[accesat la 24 august
2019]

[44]. Buro fir Coaching und Organisationsberatung., https://bco-koeln.de. [accesat la 28
august 2019]

[45]. Jdrgen., G., 2016 .Coaching Honorare Hart am Limit. In Training aktuell, 3/2016, pp. 6—
9.

[46]. Wolters Kluwer.,wolterskluwer-online.de [accesat la 28 august 2019]

[47]. Haufe Coaching., https://coaching.haufe.com. [ accesat la 28 august 2019]

[48]. Universitat Stuttgart., https://www.uni-stuttgart.de. [accesat la 17 martie 2020]

[49]. Mentor Stiftung., https://mentorstiftung.de. [accesat la 17 martie 2020]

[50]. Cross Mentoring Deutschland., https://www.crossmentoring-deutschland.de/. [accesat
la 17 martie 2020]

[51]. Deutschland stiftung Integration., https://www.deutschlandstiftung.net/. [accesat la 18
martie 2020]

-31-


https://www.roundtable-coaching.eu/
https://www.academy4excellence.de/

Abstract
Popa Daniel. The impact of building coaching and mentoring strategies on the human resources sustainable development

[52]. Deutsche Gesellschaft fur Mentoring., https://www.dg-mentoring.de/. [accesat la 18
martie 2020]

[53]. Mentor Lane., https://mentorlane.com. [accesat la 22 martie 2020]

[54]. Kate Ahlmann Stiftung., https://www.kaete-ahlmann-stiftung.de. [accesat la 29 martie
2020]

[55]. Grunderinnenzentrale eV., https://gruenderinnenzentrale.de/. [accesat la 29 martie
2020]

[56]. Proctor, B., 1986. Supervision: a co-operative exercise in accountability. In M. Marken
& M. Payne (eds), Enabling and ensuring. Leicester National Youth Bureauand Council
for Education and Training in Youth and CommunityWork

[57]. Hawkins, P., Shohet, R., 2006. Supervision in the helping professions (3rd ed.). New
York: Open University Press

[58]. Kadushin, A., 1976. Supervision in Social Work. New York: Columbia University Press

[59]. Hawkins, P., Smith, N., 2006.Coaching Mentoring and Organisational Consultancy.
Maidenhead: Open University Press

[60]. Passmore, J., Brown, H., Wall, T., Strokes, P., andthe European Coaching and
Mentoring Research Consortium., 2018d. The State of Play in Coaching in the United
Kingdom. Henley-on-Thames: Henley Business School [online] disponibil la:
https://www.researchgate.net/publication/330117342_The_State_of Play_in_Coaching i
n_the United_Kingdom. [accesat la 17 noiembrie 2019]

[61]. Henley Business School., https://www.henley.ac.uk/. [accesat la 30 noiembrie 2019]

[62]. Association of  Professional Executive @ Coaches and Supervisions.,
https://www.apecs.org. [accesat la 07 decembrie 2019]

[63]. Mentoring Britain Limited., http://www.mentoringbritain.com. [accesat la 29 martie 2020]

[64]. Mentorloop., https://mentorloop.com. [accesat la 29 martie 2020]

[65]. Mentorsme., http://www.mentorsme.co.uk. [accesat la 29 martie 2020]

[66]. UK Business Mentoring., https://www.ukbusinessmentoring.co.uk. [accesat 1a29 martie
2020]

[67]. Bloom., https://www.bloomuk.org/. [accesat la 29 martie 2020]

[68]. CFA Society United Kingdom., https://www.cfauk.org/. [accesat la 31 martie 2020]

[69]. Passmore, J., Brown, H., Giuffredi, G., Lombardo, D., and the European Coaching and
Mentoring ResearchConsortium., 2018b .Coaching in Italy (Coaching in Italia). Henley-on-
Thames: Henley Business School [online] disponibil la:
https://www.researchgate.net/publication/330116941_Coaching_in_Italy _Coaching_in_It
aly/link/5¢c2e4b77a6fdccd6b58f8953/download. [accesat la 31 octombrie 2019]

-32-



Abstract
Popa Daniel. The impact of building coaching and mentoring strategies on the human resources sustainable development

[70]. Giuffredi, G., 2016.L’'ondadel Coaching: Come favorire un' evoluzione con sapevole.
Padova: Piccin.

[71]. International Coach Federation Italy (ICF ltaly), https://www.coachfederation.it. [accesat
la 02 noiembrie 2019]

[72]. XVI Conferenza Nationale., https://www.conferenzaicf.it/ [accesat la 02 noiembrie 2019]

[73]. Associazione ltaliana Coach Professionisti (AICP).,
https://www.associazionecoach.com. [accesat la 02 noiembrie 2019]

[74]. Society for Coaching Psychology Italy (SCPI)., https://scpitaly.it. [accesat la 03
noiembrie 2019]

[75]. Univerista Europea di Roma. https://www.universitaeuropeadiroma.it. [accesat la 03
noiembrie 2019]

[76]. TPC Leadership.,https://tpcleadership.com [accesat la 07 noiembrie 2019]

[77]. SCOA The School of Coaching., https://schoolofcoaching.it. [accesat la 10 noiembrie
2019]

[78]. Scuola Italiana di Mentoring., https://www.scuolaitalianadimentoring.com. [accesat la 10
noiembrie 2019]

[79]. Mentors4u., https://www.mentors4u.com. [accesat la 29 martie 2020]

[80]. EHR ltalia., https://www.ehritaly.com/. [accesat la 29 martie 2020]

[81]. ME4CHANGE., https://me4change.eu. [accesat la 29 martie 2020]

[82]. StichtingRegistratie., https://www.stir.nu. [accesat la 08 decembrie 2019]

[83]. Passmore, J., Brown, H., Waringa, A., & the European Coaching and Mentoring
Research Consortium., 2018c. Coaching in the Netherlands. Henley-on-Thames: Henley
Business School.

[84]. ICM., https://www.icm.nl/. [accesat 27 decembrie 2019]

[85]. LVSC., https://www.lvsc.eu. [accesat la 27 decembrie 2019]

[86]. Pluform., https://www.pluform.com. [accesat la 04 ianuarie 2020]

[87]. eCoachPro., https://www.ecoachpro.nl/. [accesat la 04 ianuarie 2020]

[88]. European Center for Evidence-BasedMentoring., https://www.ecebmentoring.eu.
[accesat la 22 martie 2020]

[89]. Polish Professional Women in the Netherlands. https://polishprofessionalwomen.com/.
[accesat la 02 aprilie 2020]

[90]. Universiteit van Amsterdam., https://www.uva.nl. [accesat la 02 aprilie 2020]

[91]. Dutch Mentor Community., http://www.dutchmentorcommunity.nl/. [accesat la 05 aprilie
2020]

[92]. fuzzy set/ Qualitative Comparative Analysis.[online] disponibil la:

http://www.socsci.uci.edu/~cragin/fsQCA/index.shtml. [accesat la 02 aprilie 2021]

-33-


https://polishprofessionalwomen.com/
http://www.socsci.uci.edu/%7Ecragin/fsQCA/index.shtml

Abstract
Popa Daniel. The impact of building coaching and mentoring strategies on the human resources sustainable development

[93]. Zadeh, L. A., 1965. Fuzzy sets. Information and Control 8. 338-353

[94]. Dusa, A., 2014. Elemente de analiza comparativa. Bucuresti: Tritonic

[95]. Ragin, C., 2000. Fuzzy-set social science. Chicago: The University of Chicago Press

[96]. Zamfir, C., Vlasceanu L., 1998. Dictionarul de sociologie. Bucuresti: Babei

[97]. Rihoux, B., Ragin, C., 2009. Configurational comparative methods: Qualitative
Comparative Analysis (QCA) and related techniques.Thousand Oaks, California: Sage

[98]. Elliott, J., Holland, J., and Thomson, R., 2008. Longitudinal and Panel Studies. Edited
by Alasuutari, P., Bickman, L., and Brannen, J., The SAGE Handbook of Social Research
Methods (pp. 228-248), London: SAGE Publications.

[99]. Mason, W. M., and Wolfinger, N. H., 2001. International Encyclopedia of the Social &
Behavioral Sciences. Edited by Smelser, N.J. and Baltes, P.B., Cohort Analysis. pp. 2189-
2194. Oxford: Pergamon

[100]. Institutul National de Statistica., 2018. 2017 Anuarul Statistic al Roméaniei. Bucuresti

[101]. Institutul National de Statistica., 2021. 2020 Anuarul Statistic al Romaniei. Bucuresti

[102].Profit.ro., 2016a.[online] disponibil la: https://www.profit.ro/stiri/sova-prorector-ase-doar-
30-dintre-absolventi-aplica-la-locul-de-munca-ce-au-invatat-in-facultate-trebuie-
regandita-filozofia-de-predare-15295325. [accesat la 11 octombrie 2020]

[103].Eurostat, [online] disponibil la: https://ec.europa.eu/eurostat. [accesat la 11 octombrie
2020]

[104].Profit.ro., 2016b. [online] disponibil la: https://www.profit.ro/live/video-carmen-
dumitrache-telekom-romania-asteptarile-candidatilor-tineri-privind-salariul-pentru-
diverse-pozitii-sunt-din-zona-folclorului-urban-16078065. [accesat la 11 octombrie 2020]

[105].Profit.ro., 2017a. [online] disponibil la: https://www.profit.ro/stiri/leconomie/romania-
indicata-ca-o-destinatie-atractiva-pentru-piata-de-outsourcing-costuri-reduse-si-calitati-
lingvistice-ale-angaijatilor-17381479. [accesat la 11 octombrie 2020]

[1086]. Profit.ro., 2017b. [online] disponibil la: https://www.profit.ro/stiri/economie/2017-cel-mai-
bun-pe-piata-hr-din-ultimii-10-ani-recrutarea-a-crescut-cu-peste-40-deficit-de-personal-
in-toate-domeniile-17026403. [accesat la 11 octombrie 2020]

[107].Smartree, [online] disponibil la: https://www.smartree.com/articol/smartree-workforce-
index-2017-a-adus-o-crestere-de-12-a-numarului-de-angajari-si-de-11-a-bonusurilor-
medii-acordate-in-mediul-privat [accesat la 12 octombrie2020]

[108].Dinca, T., 2018.[online] disponibil la: https://www.profit.ro/stiri/economie/lipsa-de-
muncitori-romani-ridica-si-pentru-acest-an-numarul-strainilor-care-pot-fi-angajati-de-
antreprenori-guvernul-obligat-sa-dubleze-numarul-angajatorii-recruteaza-personal-din-
tari-exotice-18216177. [accesat la 12 octombrie 2020]

-34-


https://www.profit.ro/stiri/sova-prorector-ase-doar-30-dintre-absolventi-aplica-la-locul-de-munca-ce-au-invatat-in-facultate-trebuie-regandita-filozofia-de-predare-15295325
https://www.profit.ro/stiri/sova-prorector-ase-doar-30-dintre-absolventi-aplica-la-locul-de-munca-ce-au-invatat-in-facultate-trebuie-regandita-filozofia-de-predare-15295325
https://www.profit.ro/stiri/sova-prorector-ase-doar-30-dintre-absolventi-aplica-la-locul-de-munca-ce-au-invatat-in-facultate-trebuie-regandita-filozofia-de-predare-15295325
https://ec.europa.eu/eurostat
https://www.profit.ro/live/video-carmen-dumitrache-telekom-romania-asteptarile-candidatilor-tineri-privind-salariul-pentru-diverse-pozitii-sunt-din-zona-folclorului-urban-16078065
https://www.profit.ro/live/video-carmen-dumitrache-telekom-romania-asteptarile-candidatilor-tineri-privind-salariul-pentru-diverse-pozitii-sunt-din-zona-folclorului-urban-16078065
https://www.profit.ro/live/video-carmen-dumitrache-telekom-romania-asteptarile-candidatilor-tineri-privind-salariul-pentru-diverse-pozitii-sunt-din-zona-folclorului-urban-16078065
https://www.profit.ro/stiri/economie/romania-indicata-ca-o-destinatie-atractiva-pentru-piata-de-outsourcing-costuri-reduse-si-calitati-lingvistice-ale-angajatilor-17381479
https://www.profit.ro/stiri/economie/romania-indicata-ca-o-destinatie-atractiva-pentru-piata-de-outsourcing-costuri-reduse-si-calitati-lingvistice-ale-angajatilor-17381479
https://www.profit.ro/stiri/economie/romania-indicata-ca-o-destinatie-atractiva-pentru-piata-de-outsourcing-costuri-reduse-si-calitati-lingvistice-ale-angajatilor-17381479
https://www.profit.ro/stiri/economie/2017-cel-mai-bun-pe-piata-hr-din-ultimii-10-ani-recrutarea-a-crescut-cu-peste-40-deficit-de-personal-in-toate-domeniile-17026403
https://www.profit.ro/stiri/economie/2017-cel-mai-bun-pe-piata-hr-din-ultimii-10-ani-recrutarea-a-crescut-cu-peste-40-deficit-de-personal-in-toate-domeniile-17026403
https://www.profit.ro/stiri/economie/2017-cel-mai-bun-pe-piata-hr-din-ultimii-10-ani-recrutarea-a-crescut-cu-peste-40-deficit-de-personal-in-toate-domeniile-17026403
https://www.smartree.com/articol/smartree-workforce-index-2017-a-adus-o-crestere-de-12-a-numarului-de-angajari-si-de-11-a-bonusurilor-medii-acordate-in-mediul-privat
https://www.smartree.com/articol/smartree-workforce-index-2017-a-adus-o-crestere-de-12-a-numarului-de-angajari-si-de-11-a-bonusurilor-medii-acordate-in-mediul-privat
https://www.smartree.com/articol/smartree-workforce-index-2017-a-adus-o-crestere-de-12-a-numarului-de-angajari-si-de-11-a-bonusurilor-medii-acordate-in-mediul-privat
https://www.profit.ro/stiri/economie/lipsa-de-muncitori-romani-ridica-si-pentru-acest-an-numarul-strainilor-care-pot-fi-angajati-de-antreprenori-guvernul-obligat-sa-dubleze-numarul-angajatorii-recruteaza-personal-din-tari-exotice-18216177
https://www.profit.ro/stiri/economie/lipsa-de-muncitori-romani-ridica-si-pentru-acest-an-numarul-strainilor-care-pot-fi-angajati-de-antreprenori-guvernul-obligat-sa-dubleze-numarul-angajatorii-recruteaza-personal-din-tari-exotice-18216177
https://www.profit.ro/stiri/economie/lipsa-de-muncitori-romani-ridica-si-pentru-acest-an-numarul-strainilor-care-pot-fi-angajati-de-antreprenori-guvernul-obligat-sa-dubleze-numarul-angajatorii-recruteaza-personal-din-tari-exotice-18216177
https://www.profit.ro/stiri/economie/lipsa-de-muncitori-romani-ridica-si-pentru-acest-an-numarul-strainilor-care-pot-fi-angajati-de-antreprenori-guvernul-obligat-sa-dubleze-numarul-angajatorii-recruteaza-personal-din-tari-exotice-18216177

Abstract
Popa Daniel. The impact of building coaching and mentoring strategies on the human resources sustainable development

[109].Profit.ro., 2018a. [online] disponibil la: https://www.profit.ro/stiri/economie/criza-de-pe-
piata-muncii-urca-piata-de-hr-pentru-ca-nu-mai-gasesc-specialisti-firmele-incep-si-sa-ii-
creasca-singure-18089809. [accesat la 12 octombrie 2020]

[110].l1ancu. L.; 2018. [online] disponibil la: https://www.profit.ro/taxe-si-consultanta/hotelierii-
reclama-cea-mare-criza-forta-munca-ultimii-28-ani-litoral-putin-inainte-inainte-inceperea-
sezonului-cameristele-cer-salarii-peste-500-euro-bucatarii-buni-peste-3-000-euro-
18070347. [accesat la 12 octombrie 2020]

[111].Profit.ro., 2018b. [online] disponibil la: https://www.profit.ro/perspective/investitorii-
straini-romania-nu-mai-este-competitiva-din-punctul-de-vedere-al-disponibilitatii-fortei-
de-munca-18467268. [accesat la 13 octombrie 2020]

[112].Panaite, A., 2018. [online] disponibil la: https://www.profit.ro/povesti-cu-
profit/financiar/piata-de-capital/2-companii-listate-la-bvb-reclama-probleme-majore-cu-
recrutarea-muncitorilor-una-dintre-ele-aproape-si-a-injumatatit-profitul-net-semestrial-
18353423. [accesat la 13 octombrie 2020]

[113].Up Romania., https://upromania.ro. [accesat la 06 iunie 2021]

[114].Profit.ro., 2020a. [online] disponibil la: https://www.profit.ro/stiri/economie/pandemia-a-
schimbat-modul-in-care-tinerii-se-raporteaza-la-cariera-se-angajeaza-mai-devreme-au-
asteptari-salariale-realiste-si-cauta-domenii-de-viitor-ce-salarii-vor-acum-19513346
[accesat la 13 octombrie 2020]

[115].Profit.ro., 2020b. [online] disponibil la: https://www.profit.ro/stiri/economie/joburile-care-
pot-fi-desfasurate-de-acasa-continua-sa-fie-vedeta-anului-pandemic-companiile-care-
atrag-candidati-19511063. [accesat la 13 octombrie 2020]

[116].Ungureanu, A, 2021.[online] disponibil la: https://www.wall-
street.ro/articol/Careers/268658/sorin-faur-la-conferinta-hr-2-0-in-timp-ce-unele-domenii-
au-trebuie-sa-se-restructureze-altele-au-fost-nevoite-sa-angajeze-masiv.htmil#gref.
[accesat la 04 mai 2021]

[117].Neagu, L., 2021a.[online] disponibil la: https://www.economica.net/producatorul-de-soft-
cognizant-softvision-vrea-sa-angajeze-200-de-ingineri-care-pot-lucra-de-oriunde-din-
romania_197225.html. [accesat la 01 mai 2021]

[118].Neagu, L., 2021b, [online] disponibil la: https://www.economica.net/gigantul-american-
verifone-care-a-cumparat-recent-2checkout-vrea-sa-angajeze-100-de-specialisti-it-la-
centrul-de-inovare-de-la-bucuresti_192490.html. [accesat la 01 mai 2021]

[119].Economica.net., 2020a. [online] disponibil la: https://www.economica.net/bolt-vrea-sa-
ajunga-la-o-echipa-de-circa-70-de-angajati-pe-zona-software-in-2021-in-

romania_191728.html. [accesat la 01 mai 2021]

-35-


https://www.profit.ro/stiri/economie/criza-de-pe-piata-muncii-urca-piata-de-hr-pentru-ca-nu-mai-gasesc-specialisti-firmele-incep-si-sa-ii-creasca-singure-18089809
https://www.profit.ro/stiri/economie/criza-de-pe-piata-muncii-urca-piata-de-hr-pentru-ca-nu-mai-gasesc-specialisti-firmele-incep-si-sa-ii-creasca-singure-18089809
https://www.profit.ro/stiri/economie/criza-de-pe-piata-muncii-urca-piata-de-hr-pentru-ca-nu-mai-gasesc-specialisti-firmele-incep-si-sa-ii-creasca-singure-18089809
https://www.profit.ro/taxe-si-consultanta/hotelierii-reclama-cea-mare-criza-forta-munca-ultimii-28-ani-litoral-putin-inainte-inainte-inceperea-sezonului-cameristele-cer-salarii-peste-500-euro-bucatarii-buni-peste-3-000-euro-18070347
https://www.profit.ro/taxe-si-consultanta/hotelierii-reclama-cea-mare-criza-forta-munca-ultimii-28-ani-litoral-putin-inainte-inainte-inceperea-sezonului-cameristele-cer-salarii-peste-500-euro-bucatarii-buni-peste-3-000-euro-18070347
https://www.profit.ro/taxe-si-consultanta/hotelierii-reclama-cea-mare-criza-forta-munca-ultimii-28-ani-litoral-putin-inainte-inainte-inceperea-sezonului-cameristele-cer-salarii-peste-500-euro-bucatarii-buni-peste-3-000-euro-18070347
https://www.profit.ro/taxe-si-consultanta/hotelierii-reclama-cea-mare-criza-forta-munca-ultimii-28-ani-litoral-putin-inainte-inainte-inceperea-sezonului-cameristele-cer-salarii-peste-500-euro-bucatarii-buni-peste-3-000-euro-18070347
https://www.profit.ro/perspective/investitorii-straini-romania-nu-mai-este-competitiva-din-punctul-de-vedere-al-disponibilitatii-fortei-de-munca-18467268
https://www.profit.ro/perspective/investitorii-straini-romania-nu-mai-este-competitiva-din-punctul-de-vedere-al-disponibilitatii-fortei-de-munca-18467268
https://www.profit.ro/perspective/investitorii-straini-romania-nu-mai-este-competitiva-din-punctul-de-vedere-al-disponibilitatii-fortei-de-munca-18467268
https://www.profit.ro/povesti-cu-profit/financiar/piata-de-capital/2-companii-listate-la-bvb-reclama-probleme-majore-cu-recrutarea-muncitorilor-una-dintre-ele-aproape-si-a-injumatatit-profitul-net-semestrial-18353423
https://www.profit.ro/povesti-cu-profit/financiar/piata-de-capital/2-companii-listate-la-bvb-reclama-probleme-majore-cu-recrutarea-muncitorilor-una-dintre-ele-aproape-si-a-injumatatit-profitul-net-semestrial-18353423
https://www.profit.ro/povesti-cu-profit/financiar/piata-de-capital/2-companii-listate-la-bvb-reclama-probleme-majore-cu-recrutarea-muncitorilor-una-dintre-ele-aproape-si-a-injumatatit-profitul-net-semestrial-18353423
https://www.profit.ro/povesti-cu-profit/financiar/piata-de-capital/2-companii-listate-la-bvb-reclama-probleme-majore-cu-recrutarea-muncitorilor-una-dintre-ele-aproape-si-a-injumatatit-profitul-net-semestrial-18353423
https://upromania.ro/
https://www.profit.ro/stiri/economie/pandemia-a-schimbat-modul-in-care-tinerii-se-raporteaza-la-cariera-se-angajeaza-mai-devreme-au-asteptari-salariale-realiste-si-cauta-domenii-de-viitor-ce-salarii-vor-acum-19513346
https://www.profit.ro/stiri/economie/pandemia-a-schimbat-modul-in-care-tinerii-se-raporteaza-la-cariera-se-angajeaza-mai-devreme-au-asteptari-salariale-realiste-si-cauta-domenii-de-viitor-ce-salarii-vor-acum-19513346
https://www.profit.ro/stiri/economie/pandemia-a-schimbat-modul-in-care-tinerii-se-raporteaza-la-cariera-se-angajeaza-mai-devreme-au-asteptari-salariale-realiste-si-cauta-domenii-de-viitor-ce-salarii-vor-acum-19513346
https://www.profit.ro/stiri/economie/joburile-care-pot-fi-desfasurate-de-acasa-continua-sa-fie-vedeta-anului-pandemic-companiile-care-atrag-candidati-19511063
https://www.profit.ro/stiri/economie/joburile-care-pot-fi-desfasurate-de-acasa-continua-sa-fie-vedeta-anului-pandemic-companiile-care-atrag-candidati-19511063
https://www.profit.ro/stiri/economie/joburile-care-pot-fi-desfasurate-de-acasa-continua-sa-fie-vedeta-anului-pandemic-companiile-care-atrag-candidati-19511063
https://www.wall-street.ro/articol/Careers/268658/sorin-faur-la-conferinta-hr-2-0-in-timp-ce-unele-domenii-au-trebuie-sa-se-restructureze-altele-au-fost-nevoite-sa-angajeze-masiv.html#gref
https://www.wall-street.ro/articol/Careers/268658/sorin-faur-la-conferinta-hr-2-0-in-timp-ce-unele-domenii-au-trebuie-sa-se-restructureze-altele-au-fost-nevoite-sa-angajeze-masiv.html#gref
https://www.wall-street.ro/articol/Careers/268658/sorin-faur-la-conferinta-hr-2-0-in-timp-ce-unele-domenii-au-trebuie-sa-se-restructureze-altele-au-fost-nevoite-sa-angajeze-masiv.html#gref
https://www.economica.net/producatorul-de-soft-cognizant-softvision-vrea-sa-angajeze-200-de-ingineri-care-pot-lucra-de-oriunde-din-romania_197225.html
https://www.economica.net/producatorul-de-soft-cognizant-softvision-vrea-sa-angajeze-200-de-ingineri-care-pot-lucra-de-oriunde-din-romania_197225.html
https://www.economica.net/producatorul-de-soft-cognizant-softvision-vrea-sa-angajeze-200-de-ingineri-care-pot-lucra-de-oriunde-din-romania_197225.html
https://www.economica.net/gigantul-american-verifone-care-a-cumparat-recent-2checkout-vrea-sa-angajeze-100-de-specialisti-it-la-centrul-de-inovare-de-la-bucuresti_192490.html
https://www.economica.net/gigantul-american-verifone-care-a-cumparat-recent-2checkout-vrea-sa-angajeze-100-de-specialisti-it-la-centrul-de-inovare-de-la-bucuresti_192490.html
https://www.economica.net/gigantul-american-verifone-care-a-cumparat-recent-2checkout-vrea-sa-angajeze-100-de-specialisti-it-la-centrul-de-inovare-de-la-bucuresti_192490.html
https://www.economica.net/bolt-vrea-sa-ajunga-la-o-echipa-de-circa-70-de-angajati-pe-zona-software-in-2021-in-romania_191728.html
https://www.economica.net/bolt-vrea-sa-ajunga-la-o-echipa-de-circa-70-de-angajati-pe-zona-software-in-2021-in-romania_191728.html
https://www.economica.net/bolt-vrea-sa-ajunga-la-o-echipa-de-circa-70-de-angajati-pe-zona-software-in-2021-in-romania_191728.html

Abstract
Popa Daniel. The impact of building coaching and mentoring strategies on the human resources sustainable development

[120].Economica.net., 2020b. [online] disponibil la: https://www.economica.net/cargus-vrea-
sa-angajeze-1-000-de-persoane_191666.html. [accesat la 01 mai 2021]

[121].Cornea, R., 2021a., [online] disponibil la: https://www.zf.ro/auto/antreprenori-locali-fan-
courier-recrutat-curierii-2020-randul-19962906. [accesat la 02 mai 2021]

[122].Juncu, R., 2021a. disponibil online la: https://www.wall-
street.ro/articol/Careers/270416/interviu-hr-kaufland-romania-numarul-de-aplicari-a-
crescut-cu-60-in-2020-fata-de-anul-anterior.html. [accesat la 04 mai 2021]

[123].Juncu, R., 2021b. disponibil online la: https://www.wall-
street.ro/articol/Careers/270587/pandemia-a-deschis-apetitul-pentru-freelenacer-piata-
recrutarii-de-freelanceri-din-romania-va-creste-cu-peste-40-in-2021.html [accesat la 04
mai 2021]

[124].Autoliv., https://careerromania.autoliv.com.[accesat la 04 mai 2021]

[125].Cotu, L., 2021. [online] disponibil la: https://www.zf.ro/companii/producatorul-german-
de-cablaje-kromberg-schubert-cauta-100-de-20038592. [accesat la 04 mai 2021]

[126].Profit.ro., 2020c. [online] disponibil la: https://www.profit.ro/perspective/cum-va-arata-
piata-muncii-si-ce-candidati-vor-cauta-angajatorii-dupa-pandemie-recrutorii-sunt-acum-
mai-exigenti-dar-specialistii-in-resurse-umane-se-asteapta-la-o-reluare-in-forta-a-
angajarilor-19387934. [accesat la 14 octombrie 2020]

[127].Profit.ro., 2020d. [online] disponibil la: https://www.profit.ro/stiri/feconomie/piata-
serviciilor-de-training-teambuilding-si-consultanta-in-resurse-umane-s-a-prabusit-
19326531. [accesat la 15 noiembrie 2020]

[128].Profit.ro., 2020e. [online] disponibil la: https://www.profit.ro/stiri/economie/noul-context-
economic-si-social-schimba-piata-numarul-de-joburi-remote-disponibile-s-a-triplat-
19307749. [accesat la 15 noiembrie 2020]

[129].Angajez 45+., https://www.angajez45plus.com/.[accesat la 28 aprilie 2021]

[130]. Deloitte., https://www2.deloitte.com [accesat la 28 aprilie 2021]

[131].Exact Business., https://www.exactbusiness.com/.[accesat la 28 aprilie 2021]

[132].Petcana, A.M.; 2016.[online] disponibil la: https://www.profit.ro/stiri/scabbio-manpower-
65-dintre-copiii-din-scoala-primara-vor-avea-joburi-necunoscute-astazi-1504 14 35.
[accesat la 15 noiembrie 2021]

[133].Nicut, M., 2021., [online] disponibil la: https://www.economica.net/nuclearelectrica-
incheie-parteneriate-cu-licee-si-universitati-pentru-angajarea-tinerilor_499910.html.
[accesat la 01 mai 2021]

[134].Stanciu, A., 2021a. [online] disponibil la: https://www.economica.net/s-a-deschis-primul-
hipermarket-fara-casieri-carrefour-a-deschis-la-sfantu-gheorghe-un-magazin-100-self-
check-out_499219.html. [accesat la 28 aprilie 2021]

-36-


https://www.economica.net/cargus-vrea-sa-angajeze-1-000-de-persoane_191666.html
https://www.economica.net/cargus-vrea-sa-angajeze-1-000-de-persoane_191666.html
https://www.zf.ro/auto/antreprenori-locali-fan-courier-recrutat-curierii-2020-randul-19962906
https://www.zf.ro/auto/antreprenori-locali-fan-courier-recrutat-curierii-2020-randul-19962906
https://www.wall-street.ro/articol/Careers/270416/interviu-hr-kaufland-romania-numarul-de-aplicari-a-crescut-cu-60-in-2020-fata-de-anul-anterior.html
https://www.wall-street.ro/articol/Careers/270416/interviu-hr-kaufland-romania-numarul-de-aplicari-a-crescut-cu-60-in-2020-fata-de-anul-anterior.html
https://www.wall-street.ro/articol/Careers/270416/interviu-hr-kaufland-romania-numarul-de-aplicari-a-crescut-cu-60-in-2020-fata-de-anul-anterior.html
https://www.wall-street.ro/articol/Careers/270587/pandemia-a-deschis-apetitul-pentru-freelenacer-piata-recrutarii-de-freelanceri-din-romania-va-creste-cu-peste-40-in-2021.html
https://www.wall-street.ro/articol/Careers/270587/pandemia-a-deschis-apetitul-pentru-freelenacer-piata-recrutarii-de-freelanceri-din-romania-va-creste-cu-peste-40-in-2021.html
https://www.wall-street.ro/articol/Careers/270587/pandemia-a-deschis-apetitul-pentru-freelenacer-piata-recrutarii-de-freelanceri-din-romania-va-creste-cu-peste-40-in-2021.html
https://www.zf.ro/companii/producatorul-german-de-cablaje-kromberg-schubert-cauta-100-de-20038592
https://www.zf.ro/companii/producatorul-german-de-cablaje-kromberg-schubert-cauta-100-de-20038592
https://www.profit.ro/perspective/cum-va-arata-piata-muncii-si-ce-candidati-vor-cauta-angajatorii-dupa-pandemie-recrutorii-sunt-acum-mai-exigenti-dar-specialistii-in-resurse-umane-se-asteapta-la-o-reluare-in-forta-a-angajarilor-19387934
https://www.profit.ro/perspective/cum-va-arata-piata-muncii-si-ce-candidati-vor-cauta-angajatorii-dupa-pandemie-recrutorii-sunt-acum-mai-exigenti-dar-specialistii-in-resurse-umane-se-asteapta-la-o-reluare-in-forta-a-angajarilor-19387934
https://www.profit.ro/perspective/cum-va-arata-piata-muncii-si-ce-candidati-vor-cauta-angajatorii-dupa-pandemie-recrutorii-sunt-acum-mai-exigenti-dar-specialistii-in-resurse-umane-se-asteapta-la-o-reluare-in-forta-a-angajarilor-19387934
https://www.profit.ro/perspective/cum-va-arata-piata-muncii-si-ce-candidati-vor-cauta-angajatorii-dupa-pandemie-recrutorii-sunt-acum-mai-exigenti-dar-specialistii-in-resurse-umane-se-asteapta-la-o-reluare-in-forta-a-angajarilor-19387934
https://www.profit.ro/stiri/economie/piata-serviciilor-de-training-teambuilding-si-consultanta-in-resurse-umane-s-a-prabusit-19326531
https://www.profit.ro/stiri/economie/piata-serviciilor-de-training-teambuilding-si-consultanta-in-resurse-umane-s-a-prabusit-19326531
https://www.profit.ro/stiri/economie/piata-serviciilor-de-training-teambuilding-si-consultanta-in-resurse-umane-s-a-prabusit-19326531
https://www.profit.ro/stiri/economie/noul-context-economic-si-social-schimba-piata-numarul-de-joburi-remote-disponibile-s-a-triplat-19307749
https://www.profit.ro/stiri/economie/noul-context-economic-si-social-schimba-piata-numarul-de-joburi-remote-disponibile-s-a-triplat-19307749
https://www.profit.ro/stiri/economie/noul-context-economic-si-social-schimba-piata-numarul-de-joburi-remote-disponibile-s-a-triplat-19307749
https://www.angajez45plus.com/
https://www2.deloitte.com/
https://www.exactbusiness.com/
https://www.profit.ro/stiri/scabbio-manpower-65-dintre-copiii-din-scoala-primara-vor-avea-joburi-necunoscute-astazi-15041435
https://www.profit.ro/stiri/scabbio-manpower-65-dintre-copiii-din-scoala-primara-vor-avea-joburi-necunoscute-astazi-15041435
https://www.economica.net/nuclearelectrica-incheie-parteneriate-cu-licee-si-universitati-pentru-angajarea-tinerilor_499910.html
https://www.economica.net/nuclearelectrica-incheie-parteneriate-cu-licee-si-universitati-pentru-angajarea-tinerilor_499910.html
https://www.economica.net/s-a-deschis-primul-hipermarket-fara-casieri-carrefour-a-deschis-la-sfantu-gheorghe-un-magazin-100-self-check-out_499219.html
https://www.economica.net/s-a-deschis-primul-hipermarket-fara-casieri-carrefour-a-deschis-la-sfantu-gheorghe-un-magazin-100-self-check-out_499219.html
https://www.economica.net/s-a-deschis-primul-hipermarket-fara-casieri-carrefour-a-deschis-la-sfantu-gheorghe-un-magazin-100-self-check-out_499219.html

Abstract
Popa Daniel. The impact of building coaching and mentoring strategies on the human resources sustainable development

[135].Stanciu, A., 2021b. [online] disponibil la: https://www.economica.net/magazine-
carrefour-fara-casier-angajati-carrefour-romania-self-check-out-supermarket-
hipermarket_501409.html[accesat la 28 aprilie 2021]

[136].Profit.ro., 2020f. [online] disponibil la: https://www.profit.ro/povesti-cu-profit/vecini/in-
polonia-robotii-inlocuiesc-oamenii-pe-masura-ce-salariul-minim-creste-19240536.
[accesat la noiembrie 2020]

[137].Edenred., https://www.edenred.ro. [accesat la 01 mai 2021]

[138].Uniqa., https://www.uniqga.ro/. [accesat la 01 mai 2021]

[139].Banca Transivania., https://www.bancatransilvania.ro/. [accesat la 01 mai 2021]

[140]. Tudorica, [, 2021.[online] disponibil la: https://www.economica.net/robot-arya-
hr_193587.html. [accesat la 01 mai 2021]

[141].Games for Business., https://gamesforbusiness.com. [accesat la 02 mai 2021]

[142].Romanian Software., https://romaniansoftware.ro. [accesat la 04 mai 2021]

[143].Total Soft., https://www.totalsoft.ro. [accesat la 04 mai 2021]

[144].CFir., https://cfir.ro/ [accesat la 28 aprilie 2021]

[145].PwC., https://www.pwc.ro. [accesat la 01 mai 2021]

[146].Genesis Property., https://www.genesisproperty.net. [accesat la 01 mai 2021]
[147].Cepareanu, A., 2021. [online] disponibil la https://www.zf.ro/zf-live/zf-live-delia-rotaru-
vp-people-organisation-emag-angajat-emag-alege-20038115. [accesat la 04 mai 2021]
[148].Bellu, C., 2021. [online] disponibil la:https://www.zf.ro/eveniment/videoconferinta-hr-

trends-2021-camelia-ardelean-director-hr-atos-20038527. [accesat la 04 mai 2021]

[149].Best Jobs, www.bestjobs.ro.[accesat la 01 mai 2021]

[150]. Eurofound, https://www.eurofound.europa.eu/ro [accesat la 01 mai 2021]

[151].Ernst & Young Romania, https://www.ey.com/ro_ro. [accesat la 01 mai 2021]

[152].Reveal Marketing Research, www.reveal.ro, [accesat la 08 iunie 2021]

[153].Microsoft Viva, https://www.microsoft.com/ro-ro/microsoft-viva. [accesat la 08 iunie
2021]

[154].Wall-Street, https://www.wall-street.ro. [accesat la 04 mai 2021]

[155].Agerpres, https://www.agerpres.ro.[accesat la 01 mai 2021]

[156].CTRL + N., https://www.ctrIn.ro [accesat la 01 mai 2021]

[157].Frames & Factory 4.0., https://framesmedia.ro/. [accesat la 02 mai 2021]

[158].Juncu, R., 2021c. disponibil online la: https://www.wall-
street.ro/articol/Careers/259894/primul-job-in-pandemie-tinerii-pierd-acele-soft-skill-pe-

care-sa-le-poata-lua-cu-ei-in-orice-job-s-ar-duce.html [accesat la 04 mai 2021]

-37-


https://www.economica.net/magazine-carrefour-fara-casier-angajati-carrefour-romania-self-check-out-supermarket-hipermarket_501409.html
https://www.economica.net/magazine-carrefour-fara-casier-angajati-carrefour-romania-self-check-out-supermarket-hipermarket_501409.html
https://www.economica.net/magazine-carrefour-fara-casier-angajati-carrefour-romania-self-check-out-supermarket-hipermarket_501409.html
https://www.profit.ro/povesti-cu-profit/vecini/in-polonia-robotii-inlocuiesc-oamenii-pe-masura-ce-salariul-minim-creste-19240536
https://www.profit.ro/povesti-cu-profit/vecini/in-polonia-robotii-inlocuiesc-oamenii-pe-masura-ce-salariul-minim-creste-19240536
https://www.edenred.ro/
https://www.uniqa.ro/
https://www.bancatransilvania.ro/
https://www.economica.net/robot-arya-hr_193587.html
https://www.economica.net/robot-arya-hr_193587.html
https://gamesforbusiness.com/
https://romaniansoftware.ro/
https://cfir.ro/
https://www.pwc.ro/
https://www.zf.ro/zf-live/zf-live-delia-rotaru-vp-people-organisation-emag-angajat-emag-alege-20038115
https://www.zf.ro/zf-live/zf-live-delia-rotaru-vp-people-organisation-emag-angajat-emag-alege-20038115
https://www.zf.ro/eveniment/videoconferinta-hr-trends-2021-camelia-ardelean-director-hr-atos-20038527
https://www.zf.ro/eveniment/videoconferinta-hr-trends-2021-camelia-ardelean-director-hr-atos-20038527
http://www.bestjobs.ro/
https://www.eurofound.europa.eu/ro
https://www.ey.com/ro_ro
http://www.reveal.ro/
https://www.microsoft.com/ro-ro/microsoft-viva
https://www.wall-street.ro/
https://www.agerpres.ro/
https://www.ctrln.ro/
https://framesmedia.ro/
https://www.wall-street.ro/articol/Careers/259894/primul-job-in-pandemie-tinerii-pierd-acele-soft-skill-pe-care-sa-le-poata-lua-cu-ei-in-orice-job-s-ar-duce.html
https://www.wall-street.ro/articol/Careers/259894/primul-job-in-pandemie-tinerii-pierd-acele-soft-skill-pe-care-sa-le-poata-lua-cu-ei-in-orice-job-s-ar-duce.html
https://www.wall-street.ro/articol/Careers/259894/primul-job-in-pandemie-tinerii-pierd-acele-soft-skill-pe-care-sa-le-poata-lua-cu-ei-in-orice-job-s-ar-duce.html

Abstract
Popa Daniel. The impact of building coaching and mentoring strategies on the human resources sustainable development

[159].Cornea, R., 2021b., [online] disponibil la: https://www.zf.ro/eveniment/ministrul-
educatiei-sorin-cimpeanu-sistemul-educatie-ar-trebui-aiba-20032367 [accesat la 04 mai
2021]

[160].ICF Romania., https://coachingfederation.ro. [accesat la 10 februarie 2022]

[161].Coaching Partners., https://www.coachingpartners.ro/ [accesat la 10 februarie 2022]

[162].John Maxwell Team., https://johnmaxwellteam.ro [accesat la 10 februarie 2022]

[163].Coaching Romania., https://www.coaching-romania.ro [accesat la 10 februarie 2022]

[164].ARC Pro., https://www.coaching-arc.ro [accesat la 11 februarie 2022]

[165].PWN Romania., https://pwnbucharest.net. [accesat la 11 februarie 2022]

[166].Business Mentors., https://businessmentors.ro/ [accesat la 11 februarie 2022]

[167].Aivaz, K., 2007. Statistica Economica. Editura Muntenia. ISBN 978-973-692-187-2. Pg
329

[168]. Guvernul Romaéniei, Ordonanta nr. 26 din 30 ianuarie 2000 cu privire la asociatii Si
fundatii, Monitorul Oficial nr. 39 din 31 ianuarie 2000.

[169].Extreme Training., https://www.traininguri.ro/wp-content/uploads/2018/02/standard-
ocupational-Specialist-in-activitatea-de-coaching-1.pdf [accesat la 19 februarie 2022]

[170].Pop, M. D., 2011. Cercetari de Marketing - Curs universitar. Cluj-Napoca

[171].Ansari, S., 2014. Big data Analytics. Introductionto Big Data Analytics: A Webinar
[online] disponibil la: https://www.youtube.com/watch?v=3SK9iJNYehg&t=8s. [accesat 12
August 2017]

[172].Alba Academie., https://www.alba-academie.nl/. [accesat la 04 ianuarie 2020]

[173].Asia Pacific Alliance of Coaches., 2020. APAC Voice. Vol. 5.1. |l January 2020. [online]
disponibil la: http://www.apacoaches.org/wp-content/uploads/2020/01/APAC-Voice-Jan-
2020-FINAL.pdf. [accesat la 29 februarie 2020]

[174].Benefit Online., [online] disponibil la: www.benefitonline.ro. [accesat la 13 octombrie
2020]

[175]. Institutul National de Statistica., 2016-2019.Bucuresti: Institutul National de Statistica

[176].Micu, A.E., Popa, D., 2019., Analysisand Impact of Coaching Strategies for the German
Labor Market. Ovidius University Annals. Economic Sciences Series. XIX (2). pp. 544-550.

-38-


https://www.zf.ro/eveniment/ministrul-educatiei-sorin-cimpeanu-sistemul-educatie-ar-trebui-aiba-20032367
https://www.zf.ro/eveniment/ministrul-educatiei-sorin-cimpeanu-sistemul-educatie-ar-trebui-aiba-20032367
https://coachingfederation.ro/
https://johnmaxwellteam.ro/
https://www.coaching-romania.ro/
https://www.coaching-arc.ro/
https://pwnbucharest.net/
https://businessmentors.ro/
https://www.traininguri.ro/wp-content/uploads/2018/02/standard-ocupational-Specialist-in-activitatea-de-coaching-1.pdf
https://www.traininguri.ro/wp-content/uploads/2018/02/standard-ocupational-Specialist-in-activitatea-de-coaching-1.pdf
https://www.alba-academie.nl/
http://www.benefitonline.ro/

Abstract
Popa Daniel. The impact of building coaching and mentoring strategies on the human resources sustainable development

List of papers

Drd. Popa Daniel

Articles presenting in extenso original scientific contributions, published in an ERIH+

indexed journal

1. Micu A-E., Popa D., 2021, Coaching and Mentoring Study Hypothesis testing with the
SPSS software, International Conference “Global Economy Under Crisis”, 10th Edition
December, 16th — 17th 2021, “Ovidius” University of Constanta, published in the “Ovidius”
University Annals, Economic Sciences Series, Volume XXI, Issue 2 /2021, pp. 830-835

https://stec.univ-ovidius.ro/images/2021-

2022/conferinte/Extended%20program%20GEUC%202021.pdf
https://stec.univ-ovidius.ro/html/anale/RO/2021-2/Section%204/36.pdf

https://econpapers.repec.org/scripts/search.pf?ft=Coaching+and+Mentoring+Study+Hypothe

sis+testing+with+the+SPSS+software

https://ideas.repec.org/a/ovi/oviste/vxxiy2021i2p830-835.html
https://doaj.org/article/14f50f4477a24a7da3f660ba18402532
2. Popa D., Micu A-E., 2021, Designing the Coaching and Mentoring Strategy in

Romania under the Pressure of the Pandemic Caused by SARS-Cov2 Virus,
International Conference “Present Issues of Global Economy”, 18th Edition, 1st — 3rd, July,
2021, published in the “Ovidius” University Annals, Economic Sciences, Economic
Sciences Series, Volume XXI, Issue 1 /2021, pp. 649-657
https://stec.univ-ovidius.ro/html/anale/R0O/2021/Section%204/27 .pdf
https://www.stec.univ-
ovidius.ro/images/2021/conferinta PIGE/PIGE%202021%20Program%20final.pdf
https://econpapers.repec.org/article/ovioviste/v_3axxi _3ay 3a2021 3ai 3al 3ap 3a649-
657.htm
https://ideas.repec.org/alovi/oviste/vxxiy2021i1p649-657.html
https://doaj.org/article/3ab21260a7dd4040a4a6349631d7cee”?

3. Micu A-E., Popa D., 2020, Coaching — A Necessary Tool for Human Resources
Development in Italy, International Conference “Global Economy Under Crisis”, 9th
Edition December, 10th — 12th 2020, “Ovidius” University of Constanta, published in the

-390-


https://stec.univ-ovidius.ro/images/2021-2022/conferinte/Extended%20program%20GEUC%202021.pdf
https://stec.univ-ovidius.ro/images/2021-2022/conferinte/Extended%20program%20GEUC%202021.pdf
https://stec.univ-ovidius.ro/html/anale/RO/2021-2/Section%204/36.pdf
https://econpapers.repec.org/scripts/search.pf?ft=Coaching+and+Mentoring+Study+Hypothesis+testing+with+the+SPSS+software
https://econpapers.repec.org/scripts/search.pf?ft=Coaching+and+Mentoring+Study+Hypothesis+testing+with+the+SPSS+software
https://ideas.repec.org/a/ovi/oviste/vxxiy2021i2p830-835.html
https://doaj.org/article/14f50f4477a24a7da3f660ba18402532
https://stec.univ-ovidius.ro/html/anale/RO/2021/Section%204/27.pdf
https://www.stec.univ-ovidius.ro/images/2021/conferinta_PIGE/PIGE%202021%20Program%20final.pdf
https://www.stec.univ-ovidius.ro/images/2021/conferinta_PIGE/PIGE%202021%20Program%20final.pdf
https://econpapers.repec.org/article/ovioviste/v_3axxi_3ay_3a2021_3ai_3a1_3ap_3a649-657.htm
https://econpapers.repec.org/article/ovioviste/v_3axxi_3ay_3a2021_3ai_3a1_3ap_3a649-657.htm
https://ideas.repec.org/a/ovi/oviste/vxxiy2021i1p649-657.html
https://doaj.org/article/3ab21260a7dd4040a4a6349631d7cee7

Abstract
Popa Daniel. The impact of building coaching and mentoring strategies on the human resources sustainable development

“Ovidius” University Annals, Economic Sciences Series Volume XX, Issue 2 /2020, pp.

724-732
https://stec.univ-ovidius.ro/html/anale/RO/wp-content/uploads/2021/03/Section%204/21.pdf
https://econpapers.repec.org/article/ovioviste/v_3axx 3ay 3a2020 3ai_3a2 3ap 3a724-
732.htm
https://doaj.org/article/692c44f364ee49ac87dc9365afa076fb
https://web.a.ebscohost.com/abstract?direct=true&profile=ehost&scope=site&authtype=craw
ler&jrnl=23933127&AN=149374788&h=riHkgNO1ZyfDaByMCFe4gmDCO0e6PIr3JcMvZQv%
2bor6VSTploGInXCHQAL g4fTpkOWPAGM%2fE6rmHCHCXGAK7180A%3d%3d&crl=c&resultN
s=AdminWebAuth&resultLocal=ErrCrINotAuth&crlhashurl=login.aspx%3fdirect%3dtrue%26p
rofile%3dehost%26scope%3dsite % 26authtype%3dcrawler%26jrnl%3d23933127 %26 AN %3
d149374788
https://ideas.repec.org/alovi/oviste/vxxy2020i2p724-732.html

4. Micu A-E., Popa D., 2020, Analysis and Impact of Coaching Strategies for the English
Labour Market, International Conference “Present Issue of Global Economy”, 17th
Edition, 25th — 27th June, 2020, published in the “Ovidius” University Annals, Economic
Sciences Series Volume XX, Issue 1 /2020, pp. 734-742

http://stec.univ-ovidius.ro/html/anale/RO/2020/Section%204/27 .pdf

http://stec.univ-ovidius.ro/html/anale/RO/ovidius-university-annals-economic-sciences-

series-volume-xx-issue-1/

https://ideas.repec.org/a/ovi/oviste/vxxy2020i1p734-742.html
https://doaj.org/article/a257b0d6d93c43aeb76278fac8cdedan

http://stec.univ-ovidius.ro/html/anale/RO/indexari-bdi/

5. Micu A-E., Popa D., 2019, Human Resources Shortage — Decisive Factor in
Substantiating the Personnel Attraction Strategy, International Conference, “Present
Issues of Global Economy”, 16th Edition, June, 13th — 15th, 2019, published in the
“Ovidius” University Annals Economic Sciences Series Volume XIX Issue 1, Year 2019,
pp. 465-471

http://stec.univ-ovidius.ro/html/anale/RO/wp-content/uploads/2019/08/18-1.pdf

http://stec.univ-ovidius.ro/html/anale/RO/indexari-bdi/

https://ideas.repec.org/a/ovi/oviste/vxixy2019i1p465-471.html
https://doaj.org/article/0a4b10549a584bfbaf6914b392702c8a
6. Micu, A. E., Popa, D., 2019, Analysis and Impact of Coaching Strategies for the

German Labour Market, International Conference “Global Economy Under Crisis”, 8th
Edition, 14th — 15th November, 2019, published in the “Ovidius” University Annals,
Economic Sciences Series, Volume XIX, Issue 2 /2019, pp. 544-550

-40-


https://stec.univ-ovidius.ro/html/anale/RO/wp-content/uploads/2021/03/Section%204/21.pdf
https://econpapers.repec.org/article/ovioviste/v_3axx_3ay_3a2020_3ai_3a2_3ap_3a724-732.htm
https://econpapers.repec.org/article/ovioviste/v_3axx_3ay_3a2020_3ai_3a2_3ap_3a724-732.htm
https://doaj.org/article/692c44f364ee49ac87dc9365afa076fb
https://web.a.ebscohost.com/abstract?direct=true&profile=ehost&scope=site&authtype=crawler&jrnl=23933127&AN=149374788&h=riHkgNO1ZyfDqByMCFe4qmDC0e6PIr3JcMvZQv%2bor6VSTploGlnXCHgLg4fTpk9wPAGM%2fE6rmHCHCXGdK7l8qA%3d%3d&crl=c&resultNs=AdminWebAuth&resultLocal=ErrCrlNotAuth&crlhashurl=login.aspx%3fdirect%3dtrue%26profile%3dehost%26scope%3dsite%26authtype%3dcrawler%26jrnl%3d23933127%26AN%3d149374788
https://web.a.ebscohost.com/abstract?direct=true&profile=ehost&scope=site&authtype=crawler&jrnl=23933127&AN=149374788&h=riHkgNO1ZyfDqByMCFe4qmDC0e6PIr3JcMvZQv%2bor6VSTploGlnXCHgLg4fTpk9wPAGM%2fE6rmHCHCXGdK7l8qA%3d%3d&crl=c&resultNs=AdminWebAuth&resultLocal=ErrCrlNotAuth&crlhashurl=login.aspx%3fdirect%3dtrue%26profile%3dehost%26scope%3dsite%26authtype%3dcrawler%26jrnl%3d23933127%26AN%3d149374788
https://web.a.ebscohost.com/abstract?direct=true&profile=ehost&scope=site&authtype=crawler&jrnl=23933127&AN=149374788&h=riHkgNO1ZyfDqByMCFe4qmDC0e6PIr3JcMvZQv%2bor6VSTploGlnXCHgLg4fTpk9wPAGM%2fE6rmHCHCXGdK7l8qA%3d%3d&crl=c&resultNs=AdminWebAuth&resultLocal=ErrCrlNotAuth&crlhashurl=login.aspx%3fdirect%3dtrue%26profile%3dehost%26scope%3dsite%26authtype%3dcrawler%26jrnl%3d23933127%26AN%3d149374788
https://web.a.ebscohost.com/abstract?direct=true&profile=ehost&scope=site&authtype=crawler&jrnl=23933127&AN=149374788&h=riHkgNO1ZyfDqByMCFe4qmDC0e6PIr3JcMvZQv%2bor6VSTploGlnXCHgLg4fTpk9wPAGM%2fE6rmHCHCXGdK7l8qA%3d%3d&crl=c&resultNs=AdminWebAuth&resultLocal=ErrCrlNotAuth&crlhashurl=login.aspx%3fdirect%3dtrue%26profile%3dehost%26scope%3dsite%26authtype%3dcrawler%26jrnl%3d23933127%26AN%3d149374788
https://web.a.ebscohost.com/abstract?direct=true&profile=ehost&scope=site&authtype=crawler&jrnl=23933127&AN=149374788&h=riHkgNO1ZyfDqByMCFe4qmDC0e6PIr3JcMvZQv%2bor6VSTploGlnXCHgLg4fTpk9wPAGM%2fE6rmHCHCXGdK7l8qA%3d%3d&crl=c&resultNs=AdminWebAuth&resultLocal=ErrCrlNotAuth&crlhashurl=login.aspx%3fdirect%3dtrue%26profile%3dehost%26scope%3dsite%26authtype%3dcrawler%26jrnl%3d23933127%26AN%3d149374788
https://web.a.ebscohost.com/abstract?direct=true&profile=ehost&scope=site&authtype=crawler&jrnl=23933127&AN=149374788&h=riHkgNO1ZyfDqByMCFe4qmDC0e6PIr3JcMvZQv%2bor6VSTploGlnXCHgLg4fTpk9wPAGM%2fE6rmHCHCXGdK7l8qA%3d%3d&crl=c&resultNs=AdminWebAuth&resultLocal=ErrCrlNotAuth&crlhashurl=login.aspx%3fdirect%3dtrue%26profile%3dehost%26scope%3dsite%26authtype%3dcrawler%26jrnl%3d23933127%26AN%3d149374788
https://ideas.repec.org/a/ovi/oviste/vxxy2020i2p724-732.html
http://stec.univ-ovidius.ro/html/anale/RO/2020/Section%204/27.pdf
http://stec.univ-ovidius.ro/html/anale/RO/ovidius-university-annals-economic-sciences-series-volume-xx-issue-1/
http://stec.univ-ovidius.ro/html/anale/RO/ovidius-university-annals-economic-sciences-series-volume-xx-issue-1/
https://ideas.repec.org/a/ovi/oviste/vxxy2020i1p734-742.html
https://doaj.org/article/a257b0d6d93c43aeb76278fac8cde4a1
http://stec.univ-ovidius.ro/html/anale/RO/indexari-bdi/
http://stec.univ-ovidius.ro/html/anale/RO/wp-content/uploads/2019/08/18-1.pdf
http://stec.univ-ovidius.ro/html/anale/RO/indexari-bdi/
https://ideas.repec.org/a/ovi/oviste/vxixy2019i1p465-471.html
https://doaj.org/article/0a4b10549a584bfbaf6914b392702c8a

Abstract
Popa Daniel. The impact of building coaching and mentoring strategies on the human resources sustainable development

http://stec.univ-ovidius.ro/html/anale/RO/wp-content/uploads/2020/02/Section%201V/24.pdf
http://stec.univ-ovidius.ro/html/anale/RO/indexari-bdi/

https://ideas.repec.org/a/ovi/oviste/vxixy2019i2p544-550.html
https://doaj.org/article/55dd4d84df2b4f88a6f1ab9416ca10a6
7. Micu A-E., Popa D., 2018, The Impact of Building Coaching and Mentoring Strategies

on the Human Resources Sustainable Development, International Conference, “Global
Economy Under Crisis”, 7th Edition, 28th — 29th November, 2018, published in the
“Ovidius” University Annals, Economic Sciences Series, Volume XVII Issue 2, Year 2018,
pp.497- 502, ISSN-L 2393-3119 ISSN 2393-3127
http://stec.univ-ovidius.ro/html/anale/RO/wp-content/uploads/2019/02/24-1.pdf

http://stec.univ-ovidius.ro/html/anale/RO/ovidius-university-annals-economic-sciences-

series-volume-xviii-issue-2/

http://stec.univ-ovidius.ro/html/anale/RO/indexari-bdi/

https://ideas.repec.org/a/ovi/oviste/vxviiiy2018i2p497-502.html
https://doaj.org/article/165de3ded19a42279800f40416d0b568

Articles presenting in extenso original scientific contributions, published in a journal

indexed by at least 2 of the renowned international databases

1. Micu A-E, Popa D., 2019, Qualities of Coachers and Mentors — Defining Elements for
Facilitating Performance, International Conference “Risk in Contemporary Economy”,
ISSN 2067-0532 ISSN-L 2344-5386, XXth Edition, 2019, Galati, Romania, 6-7 June 2019,
pp. 394-400, “Dunarea de Jos” University of Galati, Romania — Faculty of Economics and
Business Administration

http://www.rce.feaa.ugal.ro/images/stories/RCE2019/Micu_Popa.pdf

https://ideas.repec.org/a/ddj/fserec/y2019p394-400.html
https://econpapers.repec.org/article/ddjfserec/ly 3a2019 3ap 3a394-400.htm
https://doaj.org/article/f2e523cf6ae94c4a85402ec46cf4df39

Articles/studies presented during the international conferences organized

domestically or abroad

1. Popa D., 2021, Improving the Coaching and Mentoring Strategy Designed for
Romania in the Context of the Negative Evolution of the Pandemic Caused by the
SARS-COV2 Virus, International Conference “Risk in Contemporary Economy”, ISSN
2067-0532 ISSN-L 2344-5386, XXlInd Edition, 2021, Galati, Romania, 4 June 2021,

-41-


http://stec.univ-ovidius.ro/html/anale/RO/wp-content/uploads/2020/02/Section%20IV/24.pdf
http://stec.univ-ovidius.ro/html/anale/RO/indexari-bdi/
https://ideas.repec.org/a/ovi/oviste/vxixy2019i2p544-550.html
https://doaj.org/article/55dd4d84df2b4f88a6f1ab9416ca10a6
http://stec.univ-ovidius.ro/html/anale/RO/wp-content/uploads/2019/02/24-1.pdf
http://stec.univ-ovidius.ro/html/anale/RO/ovidius-university-annals-economic-sciences-series-volume-xviii-issue-2/
http://stec.univ-ovidius.ro/html/anale/RO/ovidius-university-annals-economic-sciences-series-volume-xviii-issue-2/
http://stec.univ-ovidius.ro/html/anale/RO/indexari-bdi/
https://ideas.repec.org/a/ovi/oviste/vxviiiy2018i2p497-502.html
https://doaj.org/article/165de3ded19a42279800f40416d0b568
http://www.rce.feaa.ugal.ro/images/stories/RCE2019/Micu_Popa.pdf
https://ideas.repec.org/a/ddj/fserec/y2019p394-400.html
https://econpapers.repec.org/article/ddjfserec/y_3a2019_3ap_3a394-400.htm
https://doaj.org/article/f2e523cf6ae94c4a85402ec46cf4df39

Abstract
Popa Daniel. The impact of building coaching and mentoring strategies on the human resources sustainable development

“Dunarea de Jos” University of Galati, Romania — Faculty of Economics and Business
Administration

http://www.rce.feaa.ugal.ro/images/stories/RCE2021/Conference Program Sections.pdf

2. Popa D., 2021, The Performance of the Coaching and Mentoring Strategy in the
Netherlands, International Conference “Risk in Contemporary Economy”, ISSN 2067-
0532 ISSN-L 2344-5386, XXlInd Edition, 2021, Galati, Romania, 4 June 2021, “Dunarea
de Jos” University of Galati, Romania — Faculty of Economics and Business Administration

http://www.rce.feaa.ugal.ro/images/stories/RCE2021/Conference Program Sections.pdf

Articles/studies presented during national conferences

1. Micu A-E., Popa D., 2021, QCA analysis of the factors determining the successful

implementation of a coaching and mentoring strategy in Romania, Doctoral Schools
of “Dunérea de Jos” University of Galati (SCDS-UDJG) 9" Edition, on 10" and 11" of June
2021

http://www.cssd-udjg.ugal.ro/index.php/programme-21

http://www.cssd-udjg.ugal.ro/index.php/abstracts-2022

2. PopaD., 2020, Comparative analysis of coaching and mentoring systems in Germany and
England — the efficient method of elaborating a strategy for Romania, Doctoral Schools of
“Dunérea de Jos” University of Galati (SCDS-UDJG) 8" Edition, on 18" and 19" of June
2020

http://www.cssd-udjg.ugal.ro/index.php/2020/programme-2020

http://www.cssd-udjg.ugal.ro/index.php/2020/abstracts-20201

3. Popa D., 2019, Coaching and Mentoring Models — Tools to Facilitate Performance
within Organizations, Doctoral Schools of “Dunarea de Jos” University of Galati (SCDS-
UDJG) 7"Edition, on 13" and 14" of June 2019

http://www.cssd-udjg.ugal.ro/index.php/2019/programme-2019

http://www.cssd-udjg.ugal.ro/index.php/2019/abstracts-2019

-42-


http://www.rce.feaa.ugal.ro/images/stories/RCE2021/Conference_Program_Sections.pdf
http://www.rce.feaa.ugal.ro/images/stories/RCE2021/Conference_Program_Sections.pdf
http://www.cssd-udjg.ugal.ro/index.php/programme-21
http://www.cssd-udjg.ugal.ro/index.php/abstracts-2022
http://www.cssd-udjg.ugal.ro/index.php/2020/programme-2020
http://www.cssd-udjg.ugal.ro/index.php/2020/abstracts-20201
http://www.cssd-udjg.ugal.ro/index.php/2019/programme-2019
http://www.cssd-udjg.ugal.ro/index.php/2019/abstracts-2019

	Results’ analysis
	Results’ analysis for Germany
	Results’ analysis for the UK
	Results’ analysis for Italy
	Results’ analysis for the Netherlands

	Preliminary conclusions and discussions
	Designing a coaching and mentoring strategy for sustainable human resource development
	The sections that can be accessed on the platform are: about CMPD, activities, resources, members, contact. A brief description of the concept is provided in the "About CMPD" section. The "Activities" section brings to the visitors' attention the resu...
	Final conclusions and personal contributions
	Managerial implications
	Research limits and further research directions
	BIBLIOGRAPHY

