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Rolul managerului in implementarea politici-
lor nediscriminatorii se identificd cu acele ale pro-
cesului managerial.

Esenta procesului managerial al manageru-
lui in implementarea politicilor nediscriminatorii
constd in concentrarea eforturilor pentru coordo-
narea muncii comune pe acest segment. Acest
efort se desfdsoard tindnd cont de nevoile speci-
ale ale femeilor si bdrbatilor din cadrul MAI. De-
osebit de importante in gestionarea cazurilor de
discriminare sunt strategiile si actiunile de comu-
nicare, pentru cd acestea se adreseazd victimelor
sau potentialelor victime ale discrimindrii.

Principalele functii ale managerului in imple-
mentarea politicilor nediscriminatorii sunt: plani-
ficarea, organizarea, conducerea si controlul.

in acest sens, este crucial sd ne asigurdm cd
angajatii cunosc ce este discriminarea si care
sunt mecanismele de protectie impotriva aceste-
ia la nivel national.

Cuvinte-cheie: discriminare, egalitate de sanse,
politici nediscriminatorii, manager.

The role of managers in the implementation
of non-discriminatory policies comes together
with that of the managerial process. The essence
of the management process of a manager in the
implementation of non-discriminatory policies
refers to the concentration of efforts for common
activity coordination in this sector. This particular
effort is realized by taking into account the spe-
cial needs of women and men within the Minis-
try of Internal Affairs. Of great importance in the
management of the discrimination cases are
communication strategies and actions, because
they refer to victims or potential victims of dis-
crimination.

The main responsibilities of a manager in the
implementation of non-discriminatory policies
are planning, organizing, leading, and control.

In this regard, it is crucial to get ensured that
our employees know what discrimination means
and what the protection mechanisms against
discrimination on the national level are.

Keywords: discrimination, equal opportuni-
ties, nondiscriminatory policies, manager.

Introducere. Gestionarea eficienta a
unei institutii necesita mult efort atat din par-
tea conducatorilor, cat si din partea angajatilor
cu functii de executie.

Un rol important in acest proces il are
managerul care trebuie sa se axeze, in primul
rand, pe valorificarea potentialului intelectual
si profesional al angajatilor din subordine.

Tinand cont de faptul ca sursa principala
intr-o institutie este capitalul uman, este im-
portant de mentionat ca orice stat trebuie sa-si
adapteze actele normative la rigorile si necesi-
tatile populatiei indiferent de domeniu, fie in-

Introduction. The efficient management
of an institution needs much effort both on be-
half of managers and on behalf of employees
that are engaged in the task fulfillment.

This is the manager who plays an impor-
tant role in this process, who has to focus, first
of all, on the valorization of the intellectual and
professional potential of the employees.

Taking into account that human resourc-
es are the main source of an institution, it is im-
portant to mention that any state must adapt
its regulations according to the population re-
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vatamant, fie medicina, fie afaceri interne etc.
Dezvoltarea si implementarea unor politici la
nivel de stat care sa elimine orice forma de dis-
criminare si care sa accepte calitatile personale
si profesionale ale angajatilor si totodata sa le
acorde suportul necesar in procesul de integra-
re in colectiv sunt indispensabile.

Studierea acestei teme cu privire la asi-
gurarea egalitatii de sanse este necesara, mai
ales acum cand tara noastra se confrunta cu
criza refugiatilor din statul vecin si avem per-
soane care provin din diferite grupuri sociale si
care necesita consiliere si ajutor.

Este evident faptul ca diversitatea de gen
reprezintd o provocare pentru noi toti, deoa-
rece intelegerea la propriu a acestui fenomen
poate contribui la o prestatie mai calitativa
pentru societate din partea functionarilor pu-
blici cu statut special.

Prin acceptarea diversitatii de gen putem
asigura egalitatea de sanse in orice domeniu de
activitate al statului.

Reiesind din misiunea politiei care con-
lucreaza si coopereaza cu o tara intreaga atunci
cand este vorba despre asigurarea si mentine-
rea ordinii publice, descoperirea delictelor si
infractiunilor, scopul acestei lucrari consta in
studierea si constientizarea fenomenelor de
discriminare in baza de gen, orientare sexuala,
convingeri religioase, precum si diversitatea de
gen si asigurarea egalitatii de sanse.

Scopul studiului constd in elucidarea
aspectelor teoretice si practice, precum si a re-
glementarilor juridice ale egalitatii de sanse si
depasirea discriminarii de gen in sistemul MAI,
precum si in comunitate.

Metode aplicate si materiale utilizate.
In vederea realizarii scopului si a obiectivelor
trasate ne-am ghidat de un complex de metode
teoretice si empirice, care au permis cercetarea
problemelor de gen din diferite unghiuri de ve-
dere: metoda sistematicd, metoda comparati-
va, metoda istoricd, metoda sociologicd, meto-
da logica. In procesul de investigare s-a apelat
la analiza si sintez3, la abstractizare si rationa-
lizare, la inductie si deductie. Rezultatele cer-
cetarii au ca baza actele normative, inclusiv re-
glementarile constitutionale in vigoare, actele
internationale, prevederile legii cu privire la
asigurarea egalitatii.

Rezultatele obtinute si discutii.

1. Delimitari conceptuale ale terme-

quirements and needs, regardless of activity
field, either education, either health or internal
affairs, etc.

The development and implementation of
such policies at the state level which can elimi-
nate any kind of discrimination form, which
can accept employees’ personal and profes-
sional qualities, and at the same time provide
necessary support in the team integration pro-
cess are indispensable.

It is necessary to study this topic regard-
ing the provision of equal opportunities, espe-
cially now, when our country is facing the crisis
of refugees from the neighboring country, and
people who come from different social groups
that need help and counseling.

Gender diversity represents a challenge
for us because a proper understanding of this
phenomenon can contribute to better per-
formance for society on the law enforcement
agents’ behalf.

By accepting gender diversity, we can
provide equal opportunities in any other activ-
ity field in the country.

Taking into account the police mission
that works for and cooperates with the entire
country when we speak about assurance and
maintenance of public order, misdemeanors’
and infractions’ discovering, the aim of this
work is the awareness of discrimination phe-
nomena due to gender, sexual orientation, reli-
gion as well as gender diversity and provision
of equal opportunities.

The scope of the study is the elucida-
tion of theoretical and practical aspects, juridi-
cal regulations of the opportunity equality and
overcoming gender discrimination within the
system of MIA and in the community as well.

Applied methods and materials used.
For the realization of the scope and established
objectives, we have guided ourselves by a
complex of theoretical and empirical methods
which allowed us to investigate gender prob-
lems in a multi-aspectual way, and namely: sys-
tematic method, comparative method, histori-
cal method, sociological and logical methods.

In the investigation process, there have
been used analyses, synthesis, abstraction, ra-
tionalization, induction, and deduction. The
investigation results are based on legal regula-
tions, inclusively constitutional regulations in
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nilor sex (biologic) vs. gen/gender (social),
egalitate de gen si egalitate de sanse.

Conform dictionarului explicativ al lim-
bii romdne moderne, cuvantul ,egalitate” in-
seamnd faptul de a fi egal, principiu potrivit
caruia tuturor oamenilor si tuturor statelor
sau natiunilor li se recunosc aceleasi drepturi
si li se impun aceleasi indatoriri prevazute de
legislatia in vigoare [1].

Acest principiu se regaseste si in notiu-
nea de egalitate de gen si de sanse care presu-
pune tratamentul egal al femeilor si barbatilor
in ceea ce priveste angajarea in cAampul muncii,
remunerare egald, posibilitati de crestere pro-
fesionala si creare a conditiilor de munca egale
indiferent de statutul profesional, social si ma-
trimonial al acestora [2].

Totusi, un moment important care cere
o0 mai buna claritate se refera la necesitatea
intelegerii notiunilor de ,gen” si ,sex”, deoa-
rece cauzele fundamentale ale inegalitatilor in
dezvoltarea sociala variaza atat geografic (de
la o regiune/tara/local/institutie la alta), cat si
temporal, respectiv, odata cu dezvoltarea so-
cietatii, deseori acestea sunt confundate [3].

In contextul dat, aspectele specifice ale
acestor notiuni se refera la: intelegerea diferen-
telor dintre gen si sex; recunoasterea sau identi-
ficarea existentei fenomenului de stereotipizare
1n societate; necesitatea clarificarii rolurilor de
gen care se atribuie femeilor si barbatilor.

Daca e sa ne referim la termenul de ,gen”,
acesta presupune un ansamblu de caracteris-
tici, comportamente, calitati sau convingeri
care este atribuit femeilor si barbatilor de catre
societatile din care acestia fac parte.

Termenul de ,sex”, Ins3, se refera la par-
ticularitatile anatomice ale organismului uman
care fac deosebire intre femei si barbati [4].

Adesea, societatea admite si inegalitati
sau tratamente discriminatorii in baza de gen,
atunci cand persoanele de sex feminin sau mas-
culin sunt de alta rasa, apartenentad etnica, nati-
onalitate, orientare sexuald, conditie fizica etc.

In cadrul celei de-a treia Conferinte Mon-
diale privind Conditia Femeilor (Nairobi 1985),
guvernele participante si-au propus elaborarea
unor strategii care sa promoveze femeile. Aici
pentru prima data s-a utilizat termenul de ,abor-
dare integratoare” sau ,gender mainstreaming”.

Acest concept a fost adoptat si dezvoltat
la a patra Conferinta Mondiala privind Statutul

force, international regulations, and legal pro-
visions regarding equal opportunities.

The obtained results and discussions.

1. Conceptual delimitations of the
terms sex (biological), gender (social), gen-
der equality, and equal opportunities.

According to the explanatory dictionary
of the Romanian language, the word , equality”,
means the fact of being equal, a principle that
all people, states, and nations have the same
rights and the same obligations provided by
the regulations in force [1].

This principle finds itself in the notion
of gender equality and equal opportunities as
well, which suggests equal treatment of both
men and women regarding job engagement,
equal remuneration, equal possibilities in the
professional raise, and creation of equal work
conditions, regardless the professional, social
and marital status [2].

Though an important moment that needs
better clarification, refers to the necessity of
understanding of the notions gender and sex,
because the fundamental causes of inequalities
in social development vary both geographically
(from one region/country/ organization/insti-
tution to another) and temporally, so, with the
social development, they are frequently misun-
derstood [3].

In this context, the specific aspects of
these notions refer to an understanding of the
differences between gender and sex; recogniz-
ing or identification of the stereotype phenom-
enon in the society; and necessity of the gender
role clarification that refers to women and men.

If we speak about the term gender, it im-
plies a set of characteristics, behaviors, quali-
ties, and convictions about women and men
assigned to them by the societies to which they
belong.

However, the term sex refers to the ana-
tomical peculiarities of the human body that
makes the difference between women and men.

Often, society admits inequalities and
discriminatory treatments due to gender, when
females or males are of a different race, ethnic-
ity, nationality, sexual orientation, or physical
condition.

During the 3" World’s Conference re-
garding Women’s Condition (Nairobi 1985),
the participant governments proposed elabo-
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Femeii (Beijing, 1995), care a solicitat promo-
varea politicilor de integrare a perspectivei de
gen la nivel international. Acest lucru trebuie
realizat prin Incadrarea unei perspective de
gen 1n toate politicile si programele, astfel incat
inainte de luarea deciziilor si dupa implemen-
tarea acestora, impactul lor asupra femeilor si
barbatilor sa poata fi analizat.

Egalitatea de gen nu presupune doar un
instrument de lucru necesar, ci o strategie, im-
plementarea careia in toate politicile dezvolta noi
oportunitati sociale bazate pe egalitate, le inte-
greaza In procesul de dezvoltare si asigura un sta-
tut egal femeilor ca agenti ai schimbarii sociale.

Egalitatea de gen presupune o strategie
care trebuie implementata la nivelul politicilor
publice in vederea dezvoltarii unei societati ba-
zate pe egalitate de sanse.

Aceasta strategie, fiind acceptata la nivel
mondial, reprezintd o modalitate de promova-
re a egalitatii de gen din perspectiva includerii
ei in activitatile ce tin de dezvoltarea politicilor,
legislatie, cercetare, planificare si alocare a re-
surselor, precum si monitorizare a programe-
lor si proiectelor. Integrarea femeilor in viata
politica si sociala creeaza noi oportunitati si
posibilitati pentru femei de a participa la lua-
rea deciziilor, asigurandu-le acces egal la edu-
catie si la sistemul de sanatate. Astfel, femeile
isi dezvolta abilitatile de autoapreciere, de a lua
anumite decizii, ceea ce le va permite sa se ma-
nifeste ca personalitate si In spatiul public.

Prin egalitate de sanse se intelege ca toa-
te persoanele sunt libere in dezvoltarea anu-
mitor abilitati fara a fi restrictionate de roluri
rigide. Fiecare individ are dreptul deplin la ale-
geri personale, participand intr-un mod egal in
viata sociala si economica, fara a lua in conside-
rare varsta, religia, rasa, sexul, dizabilitatea etc.

Pentru o societate bine dezvoltata statul
trebuie sa se axeze nemijlocit pe acest concept de
,egalitate”, care are o semnificatie mult mai inten-
sa, care inseamna cu adevarat sanse egale pentru
progresul social individual, educatia fiind pilonul
de baza in dezvoltare. De fapt, egalitatea de sanse
se refera la optiuni multiple pentru persoanele de
sexe diferite si grupuri sociale (gen).

De aceea, participarea in mod egal la via-
ta sociala este sustinuta de politicile de sanse
egale care se axeaza pe combaterea excluziunii,
precum si pe construirea competentelor si dez-
voltarea abilitatilor pentru toti [5].

ration of some strategies that would promote
women. Here it has been used for the 1% time
the term integrated approach or gender main-
streaming.

This concept has been adopted and de-
veloped at the 4" World’s Conference regard-
ing Women'’s Status (Beijing, 1995) where it
was asked for gender integration policies’ pro-
motion at the international level. This thing
must be realized through a gender perspective
involvement in all policies and programs, so as
before taking any decision and after its imple-
mentation, the impact of the policies on women
and men should be possible to be analyzed.

Gender equality doesn’t mean only a nec-
essary working tool, but it is also a strategy and
its implementation in all policies, develops new
social opportunities that are based on equal-
ity, it integrates them into the development
process and provides women equal status as
agents of the social change.

Gender equality represents a strategy
that must be implemented at the public policy
level for the development of a society based on
equal opportunities.

Being accepted at the world’s level, this
strategy represents a way of gender equal-
ity promotion from the perspective of its in-
volvement in the activities related to policies’
development, legislation, research, planning,
and resource allocation, as well as program
and project monitoring. The participation of
women in political and social life creates new
opportunities and possibilities for women to
get involved in decision-making and equal ac-
cess to education and the health system. Thus,
women can develop their self-esteem, making
decisions that will allow manifesting them-
selves as personalities in public spaces as well.

Equal opportunities mean that all people
are free to develop certain skills without being
restricted by rigid roles. Every individual has
the full right to personal choices, participating
in an equal way in social and economic life, re-
gardless of age, religion, race, sex, disability, etc.

For a well-developed society, the state
must focus on this concept of ,equality”, which
has a much deeper significance that truly
means equal opportunities for individual so-
cial progress, and education represents the es-
sential pillar in the development of the society.
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2. Fenomenul egalitatii de sanse, ega-
litatii de gen si nediscriminarea in raport cu
activitatea functionarilor publici (inclusiv
cu statut special) din Republica Moldova si
Uniunea Europeana.

Pornind de la ideea ca Uniunea Europea-
nd are drept scop asigurarea egalitatii intre
femei si barbati, aceasta constituie un drept
fundamental si o conditie necesara pentru atin-
gerea obiectivelor de dezvoltare [6]. Prin pris-
ma ocuparii fortei de munca si coeziunii sociale
pe teritoriul Uniunii Europene, s-a reusit ca atat
femeile cat si barbatii sa beneficieze de sanse
egale in toate domeniile de activitate. In ultimii
ani, gratie imbunatatirii cadrului legislativ, pre-
cum si prin integrarea principiului egalitatii de
sanse 1n toate politicile de comunitare, precum
si datorita masurilor specifice privind valorifi-
carea potentialului profesional al femeilor, bar-
batii si femeile se bucura de un tratament egal.

Totodatda mentionam ca agentia Uniunii
Europene, Institutul European pentru Egalitate
de Gen (European Institute for Gender Equality
(EIGE)) [7], este organizatia care are drept obiec-
tiv monitorizarea procesului de integrare prin
prisma acordarii egalitatii de sanse atat femeilor,
cat si barbatilor la nivelul Uniunii Europene. Con-
form datelor statistice prezentate de Institutul
European pentru Egalitate de Gen se observa o
usoara crestere a implementarii egalitatii de san-
se, procesul fiind unul destul de anevoios.

Ca indicatori de baza pentru efectuarea
studiului, Institutul European pentru Egalitate
de Gen (European Institute for Gender Equality
(EIGE)) s-a axat pe domeniile principale cum ar
fi sdnatatea, educatia, timpul liber si accederea
la functii de conducere, salarizarea, munca.

Acest studiu a fost realizat in 28 de tari
ale UE in anul 2019, unde fiecarui indicator
mentionat supra i s-a acordat punctaj de la 1
1a100, punctajul final constituind media arit-
meticd a punctelor acumulate la fiecare indi-
cator pe tard. Rezultatele acestui studiu sunt
reprezentate In diagrama de mai jos.

Din cele 28 de tari participante, vedem
ca Suedia, Belgia si Finlanda inregistreaza cel
mai sporit procentaj la capitolul numarului de
femei in Parlament:

Suedia - 44% dintre cei 349 de membri ai
Parlamentului unicameral suedez sunt femei;

Belgia - 62 dintre cei 150 de deputati
(Parlament unicameral) sunt femei;

Equal opportunities refer to multiple options
for persons of different sex and social groups.

That is why participating in an equal way
in social life is supported by the equal opportu-
nities policies which focus on fighting against
exclusion, as well as, on forming competencies
and developing skills for all people [5].

2. The phenomenon of equal opportu-
nity, gender equality, and non-discrimina-
tion concerning civil servants/ law enforce-
ment agents of the Republic of Moldova and
the European Union.

The European Union aims to provide
equality between women and men and start-
ing from this idea, it constitutes a fundamen-
tal right and a necessary condition to attain
the objectives of development [6]. By the lens
of the employment and social cohesion on its
territory, the European Union has managed to
offer equal opportunities in all activity fields. In
the last years, due to a better legal framework,
as well as through the integration of the prin-
ciples of equality and opportunities in all com-
munity policies and special actions related to
the professional ability improvement of wom-
en, men and women are equally treated.

At the same time, we mention that the
Agency of the European Union, the European
Institute for Gender Equality (EIGE), is the or-
ganization that aims to monitor the integration
process by providing equal opportunities to
both women and men at the European Union
level. According to the statistics that have been
presented by the European Institute for Gender
Equality (EIGE), it is observed a slight increase
in the implementation of equal opportunity,
nevertheless, the process is rather difficult.

As basic indicators for the accomplish-
ment of the study, the European Institute for
Gender Equality (EIGE) has focused on the
main activity fields as health, education, leisure
and access to management positions, remuner-
ation, and work.

This study has been conducted in 28
countries of the European Union in 2019
where every mentioned-above indicator has
got a score between 1 to 100 points. The final
score constituted the arithmetic mean of the
accumulated points to each country indicator.
The results of this study are represented in the
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Finlanda - 42,5% dintre cei 200 de parla-
mentari finlandezi sunt femei.

Ce tine de domeniul accesului femeilor in
politica se vede clar ca doar Franta a Inregistrat
cel mai mare progres, cu 74,6 puncte din 100.

Finlanda a inregistrat 73,4 puncte din
100 la capitolul egalitatii salariilor (pentru
munci echivalente).

In domeniul sanitatii si cel al muncii (in-
clusiv al serviciilor stomatologice) au inregis-
trat cele mai bune rezultate Irlanda, Olanda si
Marea Britanie (studiu efectuat pana la Brexit).

In Spania si Luxemburg au fost inregistra-
te cele mai bune rezultate la capitolul educatie.

Din aceasta diagrama se vede, insa, ca
mai este mult de lucru la capitolul integrarea
egalitatii de gen in toate sferele vietii.

[ Marea Britanie
W Romania

W Grecia

[ Luxemburg

M Spania

M Belgia
Hlirlanda

M Olanda

W Finlanda

W Franta

M Danemarca

W Suedia

Rata de participare a femeilor in diferite domenii de
activitate conform datelor prezentate de European In-
stitute for Gender Equality (EIGE) 2019

Revenind la UE 1n ansamblu, cea mai re-
centa editie a indicelui egalitatii de gen a con-
statat ca egalitatea de gen a obtinut 88,1 puncte
la sanatate (media UE) si 80,4 la salariu. De ase-
menea, In medie, femeile au avut cel mai mic
scor (51,9) pentru accederea lor la pozitii de
putere/conducere.

Egalitatea de gen si nediscriminarea stau la
baza unui stat de drept, deoarece mai ales in struc-
turile de securitate trebuie atrasi cei mai compe-
tenti candidati, indiferent de sex, gen/grup social.

Egalitatea de gen si nediscriminarea con-
stituie unul dintre factorii importanti in dez-
voltarea unui stat, permitand organelor de se-
curitate si ordine publica mai usor sa identifice
si sa satisfaca nevoile populatiei. Odata ce toti
cetatenii, indiferent de sex, varsta, gen, religie,
clasa sociala, apeleaza la serviciile politiei, este
incontestabil faptul cd, printr-un tratament
echitabil, oamenii se simt mai in siguranta, mai

2N

diagram below.

Out of 28 participant countries, we see
that Sweden, Belgium, and Finland have got
the major percentage relating to the number of
women in the parliament.

Sweden - 44 % are women out of 349
members of the Swedish unicameral parlia-
ment;

Belgium - 62 are women out of 150 mem-
bers of the Belgian unicameral parliament;

Finland - 42, 5% are women out of 200
members of the Finn parliament.

When concerning the access of women to
politics, we see that France has succeeded the
most in this area with 74, 6 out of 100 points.

Finland has got 73, 4 points out of 100
concerning equal remuneration (equal job ac-
tivities)

In the fields of health and labor (including
dental services) the best results were recorded
by Ireland, the Netherlands, and Great Britain
(the study was carried out before Brexit, that’s
why it was included in the study). The best re-
sults were recorded by Spain and Luxembourg
in the education field.

However, this diagram shows that there
is much work to do in the integration of gender
equality in all life areas.

100%
80%
60%
40%
20%

0%

[ Great Britain
M Romania
H Greece

[ Luxemburg

M Spain
& M Belgium
N
O M Ireland
&
éo& M The Netherlands

M Finland

The participation rate of women in different fields of
activity according to the data presented by the Euro-
pean Institute for Gender Equality (EIGE) 2019

Coming back to the European Union as
a whole, the latest edition of the gender index,
has found that gender equality has obtained
88.1 points in the health area (EU mean) and
80.4 in the remuneration area. Also, on aver-
age, women got the lowest score (51.9) for ac-
cess to leadership positions.

Gender equality and nondiscrimination
are the basis for a state of law, because, espe-
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protejati, astfel consolidand increderea publi-
cului in angajatii acestor structuri.

Potrivit notei de activitate a MAI pen-
tru anul 2021, preluarea bunelor practici
internationale in domeniile sporirii atractivitatii
serviciului si facilitarii conditiilor de angajare si
munca au permis extinderea cotei femeilor care
activeaza in cadrul MAI pana la 23,5%, fata de
16% cu 5 ani in urma, precum si in functii de
conducere pana la 15%. Calculul indexului aces-
tor 15% functii de conducere a femeilor se ega-
leaza cu 60-65 de unitati. Astfel, din cele 4013
femei care activeaza In sistemul MAI doar 60-65
ocupa functii de conducere.

Totodata institutia dezvolta un sistem
inclusiv de gender, ceea ce a permis stabilirea
unei tendinte echitabile de acordare a conce-
diilor de ingrijire a copilului intre femei (907
cazuri) si barbati (740 de cazuri).

Aici apare intrebarea: Sunt oare egali-
tatea de gen si egalitatea de sanse relevante
activitatii pe care o desfasoara politistii?

Consideram ca da, deoarece politia este
organul statului care trebuie sd ia in considera-
re cerintele de securitate ale intregii societati,
indiferent de gen si sex, apartenenta etnica etc.

Daca am fi sa analizam esenta egalitatii de
gen si de sanse 1n politie, observam ca femeile si
barbatii au aproximativ aceleasi caracteristici, ap-
titudini, calificari pentru a deveni un bun politist.

Spre exemplu: daca am fi pusi in situatia
sa scriem pe foaie cele mai importante calitati
pentru un politist bun, majoritatea vor zice ca
pentru aceasta activitate specifica este nevoie
de: inteligentd, educatie, incredere, dedica-
tie corectitudine, respect, aptitudini bune de
comunicare, manuirea armei de foc, agilitate,
abilitati de rezolvare a problemelor, profesio-
nism si prestanta. Mai putini o sd se refere, ins3,
la forta fizica pentru indeplinirea cu succes a
obligatiilor politienesti.

O alta situatie care ne-ar pune sa ne gan-
dim referitor la egalitatea de gen si de sanse ar fi:
— Existd bdrbati care sunt sprin- — )
teni si agili?

— Existd femei care sunt sprinte-

ne si agile? >__DA
- Existd bdrbati care sunt foar-

te buni in comunicare?

- Existd femei care sunt foarte
bune in comunicare?

—_—

cially in security organizations there should be
employed the most competent people, with no
regard to sex or social group.

According to the activity note of the MIA
for the year 2021, the adoption of the internation-
al practices in the enhancement of the attractive-
ness of the police service and facilitation of the
employment conditions have allowed extending
the number of women who work at the MIA up
till 23.5% comparing to 16% that was 5 years ago
and leadership positions have increased to 15 %.

The index calculation of this 15% of lead-
ership positions for women is equal to 60-65
units. So as, out of 4013 women who work in
the MIA system, only 60-65 persons occupy
leadership positions.

At the same time, the institution devel-
ops an inclusive gender system, which made
the establishment of an equitable tendency
possible to provide child care leave between
women (907 cases) and men (740 cases).

Here the question appears: The gender
equality and opportunity equality are they
relevant to police activity? We consider that
the answer is YES, because, the police are the
state’s organ that must take into account the
security requirements of the entire country, re-
gardless of gender, sex, ethnicity, etc.

If we are to analyze the essence of gender
equality and opportunity equality in the police,
we can see that both women and men have the
same characteristics, abilities, and qualifica-
tions to become a good police worker.

For example: if we are to write down
the most important qualities of a good police
worker, the majority will say that for this spe-
cific activity it is needed to have: intelligence,
education, confidence, dedication, correctness,
respect, good communication skills, firearm
handling, agility, problem solvation abilities,
professional and presentable.

Another situation that can make us think
about gender equality, as well as opportunity
equality, is:

- Are there men that are agile =~

and quick?

- Are there women that are ag-

ile and quick? >__YES
- Are there men who have very

good communication skills?

- Are there women who have
very good communication skills? —
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Asadar, putem concluziona ca atat barba-
tii cat si femeile sunt buni in mod egal la Inde-
plinirea atributiilor de serviciu. Noi dorim ca in
politie sa avem in calitate de colegi doar pe cei
mai competenti candidati care au aceste abili-
tati, indiferent de sex.

3. Egalitatea de gen in sistemul MAI
prin prisma cadrului legal adoptat.

Primul document cadru international
care scoate in evidenta influenta conflictelor
asupra femeilor, reiesind din rolul foarte im-
portant al femeilor in instaurarea pacii si asi-
gurdrii securitatii, este Rezolutia 1325 cu pri-
vire la ,Femeile, Pacea si Securitatea”, adoptata
de catre Organizatia Natiunilor Unite (ONU) in
mod unanim.

Acest document international are un ca-
racter obligatoriu pentru toate tarile membre ale
ONU, fara a fi necesara ratificarea suplimentara.

Tinand cont de faptul ca Republica Mol-
dova este tara membra a ONU, este evident
ca angajamentele asumate fata de aceasta or-
ganizatie trebuie respectate. Astfel, la data de
28.03.2018, a fost aprobat Programul National
de Implementare a Rezolutiei 1325 privind
,Femeile, Pacea si Securitatea” pentru anii
2018-2021, precum si planul de actiuni privind
aplicarea acestuia [8].

Printre obiectivele propuse in aceasta
rezolutie se regdsesc obiectivele nr. 5 si nr. 8,
care revin spre realizare Ministerului Afaceri-
lor Interne.

Aceste obiective se axeaza pe:

- Aplicarea unor actiuni concrete in re-
prezentarea mai larga a femeilor in sector,
prin revizuirea anumitor cerinte de recrutare,
ajustarea nevoilor din cadrul infrastructurii
sistemului, precum si initierea unor programe
interne de mentorat dedicate femeilor din sis-
tem [9].

- Asigurarea sporirii participarii femei-
lor in procesul de consolidare a pacii si In cadrul
misiunilor de mentinere a pacii, raspunzand
nevoii evidente de Incurajare, prin diferite me-
canisme, cu privire la participarea femeilor in
procesele de pace si securitate la nivel regional
si international. Prin intermediul programului
dat se urmareste si stabilirea unui program de
reintegrare si reabilitare a militarilor (barbati
si femei), care au participat la misiunile de
mentinere a pacii [10].

Thus, we can conclude that both men and
women are good and can accomplish their job
activities in an equal way.

3. Gender equality in the system of
MIA, through the lens of the adopted legal
framework

Taking into account the important role of
women in the peace establishment and securi-
ty provision, the first international framework
document that lays stress on the influence of
conflicts on women, is the Landmark Reso-
lution 1325 on Women, Peace, and Security,
which has been adopted unanimously by the
United Nations Organization (UNO).

This international document is obliga-
tory for all UNO member states and does not
need any additional ratification.

Objectives nr 5 and nr 8 are among the
objectives proposed by this resolution, which
should be accomplished by the Ministry of In-
ternal Affairs.

These objectives focus on:

- To implement concrete actions for a
wider representation of women in this sec-
tor by revising the recruitment requirements,
adjusting the needs within the infrastructure
system, and the initiation of internal mentor-
ing programs which are designated for women
from the system. [9].

- To provide the enhancement of wom-
en’s participation in the peace consolidation
process within peace maintaining missions
and through various mechanisms that relate to
women’s participation in the peace and secu-
rity processes at the regional and international
levels which respond to encouragement need.
This program aims to establish a reintegration
and rehabilitation process for the military peo-
ple (men and women) who participated in the
peace maintaining missions [10].

To establish clear objectives that can
contribute to the discovery, examination, and
prevention of discrimination cases due to sex,
verbal, and/or sexual harassment, the Minis-
try of Internal Affairs has issued Order no. 392
as of September 4%, 2020. By this order, it was
adopted the Regulation of the ways of preven-
tion, examination, and reporting discrimina-
tion cases due to sex, harassment, and sexual
harassment [11].

213



Scientific Annals of the Academy "Stefan cel Mare' ¢

Sf MIA

of the Republic of Moldova

[Ana[e stiintifice ale Academiei ,Stefan cel Mare" a MAI al Republicii Moldova)

In scopul stabilirii unor obiective clare
care sa contribuie la depistarea, examinarea si
prevenirea cazurilor de discriminare in baza
de sex, hartuire verbala si/sau sexuala, Minis-
terul Afacerilor Interne a emis ordinul nr. 392
din 04.09.2020, prin care a fost aprobat Regu-
lamentul cu privire la modul de prevenire, exa-
minare si raportare a cazurilor de discriminare
dupa criterii de sex, hartuire si hartuire sexuala
in cadrul MAI [11].

Mai mult decat atat, la nivelul aparatului
central al MAJ, in conformitate cu Legea nr. 5 din
09.02.2006, a fost constituit grupul coordonator
in domeniul gender [12], acestuia fiindu-i atri-
buite anumite sarcini. Astfel, prin ordinul MAI
nr. 460 din 01.11.2021 [13], a fost instituit Gru-
pul coordonator in domeniul gender din cadrul
MALI, respectiv fiecare subdiviziune a Ministeru-
lui are o unitate gender constituita din 2-3 per-
soane. La randul lor, aceste persoane au anumi-
te atributii cum ar fi: studierea si identificarea
eventualelor cauze de discriminare in unitatea
pe care o reprezintd; colaborarea cu psihologii
din unitate in scopul identificarii cauzelor de
hartuire verbald, fizica sau sexuald la locul de
munc3; oferirea serviciilor de consiliere persoa-
nelor care au fost victime ale discriminarii si/
sau hartuirii de orice tip; organizarea diferitelor
activitati teoretico-practice prin intermediul ca-
rora se realizeaza diseminarea informatiei rele-
vante subiectelor de egalitate de sanse, egalitate
de gen, prevenire si combatere a fenomenului
de discriminare dupa criterii de varsta, sex, et-
nie, apartenenta religioasa etc.

E de mentionat faptul ca unitatea gen-
der trebuie sa posede informatii actualizate
pe acest subiect, de aceea persoanele care fac
parte din aceasta unitate participa la diferite
instruiri, ateliere, ceea ce contribuie la o mai
buna asimilare si constientizare de catre anga-
jatii institutiei a importantei asigurarii egalita-
tii de sanse intre femei si barbati, egalitatii de
gen, nediscrimindrii pe diferite criterii etc.

Daca e sd ne referim la Academia ,Stefan
cel Mare” a MAI, pe parcursul anilor 2021-2022
reprezentantele unitatii gender din cadrul in-
stitutiei impreuna cu alti colegi din subdivizi-
unile MAI, in contextul Rezolutiei 1325 a Con-
siliului de Securitate al ONU privind ,Femeile,
Pacea si Securitatea”, au participat la diverse
activitati.

Chiar daca in ultimii ani se promoveaza

Moreover, according to law no. 5 as of
February 9%, 2006, at the level of the central ap-
paratus of the MIA, it was constituted the gen-
der coordination group [12], which got some
responsibilities. So the Ministry of Internal Af-
fairs has issued order no. 460 as of November
1%, 2021 [13], and within every institution that
is subordinated to MIA there is a Gender group
unity which is constituted of 2-3 persons. In
their turn, these persons have some respon-
sibilities so as studying and identification of
discrimination cases within their institution,
collaboration with psychologists from the in-
stitution for the identification of the causes of
verbal, physical and sexual harassment at the
job, and victim counseling that were affected
by discrimination and/ or any other type of ha-
rassment. The Gender group should also orga-
nize various theoretical and practical activities
for the dissemination of the information relat-
ed to the subjects of equal opportunity, gender
equality, and prevention and combating of the
discrimination phenomenon due to sex, ethnic-
ity, religion, etc.

It is worth mentioning that the Gender
unity must have the information updated on
this subject, that is why, the persons who are
part of this unity, participate in various work-
shops, courses which contribute to a better
assimilation and awareness of the employees
concerning the importance of the provision of
equal opportunities between women and men,
gender equality, and non-discrimination, etc.

If we refer to the Academy ,Stefan cel
Mare” of the MIA, during the years 2021-2022,
the representatives of the Gender unit of our
institution, together with other colleagues
from the institutions which are subordinated
to MIA, have participated in various activities
in the context of the Landmark Resolution 1325
on Women, Peace and Security of the Security
Council of the United Nations Organization.

Although in the last years the principle
of provision of gender equality is actively pro-
moted, still there are some areas in the system
of the MIA that should be improved.

The situation concerning women'’s impli-
cation and participation in diverse structures
of the MIA is represented below.
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foarte activ principiul asigurarii egalitatii de
gen, totusi in sistemul MAI sunt unele sfere
care trebuie ITmbunatatite.

Mai jos este prezentata situatia la zi cu
privire la implicarea si participarea femeilor in
diferite structuri ale MAIL

Situatia privind angajatii din MAI din perspectiva egalitatii de gen
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The situation of the employees of MIA
from the perspective of gender equality 2022
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Analizand situatia din acest tabel, reie-
sind din numarul de angajati si respectarea
unei proportionalitati intre femei si barbati,
putem observa ca in serviciul medical si apa-
ratul central sunt angajate preponderent femei.
Apare intrebarea de ce?

Acest lucru se intampla din cauza unor
stereotipuri precum ca femeile sau barbatii sunt
mai buni intr-un domeniu anumit, de exemplu
lucru de birou sau ingrijirea pacientilor.

Cu toate acestea, trebuie sa ne debara-
sam de aceste stereotipuri pentru a putea oferi
servicii de calitate fara a face referinta la gen.

De aceea, participarea reprezentantilor
unitatii gender din cadrul Academiei, precum si
din alte unitati structurale ale MAI la evenimente
teoretico-practice este foarte importanta. Acest
fapt denota ca aceste unitati sunt deschise spre
asimilarea noilor cunostinte pe aceste subiecte,
totodata oferindu-li-se posibilitatea de a-si con-
solida si a-si aprofunda cunostintele, de a-si dez-
volta abilitati practice, de a-si forma competente
si aptitudini profesionale In domeniul egalitatii
de gen, In scopul asigurdrii si implementdrii
principiului egalitatii intre femei si barbati in po-
litica, programe, acte normative si credrii unei
administratii publice performante, precum si
promovarii egalitatii de gen in societate.

4. Diversitatea de gen - modalitate de
sustinere si promovare a egalitatii de sanse
in cadrul sistemului afacerilor interne.

Pentru organizatiile moderne care desfa-
soara activitati in domeniul aplicarii legii, pen-

Analyzing the situation from this chart,
resulting from the number of employees and
respecting the proportionality between women
and men, we can observe that there are more
women than men in the healthcare service and
the central apparatus. Here a question appears:
why is it s0?

It happens because of the stereotypes
that women or men are better in a specific ac-
tivity area, for example, office work or nursing.

However, we should get rid of these ste-
reotypes to provide quality services without
referring to gender.

That is why the participation in theoreti-
cal and practical activities of the Gender unity
representatives of the Academy ,Stefan cel
Mare” and other institutions subordinated to
the Ministry of the Internal Affairs of the Re-
public of Moldova is very significant. This fact
denotes that these unities are open to learning
new information on these subjects. At the same
time, it offers them a possibility to consolidate
and deepen their knowledge and practical
skills, to form their professional competen-
cies in the field of gender equality to provide
and implement the equality principle between
women and men in politics, programs, regula-
tions, and creating a performing public admin-
istration and promote gender equality in the
society.

4. Gender diversity - a way of support-
ing and promoting opportunity equality
within the system of internal affairs.

For the modern organizations that work
in the law enforcement area, for those who en-
sure public order and security, it is welcome
and opportune to focus on getting the best
practices concerning social diversity.

It is worth mentioning that social diversi-
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tru cei ce asigura ordinea si securitatea publica
este binevenit si oportun de a se concentra pe
preluarea bunelor practici in ceea ce priveste
diversitatea sociala.

E de mentionat ca diversitatea sociala se
refera la diferente intre persoane care apartin
diferitelor grupuri sociale, dar acest lucru nu
constituie un impediment in ceea ce priveste
asigurarea acestor persoane cu un loc de mun-
ca. Mai mult decat atat, societatile europene,
precum si cele nationale au scos in evidenta
acest subiect, deoarece el este foarte actual,
desi controversat. Pana la urma, ceea ce con-
teaza este potentialul si randamentul intelectu-
al si profesional al persoanei.

Diversitatea in structurile de ordine si
securitate publica sau cele de aplicare a legii
ar insemna mai multe sanse la o viata calitativa
intr-un stat de drept din perspectiva socialj, fi-
nanciara si profesionala. Aceasta ar oferi men-
tinerea unei balante Intre realizarea obiective-
lor principale pe segmentul asigurarii ordinii si
securitatii publice, precum si respectarea drep-
turilor omului.

In acest context, neadmiterea oricirei
forme de discriminare (rasd, gen, apartenenta
etnicd, conditie fizica) sunt teme care necesita
o analiza mai complexa din punctul de vedere
al calitatii prestatiilor si imaginii in societate a
functionarilor publici cu statut special.

De exemplu: Ce se intdmpld cu un functio-
nar public cu statut special care are o activitate
impecabild, dar care in urma unui accident a rd-
mas in scaunul cu rotile. Sistemul MAI inceteazd
raportul de muncd cu acest functionar fdrd prea
multe asigurdri din partea statului [14]. Acest
functionar, pe ldngd faptul cd a rdmas mutilat,
fie cdnd era in misiune de serviciu, fie in afara
orelor de muncd, rdmdne cu o pensie mizerd, cu
multe probleme (credite, loc de trai, ipotecd, chi-
rie...). Sistemul nu-i acordd o altd sansd de a-si
continua activitatea cu mentinerea gradului
special si o eventuald evolutie in carierd, deoa-
rece el nu mai este bun de a iesi la interventiile
profesionale conform statutului.

In astfel de cazuri, ar trebui si se vini cu
anumite modalitdti de sustinere si valorifica-
re a capacitatilor acestor functionari, care sa le
permita continuarea activitatii In sistem in alte
domenii ce nu necesita neaparat deplasarea fi-
zica la fata locului. De asemenea, referindu-ne la

ty refers to differences between people who be-
long to various social groups, but this fact does
not impede providing these people with a job.

Moreover, the European, as well the na-
tional societies have laid stress on this subject
because it is a very up-to-date one. Although
the opinions are divided, in the end, these are
the potential, intellect and professional perfor-
mances of an individual that matter.

The diversity in the system of public or-
der and security or law enforcement means
more chances for a better life in a state of law
from the social, financial and professional per-
spectives. It can maintain a balance between
the main objectives’ accomplishment in the
field of public order and security and respect
for human rights.

In this context, the inadmissibility of any
kinds of discrimination (race, gender, ethnic-
ity, physical condition) are subjects that need
a more complex analysis from the point of view
of the quality of the provided services and the
image in the society of the civil servants/law
enforcement agents.

For example: what happens to a civil ser-
vant/ law enforcement agent whose activity is
impeccable, but due to an accident, this employee
cannot walk and must use a wheelchair? In this
case, the system of the MIA ceases the work agree-
ment with this person. Besides, he does not get
too many assurances on behalf of the state [14].
No matter where it had happened: either during
working hours or outside, in addition to the fact
that this person is in a wheelchair, the only thing
he receives from the state is a miserable pension
and many other problems such as loans, a place
to live, mortgage, rent, et cetera. The system does
not offer him another chance to continue his ac-
tivity with the maintenance of the police rank and
a possibility to go further in his career because he
is no longer fit to go out for professional interven-
tions according to the statute.

In such cases, there should find some
ways to support and valorize the capacities of
these officials which would allow them to con-
tinue their activity in the system in other activ-
ity areas that do not necessarily require their
physical presence in the intervention place.
Also, if we refer to the above-mentioned exam-
ple, the employers can create reasonable ad-
aptation conditions for the employees’ specific
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exemplul de mai sus, angajatorii pot crea masuri
de adaptare rezonabild specifice necesitatilor
angajatilor. Tindnd cont de fluctuatia de cadre
in sistemul MAI din ultimii ani, ar fi oportuna
revizuirea unor conditii de incadrare in sistem
pentru functionarii publici cu statut special.

Din pdacate, chiar daca este o tema foarte
actuald, dar Inca neinteleasa pana la capat, no-
tiunea de egalitate de sanse nu se refera doar la
implicarea femeilor in toate domeniile statului.
Egalitatea de sanse poate fi asociata cu accepta-
rea diversitatii In gestionarea unui sistem insti-
tutional, cum ar fi domeniul afacerilor interne
al statului, deoarece diversitatea poate contri-
bui la atragerea fortei de munca profesionis-
te, indiferent de convingerile religioase, etnie,
rasa sau conditia fizica a persoanei.

Este adevarat ca conditiile de Incadrare
in sistemul MAI sunt destul de rigide, insa prin
acceptarea diversitatii s-ar putea schimba ati-
tudinea societatii civile fata de politie, sporind
increderea si imaginea pozitiva a politiei si de-
venind garantia prestatiilor calitative ale func-
tionarilor publici cu statut special in raport cu
societatea civila.

5. Rolul managerilor in implementa-
rea politicilor nediscriminatorii.

Pornind de la definitia managerului,
acesta este persoana care asigura gestionarea
unui anumit sector al unei entitati publice sau
private, indeplinind functii manageriale si de
executie. Este foarte important sa intelegem ca
prin atitudinea sa, managerul poate influenta
pozitiv sau negativ domeniul In care activeaz3,
reiesind din profilul si specificul institutiei.

De-a lungul timpurilor, diferiti psihologi
ca K. Lewin si colaboratorii sai, R. Lippit si R.
K. White, Rensis Likert si altii au incercat sa
identifice modalitatile de conducere ale mana-
gerilor, atribuindu-le anumite stiluri de activi-
tate. Mentionam ca in literatura de specialitate
intalnim numeroase clasificari ale stilurilor de
conducere, In functie de anumite criterii si de
relatia manager-subordonat.

De exemplu, psihologul american Re-
nsis Likert a oferit o clasificare a stilurilor de
conducere prin prisma comunicarii, care sunt
aplicate de catre manageri, si anume: autoritar-
opresiv, democrat-consultativ, democrat-par-
ticipativ, permisiv (laissez-faire). Denumirile

needs. Considering the staff fluctuation in the
system of the MIA in the last years, it would be
opportune to revise the engagement conditions
for the civil servants/law enforcement agents.

Unfortunately, though it is a very up-to-
date subject, it is not understood till the end.
The term equal opportunity does not refer only
to women'’s engagement in all activity areas of a
state. Equal opportunity can be associated with
the acceptance of diversity in managing an insti-
tutional system as internal affairs because it can
contribute to the attractiveness of professional
working power regardless of religion, ethnicity,
race or physical condition of a person.

Indeed, the engagement conditions in the
system of internal affairs are rigid. The admis-
sion of diversity can change the attitude of the
civil society towards the police, enhancing, in
this way the positive image of the police and
creating a trustworthy system which can be-
come the guarantee of quality services of the
civil servants/law enforcement agents con-
cerning civil society.

5. The role of the managers in the
implementation of the non discriminatory
policies.

Starting with the definition of the term
manager, it is the person who ensures the man-
agement of a particular area of a public or pri-
vate entity and accomplishes both managerial
and other job tasks. We need to understand
that, emerging from the institution’s specific
activity through their attitude, the managers
can influence the activity area they deal with
both positively and negatively.

Throughout time, various psychologists
such as K.Lewin and his colleagues, R.Lippit si
R.K.White, Rensis Likert and other specialists
have tried to identify the leading ways of man-
agers, assigning them different styles. We can
mention that in the literature of specialty, de-
pending on criteria and relationship manager-
subordinate, we can find numerous classifica-
tions of the leadership styles.

For example, the American psycholo-
gist Rensis Likert offered a leadership style
classification used by managers from the com-
municative perspective. These are oppressive-
authoritarian, consultative-democrat, demo-
crat-participative and permissive (laissez-faire).
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date de acest psiholog ne fac sa realizam ca. in
functie de stilul de conducere abordat de catre
manager, productivitatea organizatiei fie pro-
greseazd, fie regreseaza.

in urma analizei stilurilor de conducere,
stilul democrat-autoritar este binevenit in sis-
temul MAI, deoarece pe de o parte stilul demo-
cratic implicd competenta profesionald, com-
portament civilizat, harnicie, buna-credinta la
nivelul intregii echipe, colectivitati, iar pe de
alta parte, cand se cere o interventie urgents,
se poate recurge la stilul autoritar pentru a evi-
ta aparitia dezordinii la realizarea sarcinii.

In mod deosebit este important si con-
stientizam ca managerul are rolul prioritar de a
asigura un climat favorabil In colectivul pe care
il conduce, daca dorim calitate si productivitate.

Prin climat desemnam ambianta inte-
lectualad si morala care domneste intr-un grup,
ansamblul perceptiilor colective si al starilor
emotionale existente In cadrul organizatiei
[15]. ,Personalitatea” unicd a unei organizatii
influenteaza  semnificativ  comportamen-
tul colectiv al membrilor echipei. Climatul
organizational influenteaza indubitabil starea
de satisfactie a angajatilor, gestionarea starilor
de stres, calitatea prestatiilor, precum si rezul-
tatele obtinute. Putem spune ca calitatea clima-
tului este direct asociatd cu existenta comuni-
carii, managementului participativ, precum si
cu solutionarea conflictelor, sprijinul si contro-
lul din partea managerului.

Constatam din cele relatate anterior ca
managerul trebuie sd se axeze pe atragerea
specialistilor profesionisti, respectand toto-
data politicile publice care abordeaza diferite
probleme si implicd mai multe institutii.

Statul vine cu diverse politici publice, cu
ajutorul cdrora are loc implementarea meca-
nismelor 1n scopul optimizarii si eficientizarii
activitatii In anumite domenii de activitate.

Domeniul sistemului din care facem parte
noi, functionarii publici cu statut special, este cel
al securitatii si asigurarii ordinii publice. Chiar
daca aparent sistemul functioneaza bine, totusi in
urma unor evaludri s-au constatat niste carente
semnificative cum ar fi: mai putine femei angajate
n acest sector si incluziune insuficienta.

in perioada anilor 2015-2016, UN Wo-
men In Moldova impreuna cu OSCE si Institutul
pentru Securitate Incluziva (ISI), Washington

Following the analysis of leadership
styles, the democratic-authoritarian style is
welcome in the system of the MIA because:
on the one hand, the democratic style implies
professional competence, civilized behavior,
diligence, and good faith at the level of the en-
tire team, on the other hand, when an urgent
intervention is required, one can resort to the
authoritarian style to avoid the appearance of
disorder in the task accomplishment.

In particular, it is significant to be aware
of the fact that, if we wish for quality and pro-
ductivity, the manager’s priority role is to en-
sure a favourable climate in his team.

By climate, we mean the intellectual and
moral ambience reigning in a group, the collec-
tive perceptions of the emotional states that
exist within an organization [15]. The “person-
ality” unique of an organization influences the
collective behaviour of the team members. The
organizational climate undoubtedly affects the
employees’ satisfaction, stress management,
the quality of services and obtained results. We
can say that climate quality is directly associ-
ated with the existence of communication, par-
ticipative management, conflict management,
support and control on behalf of the manager.

From the earlier reported facts, we find
that the manager should focus on attracting
professional specialists while respecting the
public policies that address various problems
and imply more institutions.

The state comes with various public poli-
cies which facilitate the implementation of the
mechanisms for the activity optimization and
efficiency in certain areas.

We, law enforcement agents, are a part
of the system’s domain that provides public
order and security. Even if seemingly, the sys-
tem works, some significant deficiencies were
found as a result of some assessments, such as
fewer women engaged in this field and insuf-
ficient inclusion.

During the years 2015-2016, UN Women
Moldova, together with OSCE and the Institute
for Inclusive Security (IIS) Washington DC,
USA, realized an inter-institutional evaluation
which had as a priority objective identification
of the existence of the problems in the gender
dimension and on public order and security
and national defence.
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DC, SUA au desfasurat o evaluare interinstitu-
tionala care avea ca obiectiv primordial identi-
ficarea existentei problemelor pe dimensiunea
de gen si pe segmentele securitatii, ordinii pu-
blice si apararii nationale.

in rezultatul evaluirii, au fost identificate
dificultatile cu care se ciocnesc femeile, atunci
cand ne referim la implicarea lor 1n structurile
de securitate si aparare. De aceea, s-a mers pe
ideea elaborarii unui Program National de Im-
plementare a Rezolutiei 1325 privind ,Femeile,
Pacea si Securitatea” si a unui plan de actiuni cu
privire la implementarea acestuia la noi in tara.

Recomandarile cheie ale acestei rezolutii
se referd la: prevenirea violentei in conflicte,
negocierile de pace, protectia femeilor si fete-
lor refugiate, participarea politicd a femeilor.
Implementarea Rezolutiei 1325 privind ,Feme-
ile, Pacea si Securitatea” se bazeaza pe preveni-
re, protectie, participare si reabilitare.

In acest context, atat femeile, cat si bar-
batii care activeaza in cadrul MAI si care par-
ticipa la restabilirea si mentinerea ordinii pu-
blice la noi in tara trebuie sa constientizeze ca
femeile si barbatii sunt afectati de violenta si
discriminare de orice tip Intr-un mod diferit,
iar pentru cazuri de interventie prompta este
necesara instruirea corespunzatoare.

Concluzii. O problema majora la momen-
tul actual este fluctuatia cadrelor, fenomen care
se atesta in toate sectoarele de activitate ale sta-
tului, inclusiv in sistemul MAI. Mentinerea func-
tionarilor publici cu statut special cu experienta
joaca un rol foarte important in prestatia profe-
sionala. Rolul managerului consta in motivarea
acestor angajati de a ramane in sistem prin asi-
gurarea unui salariu decent, prin crearea condi-
tiilor bune de lucru, prin promovarea acestora
in cariera si prin dezvoltarea lor profesionala.

Consideram cain aceasta situatie ar fi opor-
tuna revizuirea unor conditii de Incadrare in sis-
tem pentru functionarii publici cu statut special.

Prin aplicarea politicilor nediscriminato-
rii in unitatea sau subdiviziunea pe care o con-
duce, managerul are posibilitatea sa identifice
eventuale probleme pe dimensiunea de gen sau
incluziunea in colectiv in procesul de recrutare,
din sursa interna sau externa, totodata contri-
buind la prevenirea sau eliminarea acestor ele-
mente si acordand sanse egale tuturor candida-
tilor sau angajatilor.

Prin urmare, scopul politicilor nediscri-

As a result of this evaluation, there were
identified the difficulties that are faced by the
women when we refer to their implication in
the security and defence structures. That is
why it was adopted the idea of elaboration of
a National Program of the Implementation of
the Landmark Resolution 1325 on “Women,
Peace and Security”.

The key recommendations of this reso-
lution refer to violence prevention in conflicts,
peace negotiations, protection of women and
girls refugees and women’s participation in
politics. The implementation of the Landmark
Resolution 1325 on “Women, Peace and Secu-
rity” is based on prevention, protection, par-
ticipation and rehabilitation.

In this context, both women and men
who work within the MIA, who participate in
restoring and maintaining public order in our
country, must be aware that women and men
are affected by violence and by any other types
of discrimination differently, and that is why
it is necessary an appropriate training for the
cases of prompt intervention.

Conclusions. At the moment, a sig-
nificant problem is the human resources fluc-
tuation, a phenomenon attested in all activity
fields of the country, including the system of
the MIA. The preservation of experienced law
enforcement agents plays an important role in
professional performance. The manager’s role
is to motivate these employees to stay in the
system by providing them with a decent salary,
creating good working conditions and promot-
ing them in their career and professional devel-
opment.

We consider that in this situation it
would be opportune to review the engagement
conditions for the law enforcement agents in
the system.

By applying the non-discriminatory poli-
cies in the units or structural units, the man-
ager can identify eventual problems in the
gender dimension of inclusion in the team in
the recruiting process, either from the internal
source or from the external source, contribut-
ing at the same time to the prevention or elimi-
nation of these elements and providing equal
opportunities to all candidates or employees.

Therefore, the non-discriminatory policies
aim to enhance the quality of the activity and im-
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minatorii este de a spori calitatea activitatii si age of the police in society, through good prac-
imaginea politiei in societate, prin schimbul de tices exchange at the national and international
bune practici la nivel national si international, levels, by promoting equality and not least, by at-
prin promovarea egalitatii si, nu in ultimul rand,  tracting a dedicated and qualified staff.

prin atragerea unui personal dedicat si calificat.
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