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Abstract 

Theorists have designed over time the essential coordinates for human motivation, however, there are a 
number of differences between women and men in terms of, on the one hand, the interests, and on the other hand the 
skills, ability to work, level of dedication and so on. However, in addition to the delimitation criterion based on gender, 
later they can be identified differently from one individual to another, since each human being is different from his 
peers. Women's work is also in frequent occasions, differently appreciated from the one performed by men, and 
employee discrimination on the basis of gender is still present in some companies. The level of education, personality, 
areas of interest will be reflected differently according to gender analysis, and the existence of cultures and structures 
still "male" and "female", determines influences in the approach to human resource management 
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1. Theoretical framework 
 

Equality of chances and opportunity is promoted by the European strategies imposed by the European Union. 
The main goal is to harness the true potential at optimal level of female employees, the more as they are, according to 
Forbes studies, "half of the workforce, although so far have been concentrated in areas less paid, practicing professions 
as commercial workers, waiters, administrative assistants". 

Akerloff and Kranton [1] identify a number of differences between male and female employees, differences 
that underlie the concept of occupational segregation. Among them, the fact that women devote a part of life to 
motherhood and implicit assumption that they are less attached to employment or invest less in their careers, are listed 
as the main determinants of the allocation of lower wages for women, based on the perception of weaker skills [1]. 

Currently, the highest percentages in terms of segregation criteria are found in Estonia (32.2%) and Slovakia 
(30.2%), while the lowest rates are Greece (22.4%) and Romania (23.3%) [14]. 

We can therefore speak of segregation on the grounds of gender, which requires employees of a particular 
gender to focus in specific different sectors, resulting at the same time several wage differences. This is also called the 
horizontal segregation, but we can identify a vertical segregation, consisting of gender differences in the hierarchy of 
an organization, still frequent in organizations belonging to all sectors of the economy [15]. 

Vertical segregation was noticeable in the past through a smaller number of women in leadership positions, but 
last thirty years have contributed heavily to the empowerment of women and their implicitly acceptance by society and 
collectively as an equal of men, while continuing to carry out, in addition to the latter, unpaid work in the household 
[8]. 

Also Bergmann [3] states that male employers "are against the employment of women in certain professions 
and can conspire to not allow women to occupy positions well paid, reserving the gains for other men." We can also 
identify in this case, a sharp discrimination on grounds of gender. And although the background of modern society, the 
general mentality or ideas popularized worldwide, resulted in a growing homogenization of the percentage of women in 
various fields, however we can identify sectors, organizations or professions incompatible in some respects with one of 
the two types [3]. We therefore find that the share of male / female employees are different from one case to another, 
the industry being still predominantly male, while education and health are sectors awarded to a greater extent by 
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women. Anker [2] speaks, moreover, of a mismatch index, defined as "an amount between the minimum proportion of 
women and the minimum proportion of men who should change their profession so that the proportion of women to be 
identical in every profession", indicator which is used in order to carry out the comparisons in the different regions or 
countries. 

In the past, the labor market proved to be more restrictive in terms of integrating women. With the opening of 
borders, however, and an increasingly professional involvement of women [2], the level of professionalism has also 
increased among them, although some men positions are valued at the expense of women, despite their training. We see 
therefore, often, a fairly high level of subjectivity, both in terms of assessing the value of work performed by women, 
as well as the assessment of an individual qualities and characteristics. 
Specialized studies (MacLachlan, 1988; Moir, Selby-Smith) indicate a number of other units for measuring the level of 
occupational segregation, among the indicators used being also the share of population that should professionally 
reconvert to establish a balance between genders and professions, the share of women employed in certain areas, 
calculated from the total female individuals who would be included in these areas by ignoring the effect of gender 
segregation. 
 
2. Elements encouraging occupational segregation in the society of XXI century 
 

Aspects that aimed at analyzing the dimensions of occupational segregation in Romania in the XXI century 
cover a wide range of causal factors, including those below (European Commission, Eurostat) [14]: 
- The size of responsibilities, both professional and especially ones regarding family; 
- Labor market segmentation; 
- The mentality; 
- Stereotypes place in society; 
- The level of investment; 
- Quality of work; 
- Subjective preferences; 
- Organizational culture. 

The ensemble of individual characteristics by gender, recommending individuals for a particular job are shown 
compared in the following table: 
 

Table no. 1 - Individual characteristics by gender 
WOMEN MEN 
Main competencies Main competencies 
- More developed verbal skills 
- Empathy  
 

logical expression skills (Maccoby and Jacking, 
1974) 
 - Higher mathematical skills (Jones, 2008) 

Areas/domains/occupations Areas/domains/occupations 
- tailor 
- Education 
- Health (particularly nurses, pharmacists etc) 
- Culinary professions 
- Professions in tourism and hospitality Croitorie 

- professions with mechanical specific (England et 
al, 1982) 
- doctors 
- Lawyers 
- Agricultural professions 
- Engineering professions 

 
According to studies that promote equality between women and men, female occupations represent about 11% 

of all occupations. However, women began to evolve in their careers, promoted alongside the phenomenon of gender 
empowerment, occupying management positions and others that require a higher level of training (according to 
Forbes), currently reaching to predominate also in some professions that were previously distributed only to male 
employees. Today, in financial and accounting jobs we mostly find women, statistical studies showing that "women 
acquire three bachelor's degrees at every two obtained by men," thus surpassing them at the chapter education. They 
also represent more than half of the existing financial managers at this time (54.7% according to Forbes), nearly 60% of 
budget analysts or agents insurers. Women are also prevalent, particularly in areas categorized from the beginning as 
being more "soft", such as human resource management (where the proportion of women managers reaches almost 
70%), managers of communication, negotiation, event-planners. 

Medical field is no longer a barrier for the development of women, although the occupation was listed as 
rather dedicated to men employees. We therefore witness, in the context of globalization, a reversal of the situation of 
the initial allocation of professions, an idea reinforced in terms of recent sociological studies in the field and the 
distribution of income in the family [1]. 
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The biological differences, perhaps the most striking and conspicuous, caused by differences over time in the 
distribution of tasks, gradually leading to a gender division of labor, with the evolution of technology differences began 
to decrease but women began to be employed in more demanding jobs or which thereto were distributed to men. 

According to Eurostat statistics [14], women receive fewer hours of professional development than their peers 
of the opposite gender, although in terms of appearance rendering tasks over ordinary working hours is found in both 
sexes. 

Regarding the propensity of individuals to a particular profession or to a specific category of work, this is 
manifested as early as during studies (Rosen, 1986). 
 
3. The case of Romania – demographic evolution, occupational segregation and the effects on 
human resources management 
 

According to data provided by the National Statistics Institute [13], the active population in Romania 
registered a downward trend over the years, ranging from 10.041 million people in 2006 to 9,868,000 in 2011. This is 
due primarily to the large volume of migrant phenomenon that Romania is facing at a growing level. The situation 
reflected in the following table presents the same trend both in terms of gender criterion and that of the residence - 
urban or rural. 

Tabel no. 2 – Structure of active population 

  2006 2007 2008 2009 2010 201
1 

              

 thousand persons 
Active population         

Total 10041 9994 9944 9924 9965 986
8 

By gender        Male 5526 5515 5526 5524 5549 5457 
Female 4515 4479 4418 4400 4416 4411 
By residence           Urban 5595 5494 5471 5475 5538 5563 
   Rural 4446 4500 4473 4449 4427 4305 
Occupied 
population        

Total 9313 9353 9369 9243 9240 913
8 

By gender        Male 5074 5116 5157 5100 5112 5026 
Female 4239 4237 4212 4143 4128 4112 
By residence           Urban 5115 5072 5101 5032 5032 5072 
   Rural 4198 4281 4268 4211 4208 4066 

Source: National Statistics Institute 
 

We believe that the effects of occupational segregation phenomena on human resources management in 
Romanian organizations can be approached from two perspectives as following: 
- A1 – the Input criterion 
- A2 – the output criterion. 

We refer to the first criterion in terms of inputs, including, on the one hand the organizational climate and 
organizational culture, level of education, job satisfaction, and especially the aspect regarding staff motivation 
(Albrecht, 1979). The criterion of motivation is generally one that cannot be numerically measured, except for the 
aspect promoted by the theories of Taylor, according to which the main element of motivation is the salary level. 
Various authors have formulated over time a number of theories that capture motivation in its various aspects, from 
motivation though salaries – Taylor [4], to motivation through the diversity of work - Mayo [9, 10]. 

We consider outputs, on the other hand, including here the concepts of efficiency (Hamid, 1993), effectiveness 
or performance, both in terms of quality (Gilbert, Cordey, 1996), and quantity. 
 
A1. The input criterion 

If we analyze the evolution of gross monthly average earning, by ownership, according to data for the years 
2011 - 2012, we can conclude the following: [7] 
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- With regard to enterprise size classes, we identify a general tendency for wage growth, both in terms of total and 
gender distribution. 
- However, the salary will be in all cases, higher in terms of men, also if we talk in terms of size of the enterprise. Most 
of the large companies offers higher salaries compared to SMEs. 
- Data related to the type of property (public / private) provide us basic information, namely that private companies 
offer lower salaries than those in the public sector. The general trend, however, is kept here, women gaining rewards 
with much lower wages than men. [7] 
- From year to year we record a growth, which shows that the management, in order to reward employees' efforts, 
appealed to this stimulation strategy. 
 
A2. The output criterion 

“The evaluation system assures the link between the reward the employee hopes to receive and the 
productivity he carries, the normal sequence being: productivity – performance evaluation – feedback / reward. If one 
of these elements is missing or incorrectly defined, the employees do not get the rewards they deserve. Performance 
evaluation allows salary increases for merits and not based on seniority” [11]. 

Providing human resource performance is achieved through the harmonious blending of theory with practice 
[5]. 

According to data provided by official sources, between the years 2010 - 2012, the overall economic 
performance of enterprises in the Western Region have not changed very large, main coordinates being the following 
[12] : 

- Turnover on SMEs recorded the following values: 34.1 million lei in 2010, 32.6 million lei in 2011, 45.5 
million lei in 2012, noticing a significant increase, due to higher total number SMEs. In 2010, the average 
turnover per company was 588906 lei, falling to 570,798 in 2011, making 2012 a distribution of 784,889 lei 
per company, due to higher total turnover. Compared to the national average, the Western Region is below this 
level throughout the period mentioned, the national average of 901,118 recorded in 2011 and 1,018,378 in 
2012 [12]. 
- Analyzing the results of microenterprises, we identify the same trend of growth in turnover, from a total of 
12,200,000 thousand in 2010 to 16,700,000 thousand in 2012, due to a minor increase in the number of 
microenterprises, from 53,056 in 2010 to 53,132 in 2012. The average turnover per firm increased from 
229,900 in 2010 to 314,300 lei in 2012, while the national average turnover reached the following values: 
398,400 in 2010 and 387,700 in 2012. 
- Small enterprises showed lower values of these indicators. Turnover for the year 2010 was 11,700,000 
thousand, increasing to 12.2 million lei in 2011 and 14,200,000 thousand in 2012. The average per firm was 
2,876,800 lei in 2010 while the number of companies was 4067, the year 2011, ending with a number of 3977 
small businesses, with a result of 3.067 million lei per enterprise. The turnover in 2012 was 3,485,500 lei, 
corresponding to a total of 4,074 enterprises [12]. 
- Medium sized enterprises gathered a value of 10.2 million lei in turnover at the beginning of the review 
period, corresponding to a total of 781 companies and an average of 13 060 thousand per company. 2011 was 
characterized by a reduction in turnover regional 8,680,000 thousand, corresponding to a total of 728 
companies, an average of 11 923 thousand per company. Data for 2012 indicate a value of 14.2 million lei at 
the regional level, with an average of 3485.5 thousand per company, corresponding to a total of 4,074 
enterprises. 
- The conclusion therefore is that the peak of the economic crisis, marked by the year 2011, expressed 
influences on business, reflected in their economic results. The year 2012 represents the beginning of a 
recovery, as reflected in higher turnover or number of enterprises [12]. 
Beyond the turnover, the net result of business activity is an indicator of performance evaluation overall, the 

structure of profitable companies in the Western Region being illustrated in the following table: 
 

Table no 3 – Structure of profitable enterprises in the Western Region 
Western Region 2010 2011 2012 
Number of profitable microenterprises 20.251 19.127 18.699 
Regional structure of profitable microenterprises 9,11% 9,15% 9,09% 
Number of profitable small enterprises 2.639 2.687 2.745 
Regional structure of profitable small enterprises 9,12% 9,26% 8,94% 
Number of profitable medium sized enterprises 604 556 593 
Regional structure of profitable medium sized 
enterprises 

9,98% 9,18% 9,69% 

Total profitable companies 23.494 22.370 22.037 
Regional structure 9,13% 9,16% 9,08% 
Source: author’s own processing on the information available in the White Chart of SMEs, editions 2011, 2012, 2013 
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We conclude therefore that the number of profitable companies is extremely low compared to the total of 

enterprises. Thus, in 2010, of 53,056 microenterprises, only 20,251 have registered profit, trend followed in subsequent 
years, the gap being even greater in 2012, when, from 53 132  microenterprises, only 18,699 have registered profit [12]. 

For small businesses, a percentage higher than 50%, recorded profit in all years of analysis, with 
improvements in medium-sized enterprises, where 604 companies from 781 in 2009, 556 of the 728 or 593 of 764 
registered a positive result. The contribution of the Western Region in total national contribution is the lowest 
compared to other regions of development, the average of 9% being found throughout the period analyzed, and for all 
categories of SMEs. 

When discussing the number of profitable enterprises, however, it is important to mention the profit volume of 
these entities, the overall situation being found below: 
 

Table no. 4 Profit of the enterprises in the Western Region 
 Volume of the profit 

(thousand lei) 
Number of 
the profitable 
enterprises 

Regional 
structure of 
the profit 

Average profit per 
enterprise (thousand 
lei) 

Microenterprises     
2010 1.020.000 20.251 3,59% 50.368 
2011 951.000 19.127 3,20% 49.720 
2012 1.460.000 18.699 9,50% 78.079 
Small enterprises     
2010 661.000 2.639 7,00% 250.500 
2011 693.000 2.687 6,80% 257.900 
  2012 797.000 2.745 7,10% 290.346 
Medium sized 
enterprises 

    

2010 576.000 604 6,82% 953.642 
2011 472.000 556 5,16% 848.921 
2012 803.000 593 7,77% 1.354.132 

Source: The White Chart of SMEs, editions 2011, 2012, 2013 
 

The number of SMEs that have registered loss in the Western Region is decreasing, going from 30,430 in 2010 
to 24,848 in 2012, however the volume of losses is maintained at an average level during all years of analysis. The 
average values per firm are still upward, 2012 representing the highest level - 88,130 compared to 83,799 at the 
beginning. We can therefore identify an inverse relationship between the number of firms and the average loss because 
while the first indicator decreases, the other increases over the period. 

The economic and financial performance of SMEs can be quantified in terms of distribution of companies by 
turnover or expenditure aimed at labor efficiency, both nationally and regionally. Thus, SMEs can divide into several 
groups by size turnover. Western Region does not follow the same trend as the national level. The first group, under 2 
million, is experiencing a decline in the total number of businesses, from 57,162 to 57,052, along with a general 
increase in other categories, with an additional 15.86% (for enterprises with a turnover between 2 and 10 million) and 
116% for those with a turnover of between 10 and 50 million. Most remarkable growth in enterprises with a result of 
over 50 million, which, if the start of the period found a single company in 2011 we are witnessing an increase, this 
level of turnover is achieved 5 economic entities SME. 
 

Table no. 5 Distribution by class of turnover 
  Under 2 mil. 

Euro 
2-10 mil. euro 10-50 mil. euro Over 50 mil. 

Euro 
Total 

National       
Number of 
enterprises 

2010 601.418 8.280 1.329 115 611.142 

 2011 601.257 8.704 1.429 136 611.526 
 2012 608.204 9.489 1.731 189 619.613 
Structure % 2010 98,411% 1,35% 0,22% 1,019% 100% 
 2011 98,32% 1,42% 0,24% 0,02% 100% 
 2012 98,17% 1,52% 0,28% 0,03% 100% 
Dynamics % 2010 92,7% 75,7% 72,5% 65,7% 92,32% 
 2011 99,97% 105,12% 107,5% 118,3% 100,06% 
 2012 101,16% 108,09% 121,13% 138,97% 101,32% 
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Western Region 2010 57.162 687 54 1 57.904 
 2011 56.375 698 40 0 57.113 
 2012 57.052 796 117 5 57.970 

Source: White Chart of SMEs, editions 2011, 2012, 2013 
 
4. The results of the study and conclusions based on data analysis 
 

In the period September-October we carried out a study on a sample of 18 SMEs, all in the city of Resita. The 
field of activity was chosen to be in the domain of services and the total sample was determined in terms of quality, 
based on a structure of the following levels: 
- SME category (medium sized enterprise, small business, microenterprises) 
- Experience in the field – activity on the market (under 5 years, 5-10 years, more than 10 years) 
- Gender of the manager (male, female). 

The main objective of the study was to determine the correlation between wage levels and performance on the 
part of company managers analyzed. Secondary endpoints materialized in a number of 8 questions addressed to 
managers / staff management, were: 
- to identify the most significant stimulus for generating performance among employees; 
- to identify the extent to which wage levels encourages a more active implication in carrying out assigned tasks; 
- Establishing rules for granting bonuses in the company; 
- to identify the degree of job stability in the companies concerned; 
- to determine the main ways to reward overtime spent at work; 

In the course of the study, we concluded that: 
1. In most cases, there is a significant correlation between wages granted and the performance generated. Thus, 
managers are aware that a higher salary motivates employees to perform more valuable work. 
2. From the stimulus that management considers to be most efficient in terms of individuals, we must remember the 
following: the flexibility of the program, the opportunity to recover the hours spent at work overtime, bonuses given 
occasionally, as the awards granted during the holidays. However, managers recognize the lower level of the latter, as 
well as granting them at a lower frequency in recent years, which is generated mainly by the economic crisis. 
3. As regards the fluctuation on the job, it varies from one enterprise to another, with two extreme cases: first we can 
talk about high stability and automatically broadcast a small change in personnel, a phenomenon encouraged by the 
economic context. Currently, when jobs are unsafe, individuals are willing to perform the same tasks for a lower 
remuneration or extra work for the same amount, to prevent job loss. On the other hand, we can identify situations 
where the post is one large fluctuation, disgruntled employees or wage levels or conditions of business, leaving a short 
time after employment. 
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