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The article aims at identifying the aims of applying performance 
management in agricultural organizations.  In order to do so the article 
shows the general aspects of using performance management in 
agricultural organizations, analyzes the organizational pattern of 
performance management and states the three aims of applying 
performance management in this type of organizations.   
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1. USING PERFORMANCE MANAGEMENT IN 
AGRICULTURAL ORGANIZATIONS 

Thanks to present thorough social changes of a technical, economic 
and social character which take place in the entire Romanian economy and 
implicitly in the agricultural field, human resources and their management 
are extremely valuable especially as Romania is highly important as far as 
labour force in agriculture is concerned − 29,7%* of the total amount of 
labour, which obviously outdistances it from the countries with a developed 
agriculture where the persons involved in this field are far below 10% 
regarding the total work†. However, this importance is facing a decreasing 
trend, as one can see in graph no. 1. 

                                                
∗ Pitesti University, Romania 
 

* http://www.insse.ro/cms/files/pdf/ro/cap3.pdf 
† Accents of agricultury activities and the significance of human resources management, 
http://www.contabilizat.ro/file/cursuri_de_perfectionare/ 
economie_generala/Sociologie%20economica%20rurala/cap5.pdf 
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Graph no. 1: The importance of labour force in agriculture between 

2001 and 2006 
Source: Romanian Statistic Annual 2007, www.insse.ro 

 

The attempt of using modern work systems intensifies the task of the 
agricultural worker who becomes from a mere performer a decisional 
element in using complex equipment on the basis of an informational 
system.  
 The efficient use of the human resources in the agricultural activity 
refers to both the increase of the labour occupancy rate in the rural area and 
to the achievement of an optimum rate between work productivity and 
rewarding of the agricultural workers, may it be about employees of the 
trading companies or of other agricultural units or the family labour force. 
The essence of the human resources management within the agricultural 
units is that of ensuring a more rapid increase of the turnover in comparison 
with the wage fund and the more rapid evolution progress of the work 
productivity as against the average wage. 

There are, at present, at the level of agricultural workings* and of 
agricultural units a range of technical, economic, and financial factors which 
influence in a negative way the increase of the agricultural worker 
productivity. At the same time, the difference between increasing the work 
productivity and the wage must be dimensioned by the managers and 
experts of the agricultural units taking also into account the decrease of 

                                                
* Accents of agricultury activities and the significance of human resources management, 
http://www.contabilizat.ro/file/cursuri_de_perfectionare/economie_generala/Sociologie%2
0economica%20rurala/cap5.pdf 
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prodctivity in the non-agricultural fields and the income distribution 
methods. Thus, “incorporating the great majority of the agricultural 
productivity increase in one’s own wage fund decreases the availability of 
income subject to redistribution and, in this way, it imposes an increase of 
the wage fund in the non-agricultural fields which do not focus on material 
values; as the effect felt by the agricultural workers regards inflation and the 
fast price rise, the increase of remunerating the labour force becomes from a 
premise of increasing the living standard in one which leads to its 
deterioration.”*. 

In order to counterbalance all negative effects one should use 
performance management in agricultural units. This type of management is 
used to ensure correlating the employees’ activities and results with the 
company’s objectives. 

 This means mentioning those activities and results directly involved 
in the successful implementation of the strategy. For example, durable firms 
(which are not diversified) tend to use the assessment systems based on 
subjective estimations (not formalized) of the managers’ performances. This 
originates in the fact that those above the first line of managers have 
extensive knowledge about how the tasks should be fulfilled. On the other 
hand, the firms with diversified activities tend to use a quantitative form of 
assessment (formalized) of the managers’ results as top managers have less 
knowledge regarding how junior managers should do their job†. 

 In a similar manner, the executives, who have extensive knowledge 
about behaviours that lead to adequate performances, use the performance 
management systems for assessing their subordinates’ behaviour. 

 However, when these types of behaviour are not clear to managers, 
they tend to focus on objective assessment of their subordinates’ results.  
 In many companies, performance management‡  is viewed as a 
performance assessment process, which, most of the times, consists in the 
manager’s organizing some official assessment and feedback meetings. 
Results are assessed once in 3/6 months and eventually decisions are made 

                                                
* Popescu, G., Agrarian politics topics, Bucureşti, ASE, 2001, p. 195. 
† Raymond A. Noe, John R. Hollenbeck, Barry Gerthart, Patrick M. Wright, Human 
Resources Management. Gaining a competitive advantage, a Time Mirror Higher 
Education Group, Inc. Company, 1997, p. 196. 
‡ Popescu A., The manner distinction regarding performance management, Centrul 
Parteneriat Pentru Egalitate, 2006, p. 4 
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regarding rewarding or wage increasing. The assessment process is based on 
a range of more or less defined criteria which, in many companies, are the 
same for all employees irrespective of their position, activity field or 
hierarchical level. In some companies there have been applied assessment 
systems of the type 3600 which are based on the same principles. What they 
assess are values, attitudes or results which they consider to show the high 
level of performance of an employee occupying a certain position.   
 

2.  THE ORGANIZATIONAL PATTERN OF PERFORMANCE 
MANAGEMENT. 

For an extended period of time, researchers in the organizational 
psychology and human resources management field viewed performance 
assessment as a technical method. The aim of the performance assessment 
system was a valid and correct measurement of the employee’s individual 
performance. 

 
 Figure no. 2 - Pattern of Performance Management within the 
agricultural organizations 
 Source: adapted from Raymond A. Noe, John R. Hollenbeck, Barry 
Gerthart, Patrick M. Wright, ibid, a Time Mirror Higher Education Group, 
Inc. Company, 1997, p. 197. 
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As illustrated in figure 2, the individual characteristics – 
qualifications, abilities etc. - represent the raw material in the case of 
performance. For example, for a position in sales, an agricultural 
organization prefers somebody who knows the products well and has good 
communication skills. These qualities are converted in objective results by 
means of the individual behaviour. They can behave differently only if they 
have knowledge, abilities, qualities, and other necessary characteristics. 
Thus, the employees who know the products well and have communication 
skills can show the advantages of different products and can behave in a 
friendly, useful way (they do not have to behave in such a manner, but they 
can). On the other hand, those employees who know little about products or 
do not have the necessary abilities cannot behave efficiently. The objective 
results are the tangible and measurable materialization of work and 
represent the consequence of the employee or the team’s behaviour.  

In the above example, if a sales agent from an agricultural 
organization has the adequate behaviour, he/she will probably be 
responsible for a significant amount of sales. 

Another important component of the performance management pattern 
is the agricultural organization strategy. The relation between performance 
management and the agricultural organization strategies and objectives is 
often neglected.  Most of such companies follow a certain type of strategy to 
achieve objectives regarding income, profit and market quota. Divisions, 
departments, teams and individuals within the company must correlate their 
activities with these strategies and objectives. If they are not correlated, the 
probability of fulfilling objectives decreases. How is this correlation 
(relation) achieved within agricultural organizations? First of all, by 
specifying what should be achieved and what types of behaviour should be 
adopted for the implementation of the strategy in the agricultural company. 

It is known that this relation is getting more and more necessary as the 
popularity of the performance planning and assessing systems increase.  
These systems try to make a connection between the performance formal 
assessment system and the company’s strategies, mentioning from the very 
beginning of the assessment period the types and levels of performance that 
need to be used in order to make this strategy work.   

Finally, in the above pattern, the way the circumstantial restraints 
always interfere with the performance management system is very 
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suggestively illustrated. As previously presented, an employee of an 
agricultural organization may possess the necessary abilities and still not 
have the expected behaviour. Sometimes the organizational culture 
discourages the employee to carry out efficient activities. The team 
conditions often establish what a member should do and what types of 
results he/she should have. In other cases, some people are simply not 
motivated to have an adequate behaviour. This often occurs especially when 
employee do not believe that their behaviour will be rewarded by an 
increase in salary, promotion, etc. There are also cases when, although 
people have an adequate behaviour, concrete results are not materialized. 
For example, an extraordinary sales agent of an agricultural organization 
cannot achieve a large amount of sales because the economy is facing a 
crisis, and people simply do not buy. 

Thus, as it is noted in figure 2, employees must possess certain 
characteristics to have certain behaviour and results. To achieve the 
competitive advantage, the characteristics, the types of behaviours, and the 
results must be correlated with the company’s strategy. It is also important 
to notice that how circumstantial restraints within the work environment 
often prevent employees from achieving performance. 

 
3. THE AIM OF APPLYING PERFORMANCE MANAGEMENT IN 

AGRICULTURAL ORGANIZATIONS. 
 There are three types of aims of applying performance management 
in agricultural organizations: strategic, administrative and development. 

a. The strategic aim  
First of all, a system of performance management in agricultural 

organizations must correlate the employees’ activities with the company’s 
objectives. A first method of implementing the strategy is by defining the 
results, the types of behaviour, and, to a certain extent, the necessary 
characteristics to make the strategy work. The second method implies 
developing measurement and feedback systems that will maximize the 
extent to which employees use their abilities, behave and produce results. 
To achieve the strategic objective, the system must be flexible because 
when strategies and objectives change, the employees’ results, types of 
behaviours and characteristics change to the same extent. However, 
performance management systems do not manage to achieve this aim. In 
1985, a study showed that 13% of the firms in question use the performance 
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management system to communicate the firm’s objectives. Moreover, a 
recent research, done by human resources experts, which refer to the aim of 
performance assessment did not manage to insert any questions regarding 
the extent to which is correlated with the company’s strategic objectives. 
However, many systems are oriented towards achieving administrative and 
development aims. 
         b. The administrative aim 

The agricultural firms use information from the performance 
management (mainly performance assessment) when making numerous 
administrative decisions: distributing salaries (their increase), promotion, 
keeping the employees, firing the employees, and individual performance 
rewarding. Irrespective of the importance of this decision, many managers, 
which represent the information source, consider performance assessment a 
necessary evil, something that must be done to fulfil tasks. They feel 
embarrassed when evaluating the others and when communicating their 
assessing results to them. Thus, they tend to over evaluate everybody, or at 
least evaluate them in the same manner, which makes the information 
regarding performance assessment become partially useless. For example a 
manager states: “I do not conceal the fact that when I evaluate a 
subordinate, I stop and think of the consequences – implications of my 
decisions with the respective individual and his future activity in the 
company. Call it policy approach, a discretionary use of the manager 
position, but, in the end, I have to work with him/her and I do not intend to 
evaluate an individual without considering the consequences”*. 
 c. The aim of development (of the employees) 

The third aim of the performance management in agricultural 
organizations is developing the efficient employees. When results are not as 
expected, performance management tries to improve them. The feedback 
given during the assessment process often focuses on the employees’ 
weaknesses. Ideally, performance management does not identify only 
deficiencies, but also their causes – for example, a qualification deficiency, 
a motivation problem, or any other impediment preventing the employee 
from having the desired results.  Managers often refrain from 
confronting the employees with poor results. These confrontations, though 

                                                
*Longenecker C., Behind the Mask: The Politics of Employee Appraisal, Academy of 
Management Executive (1987), p. 183. 
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necessary in the process of making the team work efficient, lead to tensions 
within the work environment. Giving good scores to all employees enables 
managers to diminish these conflicts, but, in this case, the purpose of 
developing the performance management is not fully accomplished. 

 As a conclusion, the objectives of an efficient performance 
management in agricultural organizations aim at correlating the employees’ 
activities with the company’s strategic objectives, provide useful and 
genuine information about making administrative decisions regarding the 
employees and give the necessary feedback for the employees to develop. 

Fulfilling these three objectives is essential for gaining competitive 
advantage by means of the human resource, and an important step for the 
performance management is taken by thinking of methods to assess 
performance. 
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