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 Abstract: In the context of a competitive economy, human resource is 
seen as a strategic resource of organizations, either we talk about private 
sector institutions, or institutions of the public field. The approach of this 
article is related to the rationalization of selection and recruitment 
activities just to remove the non-professionalism existing in the public 
administration system. 
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INTRODUCTION 
        Human resources are essential among the resources available for the 
organization to conduct business in order to reach the proposed objectives.  
In addition to natural, material and financial resources, human resources 
materialized by the employees working within such organization, are those 
which revaluate the other resources, causing their rational use, as well as 
their conversion into goods and services required by the society.  
We can state that human resources is the only factor of production able to 
create new values, especially since part of them ensures the coordination 
and management of the entire economic and social life. 
         It is estimated that the main issues related to human resources 
management are the following: 

- providing the required number of employees; 
- employment of competent employees, professionally well- trained in 

accordance with job requirements, in the existing vacant positions;   
- an appropriate wage system which should also determine a material 

motivation of the employees; 
- ensuring the mobility of employees within the organization by 

creating conditions for their evaluation and promotion; 
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- stimulating the creative potential of employees and creating a work 
climate favorable for getting performance; 

- integration within the organization and providing conditions 
enabling the development of each employee’s personality; 

     The objectives of the management on human resources also involves 
the creation of necessary structures in order to solve those problems. In 
this regard, there have been created and developed labor compartments 
within which are employed specialists in the field of  labor resources, 
designed to settle unitarily at organizational level, all issues related to 
this resource by adapting the methods and tools used in the specialty of 
activity taking place in that particular field.  

 
MATERIALS AND METHODS 

1. Planning human resources requirements  
       Human resource planning includes the analysis of current situation of 
labor within the organization, its development forecast, as well as a 
definition of policies for development of labor and recruitment of new staff. 
Simultaneously, there may be plans to precede the increase or reduction the 
number of personnel within the whole organization or in its various sectors, 
depending of the general strategy of the organization. The careful analysis 
in order to obtain an adequate human resources planning involves the 
achievement of a large strategy for the whole system focusing on the 
effective performing of the objectives of organization. 
The analysis of domestic labor supply should aim at the existing staff of 
employees with staff movements in an average period of time (3-5 years) 
with all their implications (departures, hiring, promotions, resignations, 
transfers, retirements, dismissals, etc..) and can provide a complex image of 
the available staff, its experience and usefulness, as well as the costs 
incurred in the period under review.  
According to existing realities and requirements, it is also done an analysis 
of external opportunities of the organization for attracting human resources, 
particularly in the new sectors of activity or where special expertise 
elements are needed. 
Thus, the introduction of computerization in the public administration led to 
a substantial reduction of the staff existing in the financial accounting 
system, design, monitoring and issuing of various permits. In exchange, 
there have been created positions which were inexistent 10 years ago, 
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aiming at the computer monitoring of budget implementation, creation of 
programs thereto, using design programs, maintenance of computer 
network, etc.  
Also, the public administration facing the decentralization of services or the 
developing of other services necessary for the community was forced to 
create new structures requiring skilled personnel in those areas where there 
is still obvious need for careful analysis and further training (public and 
private services administration, particularly roads, housing, water and 
sewerage network, protection of disadvantaged persons, collection of local 
taxes and fees, etc). This results because the various structures that are being 
created in the local public administration, ordered by law that, once entered 
into force must be carried out, the time required to create the organizational 
framework being usually very reduced (30-90 days). Or, the human resource 
planning is the first step in the process of completing the staff within an 
organizational structure. 
Most important to point out is that in the public administration system many 
of these structures periodically appear and disappear, depending on the 
political program of the parties in office. It is very important not to create 
jobs and to engage people “for a mandate”, but that there should be that 
continuity very necessary in the administration with changes required by the 
development of the economic and social life and according to which it can 
be made a forecast of the future status and a human resources planning in 
this area.  
  

2. Staff recruitment, selection and evaluation 
 

       Staff recruitment is a process for the identification and attraction of 
persons having proper characteristics for the remaining available positions 
in the structure of the organization. The recruitment should be organized in 
such a way as to be possible the provision in a timely manner of categories 
of staff needed to achieve the settled objectives. A unitary concept on 
recruiting employees must consider several requirements such as: 

- numerical and qualitative provision of employees required for the 
organization; 

- achieving a reasonable relation between the different categories of 
employees; 
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- a high stability of the employees’ positions and reduction of 
employee turnover.  

         The public administration still faces with a difficult heritage in this 
respect, that of the civil servant accustomed to blindly execute whatever it 
was ordered in an excessively centralized system. Recruitment of new 
people with a good training and initiative often proves to be difficult, taking 
into account that the pay system has never been attractive. Romanian 
schools have only recently begun to train university-graduated specialists in 
the public administration field, maintaining an acute lack of specialists in 
the field. This is also in the context of invoking the need for experience as a 
main advantage in an area where activity has undergone essential changes 
that totally distinguish it from all it was a few years ago. 
 The new structures created in the public administration have generated 
many opportunities for promotion and assertion of some civil servants 
already working in the system, but also many new ones. Although one can 
say that things have not settled yet, the fact that more and more employees 
in the public administration support the development of a civil servant status 
having a legislative character proves their desire to stabilize and have a 
good record in this area.  
         External sources that can provide labor for public administration are 
multiple. Among these, the following may be considered worthy of being 
appreciated: specialized education institutions (faculties, colleges), county 
directorate for employment and social protection, advertising. 
It should be noted that there are sufficient staff movements within the public 
administration system between different institutions (between ministries in 
the Government, between Government and the Presidency, between county, 
municipal councils and prefectures, between decentralized institutions of the 
territory, etc.), combining the continuity and experience in the field with the 
innovations that working in different institutions involves. 
The recruitment and provision of employees must be made under the law. 
From this point of view, taking into account the dose of subjectivity 
involved from the candidates and examiners, the selection of staff must be 
carried out very carefully and with a greater possible objectivity, involving 
professionalism and competence in assessing how different people may 
correspond to the requirements of the job they wish to be employed. It 
should be taken into consideration that there is a job which is to be occupied 
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by an individual and not that there must be created a special job for a certain 
individual. 
     Beyond the actual knowledge, absolutely necessary, in the public 
administration there is also necessary the existence of some qualities 
relating to intelligence, capacity of handling, focusing, dynamism and 
initiative, ability to communicate, vocabulary level, spelling accuracy, 
resistance to stress, learning ability, work with people. They are absolutely 
necessary for the civil servant to meet the demands of the present moment, 
so that he can move forward and to have a good record in the field. 
These qualities will enable him to achieve a continuous improvement of his 
own professional training, since the explosion of scientific and technical 
knowledge makes that, after a relatively short time the knowledge acquired 
in school become overcome. In this way the employee, using his own 
qualities, will be also able to respond properly to various stages of 
assessment of activity carried out in relation to the established criteria, 
assessment standards and methods used. 
       Assessment implies as distinct activities: 

a. assessing the conduct of the individual concerned; 
b. assessing the potential it has; 
c. assessment of performance obtained in a given period of 

time. 
     The specialized studies show that as a rule, the assessment of conduct 
and especially of performance are less well appreciated. They induce fear 
or stress especially when they are aiming at the discipline, granting of 
some wage increases, promotion or demotion from office and 
unemployment. Under these circumstances, the assessment is seen more 
as a critical reason, sanctioning in some way, rather than support in its 
own work.  
 

RESULTS AND DISCUSSIONS 
As a matter of fact, all organizations carry out the assessment of 
performances for their own employees. Most important is however that the 
following questions should be given an answer understandable for the 
employees: 

- Why are performances assessed? 
- Which performances are assessed? 
- How are they assessed? 
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- Who must assess them? 
- When are they assessed? 
- How can the results be communicated? 

In accordance with Law 154/1998 on the system of establishing the base 
salary in the budgetary sector and allowances for people employed in public 
office and methodological standards for applying them on the assessment 
rules of individual performance for the staff employed in the local 
government structures and in public services in their subordination, the 
assessment record is as follows: 
ASSESSMENT RECORD: 
of the individual performance (criteria): 
1. Outcomes: 

a. quantity and quality of works and tasks performed; 
b. degree of fulfillment of tasks and works within deadlines; 
c. effectiveness of works and tasks performed in the context of 

achieving the proposed objectives. 
2. Adaptation and complexity of work 

a. adaptation to conception of changing alternatives or new solutions 
(creativity); 

b. analysis and synthesis of  assessed risks, influences, effects and 
consequences; 

c. assessment of works and routine tasks (repetitive). 
3.Accountability  

a. increase of involvement and the rapidity of assistance in carrying out 
the tasks; 

b. assessment of decisional risk level. 
4. Relational ability and labour discipline  
a. ability of avoiding conflicts and complying with the hierarchical 
relationships;  
b. adaptability to unforeseen situations. 
         As it can be noticed, the assessment criteria attempts to capture both 
the outcomes, as well as the potential available to each civil servant, 
potential marked by the adaptabilities and ability to take responsibility for 
what it has to achieve at the workplace. They are also closely related to 
labor discipline and communication ability, to understand and make itself 
understood in the relationship with people. 
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Depending on the importance of the position held and the obligations which 
it causes, each of these criteria is weighted in operating positions, the weight 
being higher at the following criteria: al, a2, b3, ci, dl, while at the 
management positions for a3, bl, b2 , c2, d2, that assessment remaining at 
the discretion of that manager.  
Law 154/1998 and the methodological standards for the application thereto 
want to achieve a unitary regulation of the assessing method for the activity 
of civil servants. However, the margin left to the discretion of a superior 
may induce a series of errors when applying variable standards from one 
servant to another, as well as when the assessment takes into account the 
more recent or older events, being known that the servants become more 
conscientious about such assessments. 
Beyond the subjectivism of the assessor related to the system of values and 
prejudices of the one who assesses and should be controlled himself , it 
could occur the so-called “halo effect” when the chosen criteria (or those 
scores) favors certain people by covering some weaknesses in order to 
highlight the positive aspects of their work. It may also be an error of 
contrast when the assessment does not aim at some performance standards, 
but the comparison between two or more persons especially belonging to 
different groups, in spite of the fact that people less appreciated in a group 
may be more efficient in a weaker group. 
Beyond this assessment conducted by the direct leaders who have a formal 
authority to assess and reward the employees according to the performance 
achieved, it may be also required the conduct of a self- assessment by them 
self, as well as an assessment of managers by their subordinates. 
         These methods may point out the differences of appreciation between 
managers and employees and may lead, if well valued, to settling some 
potential existing conflicts and to maintaining a favorable climate inside the 
organization. Noteworthy for the public administration is that some of the 
managers are political leaders and at the second level,  technical leaders. 
Under these conditions, compared to the first ones, the assessment of their 
subordinates, but also themselves for employees may be influenced by the 
ideological affiliation to either of the existing parties, or simply by the 
sympathy shown to them. If in the case of the technical leaders, the 
assessments should take into account only their professional skills and the 
ability to manage these services for politicians, leaders of government 
institutions, it should be considered an extremely complex set of factors and 



FACULTATEA DE MANAGEMENT AGRICOL 

with multiple implications, often marked by subjective influences in the 
assessments made. 
 

CONCLUSIONS 
        As a conclusion, the issues related to the planning of staff 
requirements, its selection and recruitment are the first step in providing the 
organization with qualified human resources. Even if the system of public 
administration still faces a lack of qualified personnel, the basis of success 
can be ensured by the competent managers in the field. 
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