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PERFORMANCE INDICATORS IN HUMAN
RESOURCE DEVELOPMENT WITHIN LOCAL PUBLIC
ADMINISTRATION: AN ANALYSIS OF THEIR IMPACT

ON INSTITUTIONAL GOOD GOVERNANCE

Abstract: This article investigates the interdependence between human
resources development (HRD), performance indicators and good gover-
nance in local public administration (LPA) in Romania, with a focus on
mayoralties in the North-East region. The study, motivated by the need to
improve administrative efficiency and effectiveness, uses a qualitative me-
thodology, based on the analysis of data collected through a questionnaire
administered to secretaries-general. The analysis explores respondents’
perceptions of performance appraisal systems and training programmes,
identifying strengths and challenges in the implementation of HRD stra-
tegies. The preliminary results highlight a declarative commitment to the
HRD, but also a number of limitations related to the adaptation of training
programs to the concrete needs of the administration, the objectivity of the
evaluation systems and the use of performance indicators to promote good
governance. The conclusions highlight the need for reforms in the HRD
system, providing concrete recommendations for improving human reso-
urces management practices and strengthening administrative capacity at
local level.

Keywords: Performance indicators, Human resources development,
Local public administration, Good governance, Administrative efficiency.

1. Introduction

Human resources development (HRD) in local public administration
(LPA) is a fundamental factor for efficiency, effectiveness and, implicitly,
for good governance. In a context characterized by rapid changes, bud-
getary constraints and a growing demand for quality public services, the
ability of LPAs to effectively manage their human capital becomes funda-
mental. This research investigates the relationship between the performan-
ce indicators used in the DRU and the level of good governance at the level
of mayoralties in the North-East region of Romania. Emphasis is placed
on the role of performance indicators in optimising HRD strategies and
creating an institutional environment that promotes transparency, accoun-
tability and efficiency.
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The central problem of this research is to assess the impact of perfor-
mance indicators, used in the human resources management process, on
the achievement of good governance standards at local level. Weaknesses
in performance evaluation systems and inadequate training programmes
can lead to a decrease in administrative efficiency, a decrease in the quality
of public services and an erosion of citizens’ trust in public institutions.
Therefore, the analysis of performance indicators, their correlation with
the level of good governance and managers’ perception of the effectiveness
of the evaluation system are essential to identify the strengths and weak-
nesses of the current human resource management system.

The specific objectives of this research are:

- Critical analysis of the performance indicators and criteria used in
the evaluation of civil servants in LPAs, identifying their positive aspects
and limitations.

- Explore the relationship between performance indicators and the
level of good governance, with a particular focus on dimensions such as
transparency, accountability, efficiency and participation.

- To assess the perception of LPA managers (general secretaries) on
the effectiveness of the performance appraisal system and to identify the
factors influencing this perception.

The methodology adopted is mainly qualitative, based on the analysis
of data from questionnaires administered to the general secretaries of the
mayoralties in the North-East region. Although quantitative analysis is li-
mited by sample size, descriptive data will be used to contextualise quali-
tative observations. The analysis will focus on interpreting the answers to
the open-ended questions, highlighting recurring themes and perspectives.
These results will be contextualized in relation to the existing theoretical
framework, providing an insight into the relationship between performan-
ce indicators in DRU and good governance in LPAs.

This research contributes to the literature by offering an empirical per-
spective on HRD practices in the Romanian LPA, analyzing the percepti-
ons of general secretaries, key actors in the human resources management
process, on the performance evaluation system. The results will provide re-
levant information for LPA decision-makers, supporting the development
of more efficient HRD policies and strategies, aligned with the principles
of good governance and adapted to the specifics of the local public admi-
nistration in Romania.
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2. Analysis of the literature and specific legislation

This chapter examines the relevant literature on human resource de-
velopment (HRD) in local public administration (LPA) and its impact on
good governance. The analysis focuses on the interdependence between
HRDs, institutional performance and good governance, highlighting the
role of performance indicators in assessing the effectiveness of HRD stra-
tegies. The approach is structured around three main themes: the theore-
tical concepts of HRD and good governance, performance indicators in
HRD and LPA, and the Romanian context of HRD and good governance.

2.1. HRD and Good Governance: An Integrated Theoretical Fra-
mework

The literature highlights an indissoluble link between DRU and good
governance in LPAs. The concept of good governance, characterized by
principles such as transparency, accountability, participation, efficiency,
and fairness, depends directly on a skilled, motivated, and ethical workfor-
ce (Hood, 1991). Effective public institutions require employees capable
of implementing these principles, managing public resources, providing
high-quality public services and interacting effectively with citizens.

HRD, as a systematic and strategic process of human resource manage-
ment, is not reduced to initial training, but includes a wide range of prac-
tices, such as: recruitment and selection, onboarding of new employees,
continuous training, skills development, performance management, and
career planning (Armstrong, 2009). These processes are interdependent
and contribute to creating a high-performance work environment, increa-
sing employee motivation and maximizing their individual potential.

Integrating DRU into the organization’s overall strategy (SHRM) is
essential for aligning individual and organizational goals (Ulrich, 2005).
A strategic approach to DRU allows for better resource planning, more
efficient use of budget, and greater adaptability to changes in the external
environment. Concepts such as ‘human capital’ (Becker, 2009) and ‘orga-
nisational commitment’ (Meyer & Allen, 1997) stresses the importance of
investing in human resources and creating a positive organisational climate
in order to enhance institutional performance and ensure the retention of
valuable employees.

The concept of “representative bureaucracy” (Rosenbloom et al., 2022)
adds an important dimension, stressing the need to promote diversity and
inclusion in the public sector. HRD practices must ensure equal oppor-
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tunities in recruitment, selection, promotion and retention, reflecting the
diversity of society in the institutional structure and contributing to fairer
and more representative decision-making.

In the context of local public administration, human resources mana-
gement (HRM) is a very important function for ensuring the efficiency
and effectiveness of public institutions. It includes a range of processes
and practices, such as recruitment, selection, professional integration, con-
tinuous training, performance evaluation, motivation and staff retention
(Ciobanu & Androniceanu, 2018). The central objective of the SRM in this
context is to ensure that local institutions have qualified and competent
staff capable of providing high-quality public services to the communities
they serve. In addition, HRM practices contribute to the creation of a posi-
tive organizational culture and the adaptability of institutions to economic
and social changes.

Human resources development (HRD) is defined as a strategic process
aimed at ensuring the optimal human resources necessary to meet instituti-
onal objectives (Bercu & Buliga, 2019). The importance of this process is
accentuated by the potential negative consequences of errors or omissions
in its stages, which can lead to a decrease in the quality and efficiency of
the services provided by the local public administration. Thus, the DRU
becomes an empirical necessity in the context of good governance.

In terms of its role in strengthening Good Governance, the DRU is a
determining factor of the efficiency and sustainability of local public ser-
vices and, implicitly, of good governance (Dinca et al., 2016). Significant
regional differences in administrative efficiency underline the need for qu-
alified staff and robust HRD programmes to develop managerial, commu-
nication and interdepartmental collaboration skills. The ability to anticipa-
te challenges, manage resources efficiently and demonstrate resilience to
policy changes depends on the expertise and adaptability of the workforce,
which are directly influenced by the HRD.

From the perspective of the mobility of civil servants, the DRU contri-
butes to good governance by:

Stability and depoliticization:Developing skills and professionalism
reduces the impact of policy changes on the administration, ensuring con-
tinuity of services (Andrei et al., 2012).

Improved efficiency and effectiveness: Well-trained staff are better
able to provide efficient and effective public services.
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Increased transparency and accountability: A highly skilled wor-
kforce is essential for transparency and accountability, reducing the risk of
corruption and promoting public trust.

Strengthening local governance capacity: The DRU strengthens the
capacity to manage resources and implement policies at local level.

Compliance with European Union standards:The DRU plays a vi-
tal role in meeting EU standards for public administration (Andrei et al.,
2012).

DRU is essential for achieving high performance in organizations (Ar-
mstrong, 2009). Performance orientation has become basic, and effective
DRU management, which includes continuous evaluation and develop-
ment, contributes directly to the success of the organization. A systematic
and evidence-based approach in HRD, which includes training, professi-
onal development and career planning, is fundamental to maximizing the
potential of employees and the organization.

Qualified staff with strong marketing and strategic planning skills is
essential for service efficiency and good governance (Olteanu et al., 2013).
The coordinated approach to planning, which requires effective commu-
nication, collaboration and common understanding between employees,
emphasizes the importance of the skills acquired through DRU.

Good governance refers to the process by which public institutions ma-
nage and administer public resources and services in a transparent, accoun-
table and efficient manner (Drinking, 2025). It involves principles such as
transparency, participation, accountability, fairness and respect for the rule
of law (Fourie, 2016; Hydén et al., 2004; Keping, 2018; Sari, 2023; Zaitul
et al., 2023).

Although some studies suggest that the link between the DRU and good
governance is not sufficiently well studied (Boselie et al., 2021), there is
evidence that good governance contributes to the growth and development
of (Cristea & Dragulin, 2015; Noja & Cristea, 2017). The principles of
good governance (participation, rule of law, transparency, accountability,
efficiency, fairness, consensus-oriented, results-oriented) are influenced by
HRM practices (Arulrajah, 2016; Stanus, 2015; UNDP, 1997). Therefore,
the DRU is indispensable for achieving good governance standards, en-
suring an efficient, transparent, accountable and fair local public adminis-
tration.
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2.2. Performance Indicators: Measuring the Effectiveness of the HRD

Assessing the effectiveness of HRD strategies requires the use of re-
levant and measurable performance indicators. These indicators can be
grouped according to the aspects they cover:

Recruitment and Selection Efficiency: Recruitment time, cost per re-
cruited employee, new employee retention rate, demographic and professi-
onal diversity of employees.

Effectiveness of Training and Professional Development: Number of
hours of training per employee, number of employees who participated in
training programs, evaluation of employee satisfaction with training pro-
grams, impact of training on individual and collective performance, mea-
sured by specific performance indicators.

Employee Performance: Absenteeism rate, staff turnover rate, perfor-
mance evaluation scores, productivity, quality of services offered, citizens’
satisfaction with public services.

Organizational Climate: The level of employee satisfaction with the
workplace, level of employee involvement, team cohesion, internal com-
munication, organizational culture.

The use of clear and measurable indicators allows for systematic mo-
nitoring of the effectiveness of HRD strategies, contributing to informed
decision-making and continuous process improvement (OECD, 2023).

2.3. The Romanian Context: DRU and Good Governance in LPAs

In the Romanian context, the legislation on the civil service (Govern-
ment Emergency Ordinance no. 57 of 3 July 2019 on the Administrative
Code, issued by the Government of Romania and published in the Official
Gazette no. 555 of 5 July 2019, as subsequently amended and supplemen-
ted) stipulates obligations regarding the continuous professional training
of civil servants. In this respect, civil servants have both the right and the
obligation to continuously improve their professional skills, thus ensuring
that they can cope with the dynamic demands in the field of public admi-
nistration. Public authorities and institutions are responsible for facilitating
the participation of each civil servant in at least one professional training
programme every two years, organised either by the National Institute of
Administration or by other training providers. These programs are essenti-
al not only for developing individual skills but also for increasing organi-
zational efficiency.

Each public authority has the obligation to allocate budgetary resources
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for the payment of expenses related to vocational training, including for
transport, accommodation and meals, when the programs are carried out
outside the locality. In addition, the periods during which officials follow
these schedules are considered working time and they benefit from the
corresponding salary rights. Also, civil servants participating in training
programs lasting more than 90 days are obliged to commit, through a writ-
ten agreement, to work in the public administration for 2 to 5 years, pro-
portional to the training period, thus contributing to the stability of human
resources in the sector.

However, there are studies that highlight gaps between the legal provi-
sions and the reality on the ground. (Cazacu, 2021; Iacob & Dermengi (Ge-
rea), 2022; Profiroiu & Negoitd, 2022). These studies highlight the need to
improve performance evaluation systems, to align training programs with
the real needs of LPAs, and to promote an organizational culture focused
on performance and accountability.

2.4. Legal Framework and Performance Criteria in the Evaluation
of Civil Servants

The evaluation of the performance of civil servants in the local public
administration (LPA) is regulated by the Administrative Code (Government
Emergency Ordinance no. 57 of 3 July 2019, as subsequently amended
and supplemented), which stipulates the obligation of public authorities
to periodically evaluate the performance of civil servants. The legislation
provides, broadly speaking, general evaluation criteria, but leaves room for
maneuver for public authorities in defining specific criteria, adapted to the
organizational context and the specifics of each function. This flexibility
allows for an adaptation to the specific needs of each municipality, but
risks leading to inconsistencies in the application of the evaluation criteria
at national level.

To illustrate the complexity of the performance criteria used in LPAs,
we present below a set of criteria differentiated by classes, according to a
performance evaluation model:

1. Technical skills:

e Implementation capacity: Efficiency in the implementation of solutions
and procedures to achieve objectives.

e Effective problem solving: The ability to identify and solve problems,
including anticipating potential difficulties.

e Analysis and synthesis: The ability to interpret information, identify
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key elements and formulate pertinent conclusions.

e Competence in resource management: Efficient and responsible use of
material and financial resources.

2. Managerial skills:

e Ability to take responsibility: Responsibility for actions and decisions,
including learning from mistakes.

e Self-improvement: Commitment to continuous professional develop-
ment and performance improvement.

e Creativity and initiative: The ability to find innovative solutions and
propose new ideas.

e Strategic Planning and Action: The ability to anticipate requirements,
opportunities, and risks and plan accordingly.

o Ability to delegate: The ability to assign responsibilities effectively to
team members.

e Objectivity in appreciation: The ability to make fair and impartial de-
cisions.

3. Interpersonal skills:

e Ability to work independently: The ability to handle individual tasks
without excessive supervision.

e Ability to work in a team: The ability to collaborate effectively with
colleagues to achieve common goals.

e Mediation and negotiation skills: The ability to resolve conflicts and
negotiate solutions acceptable to all parties involved.

An analysis of these criteria reveals a concern for technical skills and
individual responsibility. Criteria such as “ability to implement”, “ability
to solve problems efficiently”, and “ability to take responsibility” are es-
sential for administrative efficiency and for ensuring quality public servi-
ces. These criteria align with the principles of good governance, such as
accountability and efficiency (UNDP, 1997), emphasizing the importance
of technical skills and individual responsibility in achieving organizational
goals.

However, there are certain limitations to these criteria. The lack of cri-
teria that directly measure officials’ contribution to transparency, citizen
participation or the prevention of corruption can limit the full assessment
of their impact on good governance. It is also important to note that the
effectiveness of the criteria depends not only on their definition, but also
on how they are implemented in practice. An effective evaluation system
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requires not only clear and relevant criteria, but also objective evaluation
methods, good communication of criteria to officials, and a clear correlati-
on between evaluation and rewards (Armstrong, 2009). These aspects are
empirically necessary to ensure the fairness, transparency and efficiency
of the evaluation process and to promote an organizational culture focused
on performance and accountability. Further research should explore how
these criteria are applied in practice and their impact on good governance
in the specific context of municipalities in Romania.

3. Methodology

This research uses a predominantly qualitative methodological appro-
ach, with descriptive quantitative elements, to investigate the impact of
performance indicators used in human resources development (HRD) on
good governance at the level of mayoralties in the North-East region of
Romania. The choice of a predominantly qualitative methodology is justi-
fied by the limited number of questionnaires collected in the testing phase
of the research instrument. This limitation prevents the use of inferential
statistical tests for correlation analysis, but allows for in-depth analysis
of qualitative data, which can provide valuable insights into respondents’
perceptions and experiences.

3.1. Research design

The study adopts an exploratory design, focused on understanding the
perceptions of the secretaries general of the mayoralties in the North-East
region regarding the performance indicators used in the DRU and their
impact on good governance. The exploratory design is appropriate in the
testing phase of the questionnaire, allowing the adjustment of the research
tool and analysis strategies according to the preliminary data.

3.2. Research Tool: Questionnaire

The main data collection tool is a structured, online questionnaire that
addresses multiple issues related to the HRD in LPAs, including informati-
on about the TU and the respondent, the general situation of civil servants,
training programmes, performance and evaluation criteria, performance
indicators, the impact of the HRD and legislative changes, the relation-
ship with the Chief Authorising Officer and the perception of performance
indicators. The questionnaire was designed to capture both factual data
and respondents’ perceptions and opinions, using a combination of clo-
sed-ended questions (with pre-set answers, including Likert scales) and
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open-ended questions.

The choice of secretaries-general as the target group for the question-
naire is justified by their central role in the human resources management
process in LPAs. The Secretaries-General are responsible for coordinating
administrative activities, ensuring the legality of administrative acts and
managing human resources, with an overview of the functioning of the
institution and the development needs of staff. Therefore, their perceptions
and experiences are essential to understand how performance indicators
influence HRD and good governance at local level.

3.3. Sampling and Data Collection

In the testing phase, the questionnaire was administered to a limited
number of 50 secretaries general from the mayoralties in the North-East
region of Romania. The selection of respondents was opportunistic, based
on their willingness to participate in the study. The questionnaire was ad-
ministered online.

3.4. Data analysis

The data analysis will focus on a qualitative interpretation of the an-
swers to the open-ended questions, highlighting recurring themes and per-
spectives. The quantitative data obtained from the closed-ended questions
will be presented in the form of frequencies and percentages, providing a
description of the sample and the answers. Inferential statistical tests will
not be applied due to the small sample size.

3.5. Research Limitations

The limited number of respondents in this testing phase of the question-
naire constitutes an important limitation of the research. The results cannot
be generalized to the entire population of secretaries general in Romanian
mayoralties. The subjective nature of some answers to open-ended questi-
ons must also be taken into account.

4. Data analysis

This section presents a qualitative analysis of the preliminary data
obtained through the questionnaire administered to the general secretaries
of the mayoralties in the North-East region. The analysis focuses on issues
relevant to the link between human resource development (HRD), perfor-
mance indicators and good governance, without reference to the number
of respondents. Percentage and graph data are used to illustrate the trends
identified in the responses.
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4.1. Training Plans and Budgeting

A percentage of 85% of the mayoralties report the existence of an an-
nual professional training plan for civil servants (Chart 1). Most of these
plans (94%) are financed from the local budget (Chart 2).

Nu [N 15,80%
Da I 34,20%

0,00% 10,00%  20,00%  30,00% 40,006 50,000 60,00% 70,00% 80,00% 90,00%

Figure 1: Existence of the annual training plan at the level of the TAUs
Source: Own processing based on the questionnaire applied
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Chart 2: Budgeting of the annual training plan at the level of the TAUs
Source: Own processing based on the questionnaire applied

This finding indicates a declarative commitment of the mayoralties to
the professional development of civil servants. The existence of a training
plan, budgeted from own resources, suggests a recognition of the impor-
tance of the HRD for the efficient functioning of the local public adminis-
tration. However, it is important to note that the existence of a plan does
not automatically guarantee the effectiveness of training programs, requ-
iring further analysis of their content, implementation and impact.

4.2. Types of Training Courses

Courses on specific legislation (public procurement, accounting) are the
most frequent (58%), followed by courses on the use of information and
communication technology (ICT) (23.2%) and courses on the development
of managerial skills (18.8%) (Graph 3).
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Cursuri de dezvoltare personald = 0%

Cursuri de legislatie specificd ( achizitii publice,
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I —  58%
I 23%

Cursuri de dezvoltare a competentelor manageriale [N 18,30%
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Figure 3: General types of vocational training
Source: Own processing based on the questionnaire applied

This distribution suggests a predominant orientation towards the tech-
nical and legal aspects of public administration, to the detriment of the de-
velopment of transversal competences, such as managerial and digital ski-
1Is. Although knowledge of legislation is essential, it is important for civil
servants to also develop skills in management, communication, leadership
and use of modern technologies, in order to face the complex challenges of
contemporary public administration.

4.3. Collaborations for Vocational Training

Collaboration with the ANFP is the most frequent (85%), followed
by collaboration with private institutions (10%) and with the INA (5%)
(Graph 4).

Exista colaborare cu alte institutii private acreditate ﬂ
care oferd cursuri de pregatire si formare... 68,40%
Exista colaborare cu Institutul National de > 68,40%
Administratie (INA)? 31,60%

Existd colaborare cu Agentia Nationald a 0,
. . L “ o
Functionarilor Publici (ANFP)? 78,90%
0,00%  10,00% 20,00% 30,00% 40,00% 50,00% 60,00%  70,00%  80,00%  90,00%

ENu mDa

Figure 4: Institutional collaborations for vocational training
Source: Own processing based on the questionnaire applied

This finding highlights the important role of the ANFP in providing
training programs for civil servants in LPAs. Dependence on a single insti-
tution can limit the diversity and adaptability of training programs to the
specific needs of each municipality. Exploring collaborations with other
institutions, including academia and non-governmental organizations, co-
uld contribute to better aligning training programs with the concrete requ-
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irements of local public administration.

4.4. Perception of the Effectiveness of the Performance Appraisal
System

The average of the scores on the Likert scale (1-5) for the efficiency of
the evaluation system is 3.2, and for fairness it is 3.0 (Graph 5).

60,00%
40,00%
20,00%

0,00%
1 2 3 4 5

= C3t de eficient considerati cd este sistemul actual de evaluare?

e Cat de just considerati ca este sistemul actual de evaluare?

Figure 5: Perception of the Effectiveness of the Performance Appraisal System
Source: Own processing based on the questionnaire applied

These average scores indicate a mixed perception of the effectiveness
and fairness of the evaluation system, suggesting the need for improve-
ment. A low perception of the efficiency and fairness of the evaluation
system can lead to demotivation, lack of confidence and decreased perfor-
mance. It is essential that the appraisal system is perceived as objective,
transparent and relevant to the work carried out by civil servants.

4.5. Performance Indicators and Good Governance

The most frequently mentioned performance indicators are adminis-
trative efficiency (70%), quality of public services (65%), transparency
(55%) and accountability (50%) (Figure 6).

Inovatie si Dezvoltare 10,50%

Utilizarea eficienta a resurselor IEEEEEGEG—_—N 10,50%

Transparenta si Responsabilitate 31,60%
Satisfactia cetdtenilor GGG 21,10%
Calitatea serviciilor publice I  31,60%
Eficienta Operativa I 42,10%

0,00% 5,00% 10,00% 15,00% 20,00% 25,00% 30,00% 35,00% 40,00% 45,00%

Figure 6: Categories of performance indicators considered essential
Source: Own processing based on the questionnaire applied
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This finding confirms the importance of these aspects for good gover-
nance. The mentioned indicators reflect the concern for concrete results,
the orientation towards citizens and the respect of ethical and legal prin-
ciples. However, it is important that these indicators are clearly and ob-
jectively defined and measured in order to allow for a fair assessment of
performance and progress towards good governance.

4.6. Qualitative Analysis of Answers to Open-Ended Questions

The analysis of the answers to the open-ended questions highlighted
two main themes:

Need to improve the performance evaluation system: Many respon-
dents mentioned the lack of clarity of the evaluation criteria, subjectivism
in the evaluation and the lack of correlation between evaluation and re-
wards. Some respondents pointed out that the current appraisal system is
perceived as formal, bureaucratic and inefficient, with little impact on the
actual performance of civil servants.

Example: “The evaluation criteria are too general and do not reflect the
specifics of each official’s activity. The evaluation is often made on the
basis of subjective impressions, without taking into account the concrete
results.”

The need to adapt training programs to the concrete needs of the
administration: Respondents pointed out that many training programs are
irrelevant, theoretical and do not respond to the concrete needs of the local
public administration. Also, the lack of updating of training programs to
the legislation in force and technological developments was mentioned.

Example: “Training programs are often too theoretical and do not pro-
vide practical tools to deal with concrete problems in administration. There
is a need for more applied training programs, which take into account the
specifics of each mayor’s office.”

These findings suggest that while there is a declarative commitment to
the HRD, there are a number of challenges related to the effective imple-
mentation of training and performance evaluation programmes. A more
strategic approach tailored to the concrete needs of local public administra-
tion is needed to ensure that the HRD effectively contributes to improving
performance and promoting good governance.

5. Results and discussions

This chapter interprets the results of the qualitative analysis of the data
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obtained from the questionnaire administered to the general secretaries of

the mayoralties in the North-East region, linking them to the theoretical

framework presented above and discussing the implications for HRD prac-
tices in LPAs and for the promotion of good governance.

5.1. Training and Budgeting Plans: Declarative Commitment vs. Real
Effectiveness

The results indicate that a significant percentage of town halls report
the existence of an annual training plan, financed mainly from the local
budget. However, it is important to analyse why there is a gap between
this declarative commitment and the actual effectiveness of training pro-
grammes. Several factors can contribute to this gap:

e Lack of a rigorous assessment of training needs: Training pro-
grammes can be developed without a proper analysis of the concrete
needs of civil servants and local administration.

e Irrelevant or outdated content: Training programs can be focused on
theoretical aspects, without providing practical tools to face concrete
challenges in administration.

e Poor implementation: Training plans may only exist on paper, without
being effectively implemented due to lack of resources, competing pri-
orities, or lack of interest from management.

e Lack of impact assessment mechanisms: There are no clear mecha-
nisms to assess the impact of training programmes on the performance
of civil servants and on the quality of public services.

One respondent noted: “We have a training plan, but we often don't
have time to implement it. We are too busy with our current tasks and we
don 't have time for training.” This statement suggests that the pressure to
solve urgent problems may hinder the implementation of long-term train-
ing programs. This is linked to the literature that emphasizes the impor-
tance of a strategic approach to HRD (SHRM), where aligning training
programs with organizational objectives is essential to maximize invest-
ment in human capital (Armstrong, 2009; Ulrich, 2005).

5.2. Types of Training Courses: The Need for Diversification

The distribution of the types of courses offered highlights a preponder-
ance of courses on specific legislation, to the detriment of courses on the
development of managerial skills and the use of information and commu-
nication technology (ICT). This finding suggests a possible misalignment
between real training needs and the existing offer.
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The lack of ICT courses can limit the administration’s ability to effec-
tively use modern technologies and provide quality public services in the
digital age. Civil servants must be able to use digital tools to communicate
with citizens, manage documents, analyse data and make informed deci-
sions.

Also, the lack of managerial skills development courses can affect the
administration’s ability to effectively manage human resources, plan stra-
tegically and make correct decisions. Managerial skills, such as leader-
ship, communication, negotiation, and conflict resolution, are essential for
creating a high-performing work environment and promoting a positive
organizational culture. The literature emphasizes the importance of adapt-
ing training programs to the specific context of the organization and to the
rapid changes in society (Dachner et al., 2021). The lack of ICT courses,
for example, can limit the administration’s ability to make effective use of
modern technologies and provide quality public services in the digital age.

5.3. Training Collaborations: The Role of ANFP

The predominant collaboration with ANFP suggests a dependence
of the mayoralties on the programs offered by this institution. While the
ANFP plays an important role in providing training, it is important to con-
sider the pros and cons of this dependency.

Advantages:

e Accessibility: ANFP programs are often free or subsidized, making
them affordable for municipalities with limited resources.

o Standardization: ANFP offers standardized training programs, which
ensure a minimum level of skills for civil servants.

¢ Disadvantages:

e Lack of adaptation: ANFP programs can be too general and may not
meet the specific needs of each city hall.

e Limited flexibility: Municipalities may have difficulty adapting ANFP
programs to their own priorities and calendar.

e Dependency: Reliance on a single source of training can limit diversity
and innovation in HRD.

e In order to diversify the sources of training, the municipalities could
explore collaborations with:

e National Institute of Administration (INA): INA offers specialized
training programs for senior civil servants.
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Higher education institutions: Universities and colleges can offer
training programs tailored to the needs of local public administration.
Non-governmental organisations (NGOs): NGOs can provide train-
ing programmes in specific areas such as transparency, citizen partici-
pation and corruption prevention.

Private consulting firms: Private firms can offer customized training
programs, tailored to the specific needs of each municipality.

5.4. Perception of the Effectiveness of the Evaluation System: The

Need for Objectivity

The average scores in the evaluation of the efficiency and fairness of

the performance appraisal system indicate a need for improvement in the
evaluation processes. Several factors can influence the perception of the
effectiveness of the evaluation system:

Lack of clarity of assessment criteria: Assessment criteria can be too
general, ambiguous or difficult to measure.

Subjectivism in evaluation: Evaluation can be influenced by the eval-
uator’s personal preferences or interpersonal relationships.

Lack of constructive feedback: Civil servants may receive insufficient
or unclear feedback, making it difficult for them to improve their per-
formance.

Lack of correlation with rewards: The results of the evaluation may
not be taken into account when awarding rewards or promotions, which
demotivates employees.

To improve the perception of the effectiveness of the evaluation system,

the following measures can be taken:

Defining clear, specific, measurable, relevant and time-bound
(SMART) evaluation criteria: The evaluation criteria should be tai-
lored to the specifics of each function and be easy to understand and
apply.

Use of objective evaluation methods: Evidence-based evaluation
methods such as performance indicators, activity reports and feedback
from citizens can be used.

Providing constructive and regular feedback: Evaluators should pro-
vide public officials with specific, detailed and performance-oriented
feedback.

Linking assessment to rewards: The results of the assessment should
be taken into account when awarding rewards, promotions and profes-
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sional development opportunities.
5.5. Performance Indicators and Good Governance: Alignment with

Principles

The performance indicators mentioned by respondents reflect a con-

cern for key aspects of good governance, such as administrative efficiency,
quality of public services, transparency and accountability. However, it is
important to consider how these indicators are measured and used in prac-
tice to ensure a fair assessment of performance and contribution to good
governance.

Performance indicators can be used to promote good governance by:
Measuring progress: Indicators can be used to monitor progress to-
wards achieving good governance objectives, such as increasing trans-
parency, improving the quality of public services and reducing corrup-
tion.

Identifying problems: Indicators can help identify problems and areas
that need improvement.

Holding civil servants accountable: Indicators can be used to hold
civil servants accountable for their performance and motivate them to
achieve set goals.

Improving communication: Indicators can be used to communicate
with citizens about the performance of public administration and to in-
crease public trust.

5.6. Qualitative Analysis: Emerging Themes and Implications

The analysis of the answers to the open-ended questions highlighted

two main themes:

Need to improve the performance evaluation system: Many respon-
dents mentioned the lack of clarity of the evaluation criteria, subjec-
tivism in the evaluation and the lack of correlation between evaluation
and rewards. Some respondents pointed out that the current appraisal
system is perceived as formal, bureaucratic and inefficient, with little
impact on the actual performance of civil servants.

The need to adapt training programs to the concrete needs of the
administration: Respondents pointed out that many training programs
are irrelevant, theoretical and do not respond to the concrete needs of
the local public administration. Also, the lack of updating of training
programs to the legislation in force and technological developments

105



was mentioned.

These findings suggest that while there is a declarative commitment to
the HRD, there are a number of challenges related to the effective imple-
mentation of training and performance evaluation programmes. A more
strategic approach tailored to the concrete needs of local public administra-
tion is needed to ensure that the HRD effectively contributes to improving
performance and promoting good governance.

In conclusion, the data analysis highlighted a number of important is-
sues related to the DRU and good governance in LPAs. While there is a
commitment to the HRD, there is a need to improve performance appraisal
systems and adapt training programmes to the concrete needs of the ad-
ministration. By implementing more effective HRD policies and strategies,
local public administration can help improve performance, increase trans-
parency and accountability, and build public trust.

6. Conclusions

This preliminary research, based on a qualitative analysis of the data
collected through a questionnaire administered to the general secretaries
of the municipalities in the North-East region, investigated the interde-
pendence between human resources development (HRD), performance in-
dicators and good governance at local level. The results obtained provide
valuable insight into current HRD practices in LPAs and highlight both
strengths and main challenges.

The main findings of the research can be summarized as follows:

e Declarative commitment to the HRD does not always translate into
real effectiveness: Although most municipalities report the existence
of training plans, the actual implementation and relevance of these
programs remain in question. Factors such as the lack of a rigorous
assessment of training needs, irrelevant or outdated content of the pro-
grammes and the lack of impact assessment mechanisms may limit the
effectiveness of the HRD.

e The training offer is insufficiently diversified: Specific legislation
courses prevail, to the detriment of the development of transversal
skills, such as digital and managerial skills. This limited orientation
may affect the ability of local public administration to meet the com-
plex challenges of the twenty-first century.

¢ Dependence on ANFP limits flexibility and adaptability: The pre-
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dominant collaboration with ANFP, while ensuring the accessibility of
training programs, can limit their diversity and adaptability to the spe-
cific needs of each municipality.

The performance appraisal system is perceived as inefficient and
unfair: Average scores on the appraisal system’s effectiveness and fair-
ness indicate a need to improve its objectivity, transparency and rel-
evance. The negative perception of the evaluation system can lead to
demotivation and decreased performance.

Performance indicators reflect a concern for good governance, but
need a clearer definition: The most frequently mentioned indicators
(administrative efficiency, quality of public services, transparency and
accountability) reflect a concern for key aspects of good governance.
However, a more precise definition and measurement of these indica-
tors is needed to ensure a fair assessment of performance and progress
towards good governance.

Based on these findings, the following measures are recommended to

improve HRD practices in LPAs and to promote good governance:

Develop strategic HRD plans, based on a rigorous assessment of
training needs: Training plans should be aligned with the strategic ob-
jectives of municipalities and the concrete needs of civil servants, with
a focus on the development of digital, managerial and interpersonal
skills.

Diversification of training sources: Municipalities should explore col-
laborations with INA, higher education institutions, non-governmental
organisations and private consultancy firms to offer a wider range of
training programmes.

Modernisation of the performance appraisal system: The apprais-
al system should be based on clear, specific, measurable, relevant and
time-bound (SMART) criteria, use objective appraisal methods and
provide constructive and regular feedback to civil servants.

Promoting an organisational culture focused on learning and de-
velopment: Municipalities should create a working environment that
encourages civil servants to participate in training programmes, devel-
op their skills and contribute to improving organisational performance.
Precise definition and monitoring of performance indicators: Better
definition and measurement of performance indicators is needed to en-
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sure a correct assessment of the performance of public administration

and to better hold civil servants accountable.

It is important to note that this research is based on preliminary data,
collected in a test phase of the questionnaire. The limited number of re-
spondents prevents the generalization of the results to the entire population
of the secretaries general of the mayoralties in Romania. Therefore, these
conclusions should be interpreted with caution and considered as hypothe-
ses that require validation by further research.

Future research should use a larger sample and apply quantitative anal-
ysis methods to test specific hypotheses and confirm preliminary findings.
It is also recommended to explore complementary research methods, such
as individual interviews or case studies, to gain a deeper insight into HRD
practices in LPAs and the factors influencing their effectiveness.

In conclusion, this research provided valuable insight into the challeng-
es and opportunities related to HRD and good governance in local public
administration in Romania. By implementing the recommendations made,
LPA decision-makers can contribute to the creation of a more efficient,
transparent, accountable and citizen-oriented administration, thus strength-
ening public trust in local institutions and promoting the sustainable devel-
opment of communities.
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