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Abstract: During the recent years, human resource performance has faced a series of challenges, due
to the economical crisis, mainly. Gaining performance, on one hand, and also labor productivity
growth, have become the most important targets of an enterprise, whether we speak about the entity in
general, whether we refer especially to human resources. It is far more difficult to develop a complex
analysis of human resources at SME level, compared with the bigger enterprises. The present paper
aims to present a short analysis of the relevance that labor productivity manifest both upon human
resource performance and upon HR management in general.
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1. Human resource performance — prerequisite for organizational success

Before speaking of performance management, performance determinants and methods
of stimulation, namely its analysis, it is necessary to address performance in terms of
conceptual, both in organizational terms and as a way of behavior or attitude.

From an organizational viewpoint, this general term includes the concepts of
"measurement”, "analysis", "assessment”, performance being also defined as a state of
competitiveness of the company, reached by a level of efficiency and productivity that ensure
a sustainable presence on the market" (Lala, Miculeac). "The information about the
performance of an enterprise is required in order to assess potential changes in the economic
resources that the enterprise will be able to control the future.”

From a behavioral standpoint, the performance can be seen as a "behavior and nothing
else" (according to Currie, 2009), while representing the “cause of a result, but not the result
itself.” The performance of human resources will not be equal, as long as they usually differ
from one individual to another, precisely because each of them is unique in its own way.

In simple lines, the concept of "performance™ can be defined as a term determined by
two main variables, namely the "competence™ and "attitude”, the powers themselves are
generated by three variables: knowledge, skills and abilities.

In studying each of these notions are some general coordinates to be explained:

We talk about knowledge if we refer to the theoretical aspects of which an individual
may benefit, largely the result of cumulative education, be it academic training or other lower
level.

If you approach the concept of "skill ", on the other hand, we observe that it is many
times confused with the term "ability ", even if the two terms are quite different. By aptitude
we understand therefore an innate trait of an individual, which manifests timely triggers that
are different for each attribute separately.

Skills, on the other hand, are not native qualities, but are achieved in the practice of
the theoretical knowledge acquired to date. The problems often through the experience
concept "directly related to the notion of service."”

Competence, beside attitude, contributes to individual performance, which is
equivalent to a "professional outcome in terms of human resource management.”

Literature mentions thus "attitude™ as a key factor in achieving performance. The term
lies in the existence of the "intent” of an individual to assert main attributes and professional
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advantages therefore desire to achieve positive results and highly valued as through the
application of knowledge, skills and personal skills, and to “capitalize” core competencies.

Other sources (Stanciu, lonescu) call productivity, creativity and loyalty as the main
factors that drive individual performance.

Of these, productivity is considered to be the ratio between the "input” and "output” in
terms of the labor factor, a term that also involves issues easier or harder quantifiable human
effort, skills, and so on . It also includes value added, through the "value of service provided
extra time or by the action of external environmental change " (Stanciu, lonescu) is evidence
that productivity calculation cannot contain intellectual activities eg.

In a society in constant change, in a dynamic and competitive environment, creativity
becomes a necessary condition to ensure continuity in the market while ensuring the loyalty
becomes layout stability and balance.

2. Performance appraisal methods — a view from the top

“The concept of "performance" is required to be defined by many variables. We can
refer on the one hand results therefore what you get from certain activities, but at the same
time we consider the concepts of effectiveness, efficiency, respectively, in terms of, on the
one hand the need to perform a whole series of objectives, on the other hand the idea of
assessing the cost / result” (Demyen,Lala).

In the literature, the authors studied how the performance can be defined, calculated,
how establishing relationships or connections between the various factors that contribute to
influencing the activity of an enterprise. Youndt, Snell, Dean, Lepak (Youndt MA, et al,
1996) have outlined ideas that provide a direct link between the performance achieved and the
strategies implemented, while other authors (Purcell, Guest), identify a direct link between
performance and human resource management as a whole.

In the vision of Donald Currie (Currie, 2009), on the other hand, " the level and quality
of performance of an employee is determined primarily by the employee's ability to perform
the assigned work", but also the "employee motivation to do thing".

Performance, according to Currie becomes equal with the following relationship:

Capacity x Motivation

P=CxM

Performance varies depending on several criteria, taking into account the type of
activity, but also the complexity, standards are set by means of indicators such as:

- The amount;

- The Quality;

- Execution time;

- The costs involved;

- The efficiency of the work performed.

Also, the main factors affecting performance are the capacity and motivation, as was
mentioned above, motivation, in turn, is influenced by a number of factors, both
organizational and attitudinal or personality.

3. Labor productivity - indicator of human resource efficiency

Labor productivity can be defined in several ways, but the main idea needed to be
clarified is that it represents a relationship between the effect of the exploitation process, and
the effort provided.
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By analyzing labor productivity is primarily intended to assess the level thereof, and

fluctuations in time, aiming at the identification of the main factors influencing the change in

W =
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time. The objective of any organization, from this perspective, would be to increase
productivity and streamline business activity. An enterprise development is possible only
through continued growth of this indicator.
When referring to analyze the level and dynamics of labor productivity can be
determined in several forms, both annual and daily or hourly.
1. Annual productivity:
Q
W= N,
Where Q - production, turnover or the value added
Ns - number of employees
W - production obtained on average per employee in a given period

2. Daily Productivity:
Wz =—
z Nz
Nz - working time expressed in man - days
WZ - average production in a day's work in a given period

3. Hourly productivity:

_ 0
Wh= -

h
Nh - working time expressed in man - hours

Wh - production in an average hour of work in a given period

If we compare the three indicators in dynamics, one can identify the following
correlations:

Iyz > Iy, the daily productivity index is greater than the annual productivity index,
determining the daily productivity by eliminating waste of time for days

Iwn > Iwz, hourly productivity index productivity index is higher than daily index,
because hourly productivity is determined at the actual time used.

The factor analysis of labor productivity relationship starts from its calculation:

Q
W =—
N;
The factorial is determined as follows:
N, N, Q
Nz NS Nh Z*NZ

Deviation of labor productivity is determined in absolute size and relative sizes as
follows:

AW = W, — W, _ Nhy Nz @ NRo Nz Qo

. Nzlw Nsy Nhy Nzp Nsg  Nho | in absolute values

1 1
fw =5, * 100 Bhy =3y, 100 = 10()’ in relative values
The main influencing factors are :
AW — Anh,AWh — Adz Anz, AS AWhi

The influencing factors are both of level I and level 11, as follows:
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Anh - average number of hours worked per employee. In this case are involved the

following influences: Adz the average length of the working day, Anz - average
number of days worked per employee
AW - hourly labor productivity , where the following changes occur :
AS - production structure
AWNi - hourly productivity / product.
Measuring the intensity of action of factors, we conclude the following:
The influence of change in the average number of hours worked by an employee :
ﬂW{nh) = (nhl - nhg) * Wh{]
o The influence of change of the average working day
AMWViaz) = (d—zl - d—z{l) *nzg * Why
o The influence of change in the number of days worked on average per
employee
AWy = dzy * (nz; —nzg) * Why

The influence of change in the hourly labor productivity
AWy = nhy = (Why — Why)

o The influence of change in the structure of the production
ﬂW{S} = nhl * (Wh.[s} - Wh,ﬂ)

Wh.{s} - Z gSl * Wh.i{]

Where

Whes) - the hourly labor productivity recalculated based on the structure of production
Gs - specific weights
Wh;_ hourly productivity product
i - products .
o The influence of hourly productivity change / product
ﬂW{Whi} = nhl * (Whl - Wh{s})
Determination of total deviation:
AW = AWpp) + AW
ﬂW{nh) = ﬂW{dz) + ﬂW{m}
AWawny = AWy + AWy

The factors acting upon productivity exercises the following influences:

The average number of hours worked by an employee directly determines the change
in the level of labor productivity in proportion to the level of the base period hourly
labor productivity.

The variation of the average working day determines productivity change through the
influence upon the average hours worked by an employee in direct proportion to the
corresponding levels of the base period average number of days worked per employee
and hourly labor productivity.

Average number of days worked per employee affects the change through the
influence of the change in the average number of hours worked by an employee in
direct proportion to the level of the base period hourly labor productivity and the
duration of the current period average working day.

Changing hourly labor productivity directly affects labor productivity change in
proportion to the current period average number of hours worked by an employee.
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- Changes in production structure affects labor productivity change through the
influence of hourly labor productivity change in the same direction and proportional to
the current period, the average number of hours worked per employee.

- Changes in hourly productivity product generates productivity change through the
influence of hourly labor productivity change in direct proportion to the current period
, the average number of hours worked per employee.

The labor productivity is mainly influenced by:

- Technological and technical level of the company

- The organization operating

- The quality of the human factor.

The Curve of human functioning (Currie, 2009) illustrates the situation where an
individual is forced to cope with extreme situations in the workplace that reach a high level of
importance, urgency and calls for a major involvement and high workload . Currie addressing
this problem in terms of pressure which creates a situation as the following:

The curve of the desired performance

o
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The stress

Fig. no.1. The Curve of human functionality
Source: Currie , 2009

The explanation is that high levels of stress reduce work capacity and productivity
default and failure to meet the requirements creates additional stress.

However, the change in labor productivity exercises its effects upon other indicators:

1. Change exerted upon production value:

AQuwny = Ty * (Why — Why)

2. Change exerted upon turnover

CA,
ﬂ'CAUVh} = Tl * (Whl — Whg) * Q

0
3. Change imposed upon the value added

CAy
AVAgpr = Ty * (Why — Why) = 5 %« V4,

0
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4. Change exerted on fixed costs at 1,000 lei turnover

Cfo Cfo
ﬂc_f:,ﬁlgggcwmz m 1000 — m 1000

5. Changes exerted on gross profit

CA,
ﬂpb{'ﬂ.’h} - Tl * (Whl — Wh.ﬂ) * Q{]

* Tph,

6. Changes exerted on return on equity
ﬂPb(H"h}

. , +100
Capital permanent Sau Capitaly,opriy

Tiwn) =

Performance of an organization depends largely on the individual performance of
human resources and their performance as a whole. One of the main objectives of an
economic entity is to generate performance whether we refer to the individual level or
speaking of teams. For this, however, it is necessary that the performance may be quantified
by a set of indicators, traditional or, alternatively, new indicators in terms of their use.
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