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Abstract: The paper presents the main elements of humaninesmodiagnose as part of small enterprise
resources analysis. Starting from general knowledgmrding human resources, the diagnose objectives
and specific demands for small and middle sizerprige, this paper synthesizes a model to be used i
diagnose analysis procegsccording tothis model, we established a method of evaluatioedch of the
three topics of human resources analysis: strugteféiciency and behaviour. For each of these weeha
tables with the main financial indicators.

A scoring evaluation method is associated to tiagimose model to facilitate setting the businessllan
accordance to human resources criterion. The sdonetion with variables, coefficients and the main
coordinates of their choice is also presented. &wihg the diagnose score, the business level &est
lished and we suggest the main methods of impravemgarding technical resources.

Finally, the paper presents a case study of a camppathe field of production, we assessed thenassi
rate and set the main conclusion following diagnde added the tables containing values of indisato
for the three topics and also the justification fbe choice of coefficients significance and cotiveal
score assigned for each domain of analysis.

Key words: human resources, personnel, diagnose analysidegsmnal competences, labour productiv-
ity, labour efficiency, salary.

1. INTRODUCTION Colasse B. [8] in the analysis of business, staots

the principle that competitive potential of a compa
result from the manner of articulation of businessate-

gic position, available resources and the qualftyheir
worth.

In our opinion, the diagnose analysis of human re-

sources is aimed at the global situation of thigrimal
resources and how its use conjugates to the sirateg

_carrying out the_ company’s needs. In their (_)pinibe terests of the company. In this respect, the obgstof
importance of diagnose of human resources increases the diagnose analysis are:

the company results are influenced by the methdds o

organization and personnel management. . to establish the temporal evolution of human re-
Others specialists [2] consider human resources as  sources’ performance;

key factor in company’s performance that conditithhes - to establish the kinship between personnel needs

Humans are the most important category of SME re
sources that can increase the business competigsen

According to some specialists [3], human resourges
the main company fortune. Diagnose of human ressurc
is focused on quantitative factors and it has ais paal
the analysis of the organizational chart and ittitalof

acquisition and preservation of competitive advgetan (quantity and quality) led by the company's striteg
the market economy. In their opinion, diagnose ysisl objectives and current situation;

focuses on effectiveness and efficiency of human re. to determine the human resources perspectives in
sources. terms of the strategic program and its management.

Atamer T. [5] appreciates the human resources byuman resources specific elements of SME are:
their level of integration in the company's strgteghe

diagnose shows the managerial and motivationalcéspe * high degree of staff responsibility;
of management of these resources. « high degree of involvement in the decision makifig o
the leadership management and the key personnel;
« high level of professional effort;
« high degree of attachment and loyalty of employees;
« lower base salaries than in large enterprises;
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A lower significance, but not negligible, has ttene
flict level determined by low employee organizaton
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Table 2

Conclusions following diagnose

(unions, associations of employees) in such conggani
In Romania, in terms of entrepreneurship, the key d

DRU

Business leve

Improvement plan
coordinates

terminant factors in assessing human resourcdéjre

» experience (66.4 %);

» knowlwdges and skils (54.92 %);
* responsibility (47.02 %);

» competences (45.94 %);

0..1

Non
adaptation

Major restructuring
redistribution suitable
personnel, dismissal
inappropriately, hiring
competent persons in key
positions

» level of involment (41.61 %);
conscientiousness (40.25 %).

So we consider a correct diagnose of human ret

Adaptation
insufficiency

Important restructurin
redistribution and dismissal
personnel, change staff,
reorganization of work proces|

12}

sources, that will match company interests, maylbe
tained only through a complete evaluation: struadtur
professional (efficiency) and behavioural all basedhe
strategic objectives of the enterprise.

Adaptation tc
limit

Reorganization: redistributic
personnel according to
individual competences,

remuneration and promoting

systems according to results

Important in these analyzes is the timeline for rigre
search, knowing that the systems’ response is lysual
delayed and the effects are often visible longrafiak-
ing changes.

2. DESCRIPTION OF METHOD

Adaptation
good

Up scaling use of hume
resources: remuneration syste
according to distinguished

competences, personnel
training in communication and
behavior.

m

We propose a specific method for assessing reseurce
that uses financial indicators. The evaluatiorddme
through a diagnose score.

1)

Adaptation
very good

Human resources developme
remuneration system accordin
to creativity and involvement,
promotions based on emergir]
competences.

«Q

3
2R
DRU=" .
G
=1

)

of analysis. Its value represents the state of dwsngo-
ing on a scale of five steps between total inadalitia
and perfect adaptation.

¢ is coefficient significance of domains. The vaue

are given by experts, based on the level of sicgniite in
business, according to Table 1 [4].

According to the values acDRU experts set the
business level according to the human resourcesion
and the improvement plan as following Table 2.

3. ANALYSIS OF STRUCTURE

The analysis of the personnel structure uses tpesty
of methods: quantitative and qualitative [7].

The quantitative study is focused on actual proklem
according to the following criterion:

Table 1
Coefficients’ significance of domains
Level of Consequences of mismatc Value
significance on enterprise activities
Very higt Grave, at the level of who 5
activities
Major Grave, at the level of sing 2
activity
Secondar Isolated 1

P, is a conventional score assigned for each domain

e the correlation between the staff number and the
planned needs (planned production) or actual (real-

ized production);

« the mobility of staff in view of business fluctuatis ;

The quantitative analysis is thus an assessmethieof
distribution of staff in relation to the strategicogram of
achieving planned production (human resource needs)
followed by evaluation of the staff (human resouroe-
sumption) in relation to achieved production anel #s-
sessment of the stability of human resource.

Staff mobility is one of the problems faced by SMEs
and even large enterprises. Staff fluctuation geesr
significant financial losses through additional tsosf
preparing, employment and education of new staff.

Staff stability analysis is performed when there is
significant variation from year to year in the fluation
indicators (turnover ratio and average age) and fo-
cused to determine the main causes of staff mpbilit

Qualitative analysis is aimed on particular aspeéts
the professional competence of staff and on how the
harmonize with the requirements of positions filled
Qualitative analyzes are difficult to realize o thntire
staff so they are limited to key people or everyutd
groups of people.

Structural evaluation of human resources is ndt-jus
fied in all cases. Making it is subject to compapgcific
factors and to the number of personnel or laboum-tu

over.

According to the method of structural assessment of
human resources in SMEs, selecting the areas dfsama
is based on preliminary indicators, following tlgic of

Fig. 1 [1].
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Table 3

Indicators of structure

Indicators

Determination

Total production Q)

Production statemer

Total number of schedule
personneli,)

HRD statemen

Number of personnt

N

STAFF resigned in the period\()
N D'i{,i'fysﬂ'ém No Individual number of day HRD statemen
worked ;)
YES Maximum number o Calendar of period (withol
working days Zay) legal holidays)
STAFF NUMBER Total number of schedule Z=N [Z
ANALYSIS (¢ O @ P Tmax
STAFF days @)
COMPETENCE
ANALYSIS s Average num_ber of personr _ ¥ Zi
N N=—-"
Zmax
(ST S BT e ——NO @ Average personni Q
productivity W, ==
YFS N
< Marginal personne A
productivity W 5= A%
. . . . Personnel differenc _
Fig. 1. Selection of domain of analysis. coefficient () ‘N -N p‘
K = (100
Basic information on human resources structure is P N p
collected from the Human Resources Department (HRD) Sersonral low cosficier
The proposed method achieves a financial persgectiv, (Ky) K = Nr 100
on structure using both quantitative and qualigafivdi- f f _ﬁ

cators. Quantitative indicators on structure andaahyic

factors are presented in Table 3.

Number of personnel enter
into the periodI{;)

HRD statemen

Evaluation of individual or group skills of stafé+
lates to the key competencies required for each(pes-

Number of personnel left i
the period )

HRD statemen

son or department), listed in the job descriptioriask,
which by their nature can be [2]:

e “normalized” skills (minimum);

» ‘“differentiated" skills (competitive);
* ‘“emerging" skills (perspective).

The information is collected through questionnaires
applied on evaluated people and responsible (dirgct

heads of departments). Following analysis of thesgu

tionnaires we identify the competencies and groupe
them in the three categories. We scored for eacdopée
department the level of competen&g)(as such:

» 5-excellent; the person has all the necessary skills
e 2 - enough; the person has only certain skills neces

sary for the job;
« 1 - insufficient; the person does not have the requi-
site job skills.

For evaluation of a group of staff we calculate dke
erage score of skills.

P=

S

2%

Personnel entries coefficie N.
(i) K. =—-1100
N
Personnel left coefficier N
(Ke) Ka=—51100
e
N
Perwonnel movemer N. + N
coefficient K, Km -_i_€ 100
NP
Table 4
Scale of competencies
Competences
type . o .
- Ordinary Distinguished | Emerging
Competences
degreeﬂ
Sufficient Survival Area of ex-
_ area cellence ¢
Pc >2 ) Area 0
innovation
Insufficient Maximum Area of un-
_ risk area explored
P<2 advantages

whereP; = individuals belonging to the group

Final interpretation of results is made by inclggin
one of the five areas using a grid of skills [2]s&en in
Table 4.

The significance of the five areas is as follows:

* Area of survival: a sufficient number of normalized

skills that ensures the performance;
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« Area of excellence: the presence of differentiatedadapted, completed or removed from the evaluatioto a
skills that provides a competitive advantage; improve the significance of the group.

+ Area of innovation: the person being assessed is a A company of 5 points, according to the method, has
leader in the business of the enterprise; performance in human resources which increases thei

« Area of maximum risk: the person / department haveefficiency performance both quantitativéi, W, up in
not assessed the minimum skills necessary fordihe j the last three years) and qualitatiis( rises above the
which gives a high risk in business; rate of salaries over the last three years).

« Area of unexplored advantages: insufficient differe Adaptation to limit, in terms of method and three
tiated benefits hinder complete usage of the cdeate cOnventional diagnose points, assumes the incigaxin
competitive advantage. guantitative indicators and decreasing of thosditgua
Company’s human resources structure is perfect!Ve- _

adapted to strategic activities whigpandK; are close to A non adapted company, a diagnose score of 1, has

zero, fitted to production prograrW, =W _ ) and very total inefficiency of human resources highlighted de-

N mg|

i ] creasing of all indicators.
stable Ki, K¢ Kn < 5% in the last three years,, is de-
creasing in the last two years). Personnel compe®n 5 ANALYSIS OF BEHAVIOR
are in the area of innovation. Situations corresptin5
conventional points assigned to domain. Usually, in diagnose analysis, behavioral analysis
A total misfit of human resources structure, scoredfers to the way of use of available working timel ahe
with 1 point, assume maladjustment of personneti@  conflicts in labor relations [2].
tegic plansk, > 30 %), oversized of production program To most SMEs, conflicts in labor relations are daral

(W.>W__ indicators decreasing) and very high mobility than large companies and have no effect on economic
’ . activity (protests, stops working, strikes). Theref our

(K, Ki, Ke, Km > 50 %). Competences are in the maxi- nahod of behavioral diagnose will be limited te thay
mum risk area. of use of working time in relation to companiesdne.

The indicators of human resources behavior which
we take into consideration according to the progose

Human resource efficiency is expressed by comparmethod are presented in Table 6.
ing the results obtained from the use of labor.

In the preparation of the diagnose analysis ofahe
fectiveness of staff in SMEs we used a selectiodeho

4. ANALYSIS OF EFFICIENCY

Table 6
of key indicators based on specific criteria, as: Indicators of human resources behavior
» specific of the business or department assessed; Indicators Determination Details
» method used to highlight in accounting the results; Individual HRD statemen hours
« method used to quantify and pay per labor unit; worked time €)
+ relevant records of extra management accounting. Justified no HRD statemen hour:
worked time {y;)
_The group of ino!icators we re_commend for manufac- Maximum t =7 18 hours
turing departments is presented in Table 5. Foligvthe working time in max - Tmax
specifics of the company one of indicatoe de the period (tay)
Individual net Accounting departme
Table 5 salary 6) _
Indicators of human resources efficiency to manufaaring Average ne -_>'§ N =
departments salary S= ~N average
Indicators Determination Details number of
Total production According to Q personnel
e . p—
production Total available T, =t N
statements working time
Average cost of sal- - 5 S = total cost of Effective time T.=>t hours
ary S== salary worked
N _ Justified time T :Zt hours
N = average not worked " N
number of Additional time T=T+T -T hour:
personnel worked s e
Productivity of per- Q Working time T
sonnel W =—¢& use coefficient K_=-€100
N N T Ta
Productivity of work- Z; = Individual —
ing day W =—¢& number of days Elast_|C|ty_of Ten _Ten_l
Z vz worked working time to T
i wage K, =-—22
Productivity of salary Q  ~ S
W = Te Sn—l
S s
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Based on the trend of indicators a diagnose seore i
assigned to personnel behaviour.

A company is very well adapted and receives a 5 di
agnose score ifiuman resources increatieeir worked
time &, T., Ky, increaseZy;, T, decrease in the last
three years), the average net salary rises abevinfia-

tion rateand effective time worked depends less on th

salary Kys < 1 and decrease in every of three years ana

lyzed). At the opposite side are companiglsere human
resources decrease their worked tinfg T, Ky, de-

221
Table 8
Analysis of competences
Competences| Ordinary Distin- Emerging P
type guished '
Person 1 Yes Yes No )
Person 2 Yes No No .
Person 3 Yes No No Y.
~ Group of pro-
duction Yes Yes/No No 3

creaseZy;, Tn, increase in the last three years) due to therig, 1), we proceeded to analyze the competences.

low level of salary and their misalignment withlatfon
rate. Staff ties strongly their work to the levélsalary
(Kyssis increasing up to 1). These companies will nezei
a 1 diagnose score in personnel behavior.

6. CASE STUDY

Case study refers to a SME operating in the fidld o
production. Company’s main activity, productionptdis-
tics packaging, achieved 50% of its turnover bumn€o
pany has other secondary activities such as waier b

tling, commercials and renting. Human resources are

involved in all activities and require the full g of
competences, high efficiency and excellent behavior

Diagnose of human resources is focused on the pros

duction activity which is half automatic. The Ansiy
covers a period of three years from 2008 to 2010irg
this period, company has scheduled between 3 amd-4
ployees in production activity. There were no egrof
new personnel in the analyzed period and a singisom
left company by restructuring in 2009.

Coefficients significance of domains is as follows:

HR structureg; = 1,

HR efficiency,c, = 2;

HR behaviorgc; = 5.

Analysis of structure. Table 7 presents the values of
indicators of structure and their trend followedeoyor
three successive years.

As seenW . > W, andKj, K¢ < 20% and in accor-

dance to the method of selection of domainsafysis

Analysis results for the three persons and aggeegatr
the group, are presented in Table 8

Following the values of indicators as presente@idn
ble 7 and competences analysis summarized in T&ble
the human resources structure is scored with 3 eronv
tional points P, = 3).

Justification is as follows:

personnel is undersized in relation to productiod a
intensively used in activityK, > 15 %);

productivity rises and is moving away from the epti
mum value by increasing the working time;

stability is high K¢ K; K¢ = 0);

competences are limited to the survival area.

Analysis of efficiency.As seen in Table 9, staff effi-
ciency is maximum in 2008. After the fall in 20QsKfi-
ciency rises slightly in 2010 but without touchitige
level of 2008. This is still remarkable becauséaip-
pened in the context of decreasing average safaly.
lowing this, staff efficiency is scored with 4 camtional
points ‘P, =4).

Analysis of behaviour.Using a small number of per-
sonnel, its behavior is one of the company mainptin
tive strength.

Because the company did not reveal aspects of con-

flicts in relationships of the personnel, analysfiv®ehav-
ior is focused on the use of working time. Indicatof
behaviour in the analyzed period are presentedalsier
10.

Table 9
Analysis of efficiency
Table 7 Indicators 2008 2009 2010
Analysis of HR structure Q. 987 805 655 033 789 660
Indicators 2008 2009 2010 S 12 985 12 497 10 907
Qe 987 805 655 033 789 660 Wy 264 119 197 299 228 225
N, 4 3 3 W, 1124 845 968
N, 0 0 0 We 76 52 72
X7 879 775 816 Table 10
b aple
e 235 233 236 Analysis of behavior
Z 940 699 708 :
5 Indicators 2008 2009 2010
3.74 3.32 3.46 tna 1 880 1864 1888
W ms
N 264.119 197 299 263 220 S 12 985 12 497 10 907
_ T, 7 031 6 188 6 532
o - 792 314 961 621 T, 6911 6 168 6 624
Kp 6.5 10.7 15.3 Ta 120 80 0
Kq 0 0 0 Ts 0 60 92
K, 0 0 0 Ky 98.3 % 99.7 % 101.4 %
Ke 25 0 0 Kre - 2.86 -0.58
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Considering the evolution of indicators we observed10 and 11 we presented the indicators selectedhign t

an improvement of employees behavidy (lecreasekr
increase) and also their level of involvement itivéy
(Tsincrease). It is also remarkable the detachmemie

case study. Rating scale used has five steps.

Using conventional score and coefficients of signif

cance assigned for each domain, we aggregate aodiag

iour of salary Kys < 0) characteristic to family compa- gcorDRU | according to Eq. (2), whose value is 3.9.

nies with strong personnel attachment.

Based on this value we set to “good adaptation”ttier

Following all this, the human resources behavisur i hq business, according to the human resourcesiorit

scored with 4 conventional point P, = 4).

Diagnose score of human resources computed with
equation (1), is

DRU = 3+4[2+405 _

5+2+1

39. )

(Table 2).

Finally we set the main coordinates of the improve-

ment plan.

The proposed method is neither exhaustive nor exclu

sive to all SME. According to specifics of the camp
evaluated and the available budget for analysipers

can improve or simplify the method by taking intwaunt
According to Table 2, situation corresponds to gooda larger or smaller number of domains and indicathe
adaptation of human resources to company needshand main goal of the method is to plan and coordinhtedi-

main elements of the improvement plan are:

agnose as to avoid any omissions with significafit-

ence on phenomenon.

* increase with one the number of working personnel,

Our method as described allows obtaining the cbrrec

* assure professional training to upscale distingush giagnose in terms of time and budget limited. la gine-

competences;

sented case study we estimated the reducing ofiithe

* stimulating remuneration system to promote emergingso 9% and the budget with 30 %.

competences;

As future developments of research in the fieldlief

+ increase of salary to reward personnel attachmaht a agnose of human resources, we mention:

avoid a possible change of attitude.

7. CONCLUSIONS .

In the case study we analyzed a company in which
human resources were high intensively used in the p *
duction activity. In factthe company used human re-
sources to balance the negative effects of crisis.

The analysis main objective was the assessment of
human resources level after the crisis period. His t

designing specialized models for specific human re-
sources: managers, performers, specialists;

designing specific forms to facilitate the collectiof
dates;

make specific guidelines to evaluate the resuld an
assign the conventional diagnose score in terrhgybf
objectivity;

training experts in communication field.
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