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Nr. 
exp 

x0 x1 x2 x3 x1x2 x2x3 x1
x3 

1 +1 +1 +1 +1 +1 +1 +1 
2 +1 -1 +1 +1 -1 +1 -1 
3 +1 +1 -1 +1 -1 -1 +1 
4 +1 -1 -1 +1 +1 -1 -1 
5 +1 +1 +1 -1 +1 -1 -1 
6 +1 -1 +1 -1 -1 -1 +1 
7 +1 +1 -1 -1 -1 +1 -1 
8 +1 -1 -1 -1 +1 +1 +1 

Tab. 2 Further we establish the experimental matrix EFC 23 
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The regression equation obtained according to the proposed 
model is the following: 
 

y1=52,25 -1,75x1-1,25x2-6x3-2,25x1x2-0,5x1x3            (3) 
 
 
4. CONCLUSIONS 
 

The most important performance assessment 
objectives to the management practice are the following: 

• appropriate unfolding of activities in the field of 
human resources;  

• balanced rewarding of personnel; 
• providing employees with the information necessary 

for their own development, by offering them trust in 
their own resources; 

• identifying individual training and development needs 
of personnel, as well as evaluating the results of the 
training and development programmes; 

• discussing the long term plans of employees, as well 
as the objectives of their careers; 

• integrating human resources planning within the 
framework of all other personnel activities; 

• validating selection programmes; 
• improving motivation of employees; 
• improving the manager-employee relationship; 
• improving communication and intensifying 

cooperation between managers or superiors and 
employees; 

• applying the equal opportunity principle. 
A correct assessment system has to meet the following 
conditions: 

• careful preparation and dissemination of the value 
system and performance assessment procedures with 
the aim of preventing adverse reactions or 
challenging the results; 

• the existence of a formal assessment tool; 
• using criteria that limit the absolute power of 

management; 
• personally knowing the assessed person and 

permanent contact with them; 
• continuous training for managers regarding the 

assessment activity; 
• the existence of a revising system for incorrect 

assessments, done by superiors; 
• counselling and support for those with poor 

performances in order to offer them the possibility to 
improve. 

 
A correct assessment and using efficient performance 

assessment methods can improve the accuracy of the data 
according to which employees are lead, and predictions are 
made in order to ensure human resources. 

The performance assessment systems constitute an intrinsic 
and special part within the management system in general and 
the human resources management system in particular, the 
latter circumscribing to a certain extent to the organisational 
environment. 

The advantage of an informal performance assessment 
system resides in the fact that it requires a smaller amount of 
time for designing and administering, as compared to a formal 
assessment programme. This is why informal performance 
assessment is used especially in those situations when the 
available time is limited or when an interruption of the 
employees’ activity is not possible. 

An advantage for the performance assessment system is the 
fact that it is supported at all magnet levels. Without the 
implication and effort of management the performance 
assessment process cannot be efficient or significant. 

For the success of the performance assessment activity I 
suggest the usage of certain mathematical models and computer 
programmes well conceived and easy to be implemented. 
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