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Abstract:

The aim of this paper is to analyze topical problems that affect the entire labor market in Romania: human capital and the way that the public organizations understand to use it, taking into consideration the scientific principles. The article provides reviews of the scientific literatures in this special issue. The argument is that the human capital was study for the private organizations or for non-profit organizations because it is easier to measure and to give the solutions. The public organizations received little attentions even if the importance of human capital became crucial in last time. Our paper proposed an overview on the human capital in the Romanian public organizations from local level, based on the steps of actual reform and putting on the questions the managerial and bureaucratic principles. We state that the public organizations need a strong human capital, a workforce that is highly educated and can perform better.
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1. Introduction

The modern theory of growth shows that the human capital is an important contributor. Human capital is defined as the skills of individuals and their characteristics that remain the same in any social environment and can be exploited in the labor market, in exchange for of any kind economic resources. In the literature it is assumed that it is difficult to measure the human capital in terms of skills and knowledge, to find a unit to observe the individual skills between people and countries. Basically, human capital consists of educational capital (skills acquired by individuals in the training school and outside it) and biological capital (physical abilities of individuals, synthesized mostly by health). Human capital has developed as a concept in economics, which is seen especially as "estimate of a person's ability to produce income through labor" (Di Bartolo, 1999). Kiker (1966) noted six reasons which led previously '60s, treating human capital as: 

a. Demonstrating the power of a nation;

b. Determine the economic effects of education, investment in health and migration;

c. To propose tax systems fairer than the existing ones;

d. To determine the total cost of war (war in evaluating losses after the
two World Wars);

e. To alert people to the need for preservation of life and health and to highlight the importance of life for individuals living in the economy;

f. To support the establishment of compensation decided by courts in case of death or injury.

The interest in the field of human capital brought the attention of the academic world, especially in impulse works of Theodore Schultz, Jacob Mincer and Gary Becker. Postulating individual rationality, Schultz and his colleagues have treated education and health expenditures as investments to increase productivity and thus economic growth. Jacob Mincer, Gary Becker and those who followed him were more focused on the study of the relationship between human capital and labor income, ie the study of variations in income according to the degree of education of individuals. This is the subject of human capital theory, whose remarkable statement is made by Becker (1964). He distinguishes between general and specific human capital. It is the moment after the New Deal Employment Policy in America, in 1930, when the firms assign the different roles in to delivery and financing the training of employees, to sustain the development and to create the provision concerning the labor force (Osterman et. all, 2001).

The essence of the theory is simple: income individuals grow substantially, depending on their level of education. Mincer and Becker declined generally, their approaches to the analysis of human capital educational capital, highlighting the costs associated with investing in training, and the relationship between school and post-school investment, and then results an efficient system for training and retraining workers (Osterman and Burton, 2005). 
In recent decades, the analysis of human capital on it started to educational capital as a result of the impact of human capital theory. The education is, in fact, the essence of human capital, its importance was high health related components. Contemporary conceptualization of human capital made ​​the old methods of estimating the monetary value of human beings may not be suitable for measuring human capital stocks, both at micro as well as macro level. Each of the human capital raises questions of definition and functionality. Educational capital is presented in two distinct forms: on the one hand, skills acquired through participation in formal education systems, knowledge attested by a diploma, on the other hand, are any other knowledge and skills acquired during life through their own efforts, or by contact with experts in various fields, complete with gains knowledge from assimilation information received by interacting with them. Educational capital attested by diplomas at individual measurement problem is very tricky, although as discussed different methods used: measurement by years of schooling, training, by degrees. In contrast, non-formal education produces educational capital stock difficult to estimate.

Our paper proposes an overview on the human capital in Romanian public organizations, especially at the level of public administration. We follow the steps in the public service reform concerning the human resource in order to increase the quality of services offered.
2. Human capital in Romanian public organizations

The civil service is the most numerous and important in Romanian public administration which acts as independent public function and other is represented by the contractual staff which respects the provisions of common law. The notion of public administration staff in theoretical interpretations and in terms of applicable legal regulations, must be understood as being represented only by categories mentioned above, even if the activity of public administration are involved and people elected or appointed to public dignity, they being part of the government, holders of political authority (under the Law no. 161/2003). Due to the relationship between government and politics, some functions of the Board shall be filled by political people (ministers, secretaries of state, presidents of county councils, county councilors, mayors, local councilors), while other features have been depoliticized and placed in the public functions (prefects). In this context stands the figure of civil servants of the executive functions defined in the literature as the person holding public office in a public administration body.

The public function identifies the legal situation of the individual vested with legal powers in making powers of a public authority (all rights and duties which form the legal content of individual state authority vested and invested it in the public). All these rights and obligations are created and organized to achieve public power. Complexity of the tasks it has to fulfill the administration requires a corps of specialists, professionals in the field to meet the general interest of the community it serves. As well as organized social system and as good as laws and decisions they take state authorities, without the existence of a competent, active and committed to achieve the common good, it would not be viable. Verginia Vedinas (2007) appreciate the role and importance of the rule of law civil servant who now builds in Romania will contribute significantly to transpose EU values, to ensure fundamental rights of citizens who are found between the right to good administration and the right to good governance.
3. Weberian and Neo-weberian principles. Access to the Romanian public office 
One of the principles governing public office is the constitutional principle of freedom of access to public office (according to Romanian Fundamental Law). For the first time this principle was enshrined in Article 6 of the Universal Declaration of Human Rights and Citizen. This principle derives from a principle put the functioning of modern states namely equality before the law and equal rights.

These principles are laid down in the Constitutions of the Member States of the European Union except Denmark, Ireland and the United Kingdom does not have a written constitution, but customary. British constitutional system is based on three elements: common law judge sanctioned customs, habits (choosing the Prime Minister from among the members of the House of Commons, House of Lords presentation Queen's message, signature requirement Parliament laws voted by the Queen) and statutes, written laws on the organization of public powers and voted by Parliament.

Another principle underlying the accession to public office is the merit system. For the first time this principle was enshrined Prussian Code of 1794 (Ziller, 1993). In Prussia, since the eighteenth century recruitment practice was based on merit and nobility. It was introduced by Guillaume Frederic the First, by an ordinance passed in 1713 that was designed to improve the functioning of justice. This principle is found in England, called merit system, public offices are reserved to aristocratic families. While it turned out, that this system does not fully reflect the quality of administration since arriving in public office and people unaccustomed propel having nothing to do with professional merit but by affiliation or support a political candidate.

Returning to the principles of Romanian public office it can be define in accordance with the weberians principles:

- The principle of freedom of access to public office, which entitles any person regardless of nationality, religion, age, sex, political opinion to public officials;
- The principle of equality ensures equal access to public office both men and women;

- The principle of employment stability can provide public servant public office continuously, regardless of political changes occurred;

- The principle of continuity requires follow a career opportunity and development in the public service.
Conditions for access to public office are set out in the Basic Law and the Statute of civil servants and political concerns certain goals or Technical administration. They are general conditions which covers all public functions and whose source is found in the Constitution and the framework law, others are special circumstances that require certain categories of civil servants and find their source in the special laws governing certain public functions.

The condition of citizenship (in accordance with the provisions of Law no. 188/1999, revised) has become traditional, linking public office under the authority of a citizen of the State, one essentially political purpose. Other concerns technical and administrative reasons, taking into account the recruitment and selection of those who can fulfill that function. The condition of being able to meet on two levels: psycho-behavioral (ability to enter into one legal act with discernment, not having committed acts and deeds attributed) and physical (provided I have adequate health status). 
Another requirement for access to public office is the training, the candidate must demonstrate knowledge and skills you have and are in compliance with the requirements for the candidate function.

Training of civil servants is one of the strategic objectives of administrative reform our country. The necessity to create a professional body of civil became a priority to the central government and the local government. As a result, managers of public administration aimed at implementing the policies of professional training for civil servants.

Official’s adaptation to structural change, technological, informational organization is one of the strategic objectives of the training and a new neo-weberian principle that impose the quality of work. Applying knowledge and skills learned, solving specific problems with speed and efficiency, are closely related to the way in which the official, in particular, and the organization as a whole understood the importance and role training.

The training is all the activities and structure of the training and further training of civil servants, to support conceptual, methodological and teaching their realization. Michael Armstrong (2003) stated that "to teach is to invest in people to help them achieve better performance and to enable them to make the most efficient innate ability". We find that Armstrong sees a growth factor training people to organizational performance, using capabilities they have. Capabilities, according to experts, are innate, which means that the organization has the role of the professional staff form where heredity and initial learning was not enough. By default, the foundation of professional training programs for employees should consider the following:

a. Content of training is closely linked to the personal interests of employees and training;

b. Issues raised both interest and line managers and employees;

c. Employees are entitled to use the knowledge and skills acquired;

d. Participants in training and development programs are motivated at work.

Efficient and rational organization of a training system requires consideration of staff training needs to be consistent with the objectives and strategies of the organization.

The strategic role of training staff is particularly important in the current society marked by profound economic, social and political changes. More so, the role of government is extremely relevant, since the issue of the application of rational, fair and consistent public policies is the responsibility of it. Need to respond professionally mandated, causes a greater responsibility for public administration in general for civil servants, especially in understanding the socio-economic processes and provide prompt answers and viable results.

Bodies involved in training and professional development of public administration staff in our country are the Ministry of Interior and Administrative Reform, central body that sets national strategy training staff in public administration, National Institute of Directors and Regional Training Centers in Local Government, subordinated Institute, National Agency of Civil Servants, institutions and public authorities directly involved in the training and development of staff.
National Institute of Administration (NIA) is to provide training for civil servants and professional development of public administration staff. In this respect, INA is in the collaboration with the Ministry of Interior and Administrative Reform, the National Agency of Civil Servants. INA offers specialized training programs for public officials, Prefectural function, leading civil servants and young civil servants who want to become public managers with one-year specialized training programs for graduates of public administration education higher public managers wishing to become lasting 2 years. 
Professional training programs addressed to all staff of government and all stakeholders, providing information to a specific topic specific areas of public administration: strategy and planning, quality management systems and project management, public management, European business, management European funds, public policy, public procurement, civil service management etc.. As we can see, the training of personnel in public administration is done through cooperation between INA, Regional Centers, Universities and NGOs.
Regional centers that professionalizing public service mission. They are as independent authorities with legal personality under the direct supervision of the National Institute of Directors. Under the legislation, all public officials have the right and obligation to continuously improve their skills and training. Of law provisions state that the training of civil servants is set up as a right, which implies prosecution of professional training programs on demand, and an obligation, which requires the provision of money in the budget authority or public institution to cover the costs of professional training of civil servants.
National Agency of Civil Servants (NACS) is a specialized body of the central public administration, with legal personality, which, under the law, shall:

a. Prepare draft law on the establishment of unitary salary system for civil servants;
b. Establish criteria for evaluation of public servants;
c. Agree the conditions of participation and procedure selection and recruitment organization for the general public functions, approves and monitors recruitment for specific public functions;

Important roles in training and professional development of staff in government schools and centers have the ministries and other central bodies which organize courses on specific areas of public administration. European Institute of Romania, an institution created to support the process of accession to European structures through department contributed and contributes its European business training to training of government officials, but also those of the state apparatus.

The purpose of professional training programs is to:

- Improve individual performance, team or organizational in terms of results, quality and overall productivity.
- Attracting staff and make them available for study and advancement opportunities by raising skill levels and improving skills.

- Increased commitment of public servants by encouraging them to identify with the mission and goals of the public.

- Aid to adapt to changes caused by the public administration reform, by increasing understanding of the reasons for change and by providing the knowledge and skills of public servants that they need to adapt to new situations.

Work motivation of civil servants must be strong so that they can effectively fulfill their missions. That a special role in managing these issues humane managers have both the staff and the line (heads of services, departments or offices of the community's public administration), the personal understanding of the needs and aspirations of civil servants and channeling their energies to achieve a quality work. As a result, public officials enriching knowledge, skills and abilities shall constitute a strategic goal of training.
Approach motivation of public servants derived from interest they show them. Competitiveness and their performance at work should be rewarded accordingly.

Trying to explain human behavior in the organization, many researchers have concluded that it is extremely difficult as there are numerous resorts explicit or less explicit that it determines. Whole motivational theories, described above, are able to highlight the importance of knowing impulses, forces, aspirations, needs, needs that a person incites to action, as far as explaining their behavior.

Motivated employees work involves behavior (we consider civil servant employee in an institution / public authority is subject to legal regulations in force under the Statute of Public Servants, Law no. 188/1999 with subsequent amendments introduced by Law . 161/2003 on measures to ensure transparency in the exercise of public dignities, public functions and business environment, preventing and sanctioning corruption) determined that certain factors influence exerted on them and that lead to positive or negative actions performing work tasks. Human resource behavior also depends on the personality and the environment in which he operates.
Motivating system of civil servants in Romania is still rudimentary one. The legal framework in our country still does not provide a system to motivate public servants, thus leaving the responsibility of public manager’s ways of establishing the most appropriate forms of motivation, to stimulate initiative, creativity and performance of civil servants. Successful completion of missions depend largely government forces which incites to action motivating public officials.

One of the main causes for failures administrative system in Romania is represented by the scarcity of personnel policies. Personnel policies do not stimulate enough civil servants. They are tempted to perform tasks at an acceptable level. This way of incentives leads to lower quality of public services.
4. Empirical study
Training of civil servants is reflected in all the activities they carry out. As we stated in the theoretical part of this work, training and further act as rights, but also obligations of public administration staff. Initial person is the starting point in choosing a career. Prospective officials choose to pursue a career in public office if their initial training meets a government post. Safety, security, networking are just some of the factors, as we have shown previously, channeling energies of a person making a vocation work.

Target community consists of civil servants study execution and management of the municipalities in communes and towns located in the north-east of the country (Iasi City Hall, Bacau City Hall, Piatra Neamt City Hall, Vaslui City Hall, Botosani City Hall, Barlad City Hall, Popricani City Hall, Miroslava City Hall and Iasi City Hall). Questionnaires were applied to a sample determined by random sampling and does not follow to obtain information only from a certain category of civil servants. Applied research was a laborious and not always easy because of the reluctance expressed by officials, but also political ownership (decider) in some of the institutions concerned. The idea to provide honest answers about their work, the needs and career aspirations, some officials has expressed reluctance to formulate answers. For this reason, from the 200 questionnaires applied to civil servants in local government quantifiable feedback we received 145 questionnaires, of which 115 respondents were executive officials, 30 leading civil servants.

Civil servants in our country are still unsure or do not know their role within the government apparatus, perpetuating an image of organization closed, secret, subject to internal stress, which is why some responses to the questionnaire are stoning or no answer.
Questionnaires were distributed through direct contact with public officials had in some professional training or study bands held, but also through travel by public institutions. We have also been helped by students of Public Administration specialization that during annual performance specialty practices, questionnaires were distributed among civil servants.

The information collected was sorted, collated, processed and analyzed in relation to the stated purpose of research, with the overall goal and specific objectives. We used EXCEL program operating and statistical analysis. Analysis focused on the interpretation of the results. 
Susceptibility to the real purpose of this research, an attitude common in public administration institutions where questionnaires were applied, was one of the reasons that led me to include some elements content of professional conduct. This was accomplished by inserting a text showing a personal data privacy and data purely scientific interpretations of the results of questionnaires.

Analysis and interpretation of data
Consider, in what follows, their share according to seniority.
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Figure no. 1: Top civil servants according to seniority
Have responded positively to our request to complete the questionnaire leading civil servants and public execution civil servants situated on the ancient steps 1 to 5 years 5 to 10 years, 10 and 15 and over 15. It appears that a very high percentage ranks current administration (61%, or 19 officials) in a leading position.
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Figure no. 2: Level of education completed

Of all civil servants who responded to the questionnaire (145), 55% of university graduates, 14% postgraduate university brief 7%, and 24% have graduated from high school (Figure no. 5.4). There is a higher civil servant who graduated from college, so the presence of technocrats in government is able to ensure professionalism defined areas of activity (social, legal, administrative and so on). In this respect it can be noted the predominance of economics and technical graduates (30% and 38% respectively), while legal specializations, administrative, psychology, sociology have lower percentages (Figure no. 2).
According to the respondents, competence is the most important factor depending on who are hiring in municipalities, county councils and decentralized public service. However phenomenon of "relationships" apparently not lost its actuality, a significant percentage considering it yet another way of obtaining a job. Also an important part of civil believes that political affiliation and expression of political opinion are factors that engage recruitment and selection on a public
The data obtained by quantification results showed that 68% of civil servants interviewed following types of training in the institution where they work or in other institutions, while a 38% said they did not have participated in formal training or professional development. It is worth noting that the highest percentage recorded among civil servants execution (40% - 46 executive officials). Is an indication that, although the law requires participation in such courses due to factors often invoked by heads of institutions - lack of financial funds necessary assumption staff training costs, this cannot be observed.

Most public officials surveyed believe that additional training is appropriate, even in areas other than specialization you have. Significant share is held by management officials. Most want to pursue courses of computer usage, public relations, human resources management. These are the training needs felt by a great mass of civil servants. Most times, the initiative in participating in training courses has superior head. A small part of the officials mentioned as the main criterion option exercised by them.

Quality training programs was another indicator analysis of satisfaction regarding the improvement of professional officials. The main reason given was the discontent of interactivity and poor quality of content presented, the poor quality of the presentation content that does not correspond to the areas of interest issues.

The survey identifies the most important dimensions of issues relating to training of civil servants by providing an overview, complete and consistent. Perhaps some of the results of this study are predictable (and because it unwillingly into direct contact with the public as citizens and therefore public officials). For example, consider the factor de-motivator salary system applied or political interference in the administration.
5. Conclusions
The research highlighted the thorny issue of political interference in administration, a lack of current personnel policies and consistent negative impact of factors such as low wages, lack of motivation officials by managers, lack of career plan individual a mismatch organizational objectives with individual regarding professional course and professional development of civil servants.

Following a career in the civil government is a proud questioned both by statute and that had their work has in itself a noble cause - the citizen. However, a high percentage of executive officials felt that it could always leave the organization if that would work out to another sector would not be stressful (95% of respondents, ie 110 civil servants Execution identified as prime factor influencing the work that they do stress), and the salary would be better (87% - 100 respondents officials). However, the situation changes if the management category of public servants whose rate of 89% (27 management officials) believe that government work gives satisfaction through complex tasks they have to accomplish and that always have one something to learn from multiple situations faced. Only 11% of them (3 leading civil servants) would leave the organization, but for a management position in the private sector.

A positive aspect of conducting this study was the contribution to popularizing and explaining the specific problems of a professional segment with a special status, but also background undergone transformation due to political and economic context. We assumed that the administrative reform of the civil service begins at civil servant and inertia that characterizes the system can be removed only if we can understand that, above all, the official is a man of personal and professional needs and aspirations and, according to them builds their own career in public administration.

Given all these considerations, researches have shown that the public official needs special attention from specialists in human resources in order to utilize the full potential professionally.
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