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Abstract 
 

The purpose of the paper is to identify the impact of human resources development in Romanian 

pre-university education system, on the performance of the didactic approach. The need to train 

employees in pre-university education is closely related to improving knowledge on teaching 

methodology, improving the design of the teaching approach, improving knowledge of managing 

educational platforms, including in the teaching of new teaching means and techniques, knowledge 

regarding the educational management, the acquisition of new knowledge through the prism of 

reconversion or professional reorientation programs. 

 
Key words: human resources development, professional development, training, stage of career, 
career evolution 
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1. Introduction 
 

The lack of training activities at the pre-university education level can lead to undesirable 
consequences for all the factors involved, to be mentioned low results registered at the level of the 
educational unit, lack of adaptation of the professional body to the new requirements of 
methodology and didactics, providing poorly trained human resources on the labor market, unable 
to carry out their activity at the required level of performance, etc. The stage of career development 
substantially influences the decisions of employees in pre-university education regarding the 
participation in various forms of vocational training or training. The standard for the teaching 
profession includes: the level of knowledge necessary fot the development of the teaching 
profession, skills to the teaching activity that can be improved with the actual teaching experience 
and with the evolution in the teaching career. 

 
2. Literature review 
 
    The career evolution stages (Cristina Manole, 2013) include the employees' approach to training 
and improvement and are classified as follows: stage I or the exploration period, stage II 
represented by adaptation and integration within the organization, stage III or mid-career stage, 
stage IV corresponding to the last stage of career development. 
   At the level of pre-university education, the exploration stage is specific to the beginning period, 
between 0-2 years old, a period in which beginning teachers must go through the initial 
improvement stage, materialized in the obligation to pass the final exam in education, according to 
the mobility methodology of education staff, pre-university education and the provisions of the 
legislation in the field of pre-university education. 
    Teachers who do not pass the final exam can work only for a certain period and have the status 
of beginner teacher, the career development being thus conditioned by passing the final exam and 
subsequent exams for obtaining the second teaching degree and the first teaching degree I. 
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    Obtaining the final exam confirms the possession of minimum professional skills for teaching 
and is preceded by the other stages of training and improvement through teaching degrees and 
involves the promotion of a national exam organized by the Ministry of Education and Research, 
consisting of a written exam with topics and topics established for each specialization in part. 
   Stage I or the period of exploration characterized by actions to adapt to the requirements of the 
workplace, is the period in which the employee adapts his requirements and expectations to the 
reality offered by the advantages of the current job. 
   The conditions for enrolling in the final exam are represented by (LEN 1/2011): evaluation of the 
professional activity of the teacher by evaluating the personal professional portfolio; supporting at 
least two classroom inspections; carrying out the initial psycho-pedagogical training; carrying out 
an internship during a school year. 

 
3. Research methodology 
 

The research methodology used in this paper is the review of the literature in the field of human 
resources development in romanian pre-university education system. Through the critical analysis 
of the specialized literature in the field of training and improvement  of teachers in pre-university 
education system, it was identified the main training and improvement activities (Table no.1, 
Figure no.1), highlighting also the need to meet the conditions for obtaining teaching degrees. The 
activity of teachers involves a good professional training doubled by teaching skills, being 
necessary a continuous training, that begins with the initial training in universities and advances 
with the evolution in career marked by the gradual obtaining of teaching degrees for Romanian pre-
university education. 

 
4. Findings 
 

  The training and improvement approaches at pre-university education level must take into 
account a number of factors: 

 the particularities of each educational unit in terms of specializations held by its own 
employees; 

 motivation to participate in training courses, training for each employee, individually; 
 the stage of career evolution in which the employees from pre-university education are; 
 the level of personal motivation of those involved in the training process; 
 the constraints of the legislation in the field of Romanian pre-university education 

regarding the need to complete training courses, improvement at certain time intervals; 
 the offer of courses existing at the level of the Teaching Staff House acting at county level, 

as a training provider for the pre-university education staff; 
 the offer of courses and training internships to which the employees of the pre-university 

education provided by various bodies and organizations, higher education institutions, etc. 
have access. 

Vocational training in pre-university education is carried out on the basis of professional 
standards for the teaching profession and involves: 

 completing training courses in the field of specialty, methodology, pedagogy; 
 completing training courses in the field of coordination, evaluation and guidance in pre-

university education; 
 acquiring didactic degrees for the teaching staff from pre-university education: final exam, 

didactic degree I, didactic degree II. 
In Figure no.1, Types of training behavior, several behavior models can be regarding the 

training decision, there were defined depending on the level of involvement -participation of the 
person interested in training and the degree of differentiation of training programs: 
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Figure no. 1 Types of training behavior 

 
 

Complex training behavior 
 
                          
 
 
 
 

 
Diverse training behavior 

 
 
 
 

 
Decreased training behavior 

 
 
 
 
 

 
Usual training behavior 

 
 

Source: Developed by  the author 
 

Stage II is the stage in which the employee adapts to the requirements and lifestyle imposed by 
the job, integrates at the level of the organization thus considering the current job as appropriate to 
their own aspirations. 

   At the level of pre-university education, this stage is specific to the stage of career evolution 
between obtaining finalization in education and career evolution by successively obtaining teaching 
degrees at regular intervals and ends around the age of 45, at an age of 20 years of activity in this 
field, period in which the teachers acquire the maximum work expertise in the educational field. 

The possession of the didactic degree II, represents a stage of evolution in career, being 
considered a professional advantage, fact confirmed by the promotion of the specialized exams that 
highlight the possession of a professional advantage compared to the possession of the finalization 
in education. The teacher who enrolled in obtaining the second teaching degree, must have 
appropriate professional conduct, to prove the achievement of good results in teaching, thus 
obtaining the recommendation of the Board of Teachers of the school in which he /she carries out 
his /her activity in the last two school years prior to enrollment at the didactic degree II. 

Obtaining the first degree in pre-university education, a stage conditioned by completing several 
stages and cumulatively fulfilling several criteria, obtaining the didactic degree I, is the recognition 
of having the highest level of professional expertise in pre-university education, being considered a 
career development stage for  the staff in pre-university education. 

Obtaining the first degree in pre-university education by teaching staff in pre-university 
education requires the fulfillment of several criteria, according to the Methodology on continuous 
training of pre-university education staff. 

The didactic degree I, represents the highest didactic degree at the level of pre-university 
education, this being superior to the didactic degree II and respectively the finalized one in 
education. In order to register for the exam for obtaining the didactic degree I, the candidate must 
show an impeccable professional and moral conduct, to be distinguished by obtaining special 
results in the didactic activity, fact confirmed by the written recommendation of the teaching 
council of the educational unit, where he/she must have been active for at least the last two school 
years. Stage III is the middle stage of the career, a period in which the employee can assess his/her  
personal career development so far and can anticipate future developments depending on the actual 
conditions of the job, compared to the possibilities of professional development within the 
organization. 

The title of professor emeritus in pre-university education is obtained on the basis of a national 
competition and is conditional on the fulfillment of several conditions:  fulfillment of the seniority 
condition: 15 years of activity in the field, without interruptions, calculated from obtaining the 
didactic degree I,  promoting the admission colloquium for enrolling in the competition for the title 

 Significant 
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between training 
programs 

 High degree of 
participation in 
training programs 

 Few differences 
between training 
program  

 Low degree of 
participation in 
training programs 
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of professor emeritus, proof of obtaining the annual grade- very well in the period from obtaining 
the didactic degree I, holding a special inspection in order to register for the title of professor 
emeritus in the presence of the special commission appointed by the Ministry of Education and 
Research, writing a “research / innovation paper” in areas such as: “educational management, 
education quality management, information and communication techniques applied in teaching-
learning processes, institutional management and data management, alternative or complementary 
strategies for training, research and innovation in education, communication and partnerships with 
the social environment ”, teaching didactics, school psychology and psycho-pedagogy. 

The development of human resources in Romanian pre-university education  system involves a 
series of activities carried out in stages during the teaching career (table no.1): 
 

Table no. 1 Professional development and training-activities 

Professional training 
 

Professional development  
 

Acquiring new knowledge 
 

Improving current knowledge and skills 

Acquiring a new qualifucation 
 

Continuation of the learning process 

Learning a trade 
 

Making connections between acquired knowledge 

Acquiring new practical skills 
 

Practical application of the acquired knowledge 

Source: (Manole, 2013, p. 106) 
 

The political environment influences the training of teachers by the willingness to provide the 
necessary resources for training, so the political environment must take into account the need for 
continuous teacher training and the benefits of teacher training on education beneficiaries, teacher 
training will involve better adaptation to the changes of the environment in which they carry out 
their activity as well as to obtain better results for the beneficiaries of the education system. 

The cultural environment will influence the need for teacher training by adapting the activity 
carried out by teachers to the cultural specifics of the area. A good example of this factor is the 
aspect by which in certain areas of Sibiu County, for example, school ends earlier so that students 
can go to the mountains with their parents and thus preserve the cultural tradition of the area. 
Teachers will have to be trained to come with different curricula available to the school specific to 
the cultural environment of the area, the structure of the school year being specially modified by 
the authorities to respect the ancient custom of the area. 
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6. Conclusions 
 

    The development of human resources in pre-university education system allows the training and 
improvement of human resources in accordance with the organizational needs, the desire to train 
those involved and the available training offer. Once the need for training is identified, it is 
necessary to plan, organize, carry out the training as well as toevaluate the efficiency of the 
completed training program. To obtain a efficient training program is a necessity for increasing the 
quality of the educational process, fact for which the training providers must meet the teachers with 
complex training offers, structured and adapted to rhe training needs of the pre-university education 
staff. The training and improvement of human resources in pre- university education influences the 
quality of the teaching process as well as the school results obtained by students at national exam, 
being an indicator in estaclishing the quality of the education system at school level but also 
globally, seen through the whole pre-university education system. 
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