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Ludnd in considerare ca performanta
reprezintd un subiect de interes pentru aproape
toate organizatiile, in prezenta lucrare, autorul
a analizat indicatorii de performantd in instan-
tele judecatoresti, prin prisma factorului uman.
La etapa actuala, din perspectiva managemen-
tului resurselor umane, exista mai multi indica-
tori care reflecta performanta instantelor jude-
catoresti. In acest sens, pe parcursul cercetarii,
vor fi analizati mai multi dintre acesti indicatori.
Informatiile pentru analiza indicatorilor de per-
formanta au fost extrase din rapoartele statistice
ale Agentiei de Administrare a Instantelor Jude-
catoresti din Republica Moldova. Rezultatele
obtinute dovedesc existenta unor probleme si
dificultati in cadrul instantelor judecatoresti,
conditionate de factorul uman.

Cuvinte-cheie: managementul resurselor
umane, performantei, indicatori de performantd,
instante judecatoresti, cauze pendinte.
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Introducere

Performanta a devenit un element esential
in activitatea oricdrei organizatii, indiferent de
sfera de activitate si marimea acesteia. De ase-
menea, performanta face parte din sistemul de
valori al organizatiei, reprezentand un fundament
temeinic pentru atingerea obiectivelor strategice
si a celor operationale [3], [6]. Indicatorii de per-
formanta au patruns in toate sferele de prestare a
serviciilor publice, inclusiv a serviciilor juridice.
Pe parcursul anilor, indicatorii de performanta au
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Considering that performance is a topic of
interest for almost all organizations, in this
article the author has analysed performance
indicators in courts through the human factor.
At the current stage, from the perspective of
human resource management, there are several
indicators that reflect the performance of courts.
In this sense, several of these indicators will be
analysed during the research. The information
for the analysis of performance indicators was
extracted from the statistical reports of the
Agency for the Administration of the Courts of
the Republic of Moldova. The results obtained
prove the existence of problems and difficulties
in the courts conditioned by the human factor.
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Introduction

Performance has become an essential ele-
ment in the activity of any organization,
regardless of its scope of activity and size. Also,
performance is part of the organization’s value
system, representing a solid foundation for
achieving strategic and operational objectives
[3], [6]. Performance indicators have permeated
all spheres of public service delivery, including
legal services. Over the years, performance
indicators have evolved from crude measures of
the total workforce to more complex ones,
highlighting the strategic role of human resour-
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evoluat de la masurile brute ale fortei de munca
totale la unele mai complexe, evidentiind rolul
strategic al managementului resurselor umane
asupra performantei serviciului public. Indicato-
rii cheie de performanta sunt o masura a perfor-
mantei, care se concentreazad pe aspectele critice
ale intrarilor si rezultatelor. In general, indicato-
rii de performanta intruchipeaza un obiectiv stra-
tegic si masoard performanta fata de obiectivele
prestabilite, care sunt multidimensionale [8]. La
randul lor, obiectivele strategice organizationale
trebuie defalcate in obiective operationale, iar
rezultatele operationale trebuie corelate cu indi-
catorii de performanta la nivel strategic [1]. Indi-
catorii de performantd sunt instrumente mo-
derne, care ajutd managerii sd mentina perfor-
manta organizationala la un nivel ridicat [12].

Metode de cercetare aplicate

In vederea obtinerii unor rezultate rele-
vante, in prezenta lucrare au fost folosite mai
multe metode de cercetare, fiecare avand un rol
esential. Astfel, pentru dobandirea unor rezultate
comprehensive a continutului teoretic, au fost
aplicate mai multe metode traditionale de cerce-
tare, cum ar fi: investigatia stiintifica si revizui-
rea literaturii stiintifice, specifice managemen-
tului resurselor umane si performantei profesio-
nale. Astfel, revizuirea literaturii de specialitate a
permis determinarea continutului indicatorilor de
performanta aplicati in cadrul organizatiilor, in-
clusiv a celor specifici instantelor judecatoresti.
in ceea ce priveste aspectul aplicativ al lucrarii,
au fost aplicate mai multe metode de cercetare,
si anume: analiza cantitativa a documentelor,
analiza comparativa, analiza datelor statistice
obtinute din sursele Agentiei de Administrare a
Instantelor Judecatoresti din Republica Moldova
si analiza de corelatie. Aplicarea metodelor sus-
mentionate a permis constatarea unor realitati
asupra indicatorilor de performantd in instantele
judecatoresti, prin prisma factorului uman.

Rezultate si discutii

Esenta performantei in managementul
resurselor umane

In managementul resurselor umane,
Teoria Rolului a fost utilizatd, in mod eficient,
pentru elaborarea descrierii posturilor, a manage-
mentului performantei si in proiectarea posturi-
lor [16]. In afard de aceasta, Gahan P. si altii au
cercetat sistemele de munca de inaltd perfor-

ces management on public service performance.
Key performance indicators are a measure of
performance that focuses on critical aspects of
inputs and outputs. In general, performance indi-
cators embody a strategic objective and measure
performance against predetermined objectives
that are multidimensional [8]. In turn, orga-
nizational strategic objectives must be broken
down into operational objectives, and opera-
tional results must be correlated with strategic-
level performance indicators [1]. Performance
indicators are modern tools that help managers
maintain organizational performance at a high
level [12].

Applied research methods

In order to obtain relevant results, several
research methods were used in this paper, each
one having an essential role. Thus, in order to
obtain comprehensive results of the theoretical
content, several traditional research methods
were applied, such as: scientific investigation,
review of the scientific literature specific to
human resources management and professional
performance. Thus, the review of the literature
has allowed to determine the content of per-
formance indicators applied in organizations,
including indicators specific to courts. Regar-
ding the applicative aspect of the work, several
research methods were applied, namely: quan-
titative analysis of documents, comparative ana-
lysis, analysis of statistical data obtained from
the sources of the Agency for the Administration
of Courts of the Republic of Moldova and
correlation analysis. The application of the
above-mentioned methods allowed finding some
realities on performance indicators in the courts
through the prism of the human factor.

Findings and discussions

The essence of performance in human
resources management

Role theory has been effectively used in
human resources management to develop job
descriptions, performance management, and
job design [16]. In addition, P. Gahan et al. re-
searched high-performance work systems and
managerial competencies as foundations for
organizational capabilities associated with inno-
vation [9]. These findings have implications for
understanding the strategic role that human
resources management has in ensuring perfor-
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mantd si competentele manageriale ca funda-
mente pentru capacitatile organizationale asociate
inovatiei [9]. Aceste constatdri au implicatii in
intelegerea rolului strategic pe care il are mana-
gementul resurselor umane in asigurarea perfor-
mantei. Or, elementele novatoare in mana-
gementul resurselor umane poate genera o per-
formanta mai Tnaltd pentru organizatie.

in procesul de misurare a performantei
angajatilor, teoria rolurilor are o semnificatie
deosebita, intrucat poate fi folosita ca baza in a
specifica asteptdrile organizatiei in materie de
performanta [17]. De asemenea, teoria rolurilor
sugereaza ca sistemele de evaluare a performan-
tei trebuie sa tind cont de atributiile si sarcinile
de serviciu ale fiecarei persoane, astfel incat
organizatiile s poatd evalua munca si sd direc-
tioneze comportamentele angajatilor cu ajutorul
unor indicatori de performantd, bazati pe roluri
[16]. Cu alte cuvinte, indicatorii de performanta
ar trebui sa fie consecventi cu rolurile pe care le
au angajatii In cadrul organizatiei [5].

Huselid M. & Becker B. sustin ca cea mai
importanta sarcind cu, care se confruntd cerce-
tarea in domeniul resurselor umane constd in
dezvoltarea si evaluarea unui model cauzal mai
complet si mai cuprinzator, care sd lege siste-
mele de management al resurselor umane cu
performanta organizationala [11].

Potrivit literaturii recente, privind perfor-
manta resurselor umane, indicatorii de perfor-
mantd a angajatilor pot fi incadrati in trei cate-
gorii: alinierea resurselor umane, relatia cu
angajatii si eficienta resurselor umane.

Indicatorii de aliniere a resurselor umane
masoard impactul practicilor de resurse umane
asupra:

o rezultatelor strategice [4];
e punerii in aplicare a strategiei organiza-

tionale [2];

e capacitatilor organizationale pentru schim-

bare [11].

Elaborarea si implementarea unui Sistem
de indicatori de performanta este un proces com-
plex, care trebuie luat in serios si planificat. Indi-
catorii de performantd pot fi stabiliti pentru
fiecare post de munca, din cadrul oricarei organi-
zatii, iar, la randul lor, acestia pot fi agregati
intr-un scor general al sistemului de resurse
umane, clasificati de la cel mai mic la cel mai
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mance. While innovative elements in human
resource management can generate higher per-
formance for the organization.

Role theory has particular significance in
the process of measuring employee performance,
as it can be used as a basis to specify the orga-
nization's performance expectations [17]. Also,
role theory suggests that performance appraisal
systems must take into account the duties and
tasks of each person so that organizations can
evaluate work and direct employee behaviours
using role-based performance indicators [16]. In
other words, performance indicators should be
consistent with employees' roles within the
organization [5].

M. Huselid & B. Becker argue that human
resources research’s most important task is to
develop and evaluate a completer and more
comprehensive causal model linking human
resources management systems to organizational
performance [11].

According to recent literature on human
resources performance, employee performance
indicators can be classified into three categories:
human resources alignment, employee relation-
ship, and human resources effectiveness.

Human resources alignment indicators
measure the impact of human resources practi-
ces on:

o strategic results [4];
e organizational strategy implementation [2];
¢ organizational capacities for change [11].

Developing and implementing a system of
performance indicators is a complex process that
must be taken seriously and meticulously plan-
ned. Performance indicators can be established
for each job within any organization. Perfor-
mance indicators can be set for each job within
any organization, and these in turn can be
aggregated into an overall HR system score,
ranked from lowest to highest [13]. The pre-
sented theoretical approach shows how critical
the evaluation of performance indicators is for
organizations. Depending on the field of activity,
there are representative performance indicators
that can highlight the overall performance of
organizations, as is the case with courts.

Performance indicators in the courts

Courts apply several indicators to express
their overall performance. One of these indi-
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mare [13]. Abordarea teoretica prezentatd arata
cat de importanta este evaluarea indicatorilor de
performantd pentru organizatii. In functie de
domeniul de activitate, existd indicatori de
performantd reprezentativi, care pot evidentia
performanta de ansamblu a organizatiilor, la fel
cum este si cazul instantelor judecatoresti.

Indicatorii de performantd in instantele
Judecdtoresti

In instantele judecatoresti se aplici mai
multi indicatori care exprimad performanta aces-
tora. Unul din indicatorii de performantd ai
instantelor judecdtoresti este Rata de solutionare a
dosarelor. Acest indicator se calculeaza ca
raportul dintre numarul dosarelor solutionate intr-
0 perioadd de timp si suma dintre numaérul
dosarelor Inregistrate In aceeasi perioada si a celor
restante la inceputul perioadei respective [10].

cators is the Cases’ Resolution Rate. This indi-
cator is calculated as the ratio between the
number of cases resolved within a period of time
and the sum of the number of cases registered in
the same period and those outstanding at the
beginning of the respective period [10].
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Pentru o abordare mai comprehensiva, ana-

Figura 1. Evolutia ratei de solutionare a dosarelor/
Figure 1. Evolution of the Cases’ Resolution Rate
Sursa: elaborata de autor pe baza datelor rapoartelor anuale ale Agentiei de Administrare
a Instantelor Judecatoresti din Republica Moldova [18]/Source: Prepared by the author based
on the data of the annual reports of the Agency for the Administration of Courts
of the Republic of Moldova[18]

For a more comprehensive approach, the

liza ratei de solutionare a dosarelor a fost efec- Cases’ Resolution Rate was analysed at the level
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tuatd la nivelul Curtii Supreme de Justitie, a
Curtilor de Apel si a judecatoriilor teritoriale.
Potrivit figurii 1, numarul cauzelor inregistrate in
instantele judecdtoresti a crescut in perioada de
referinta, practic in toate judecdtoriile, cu exceptia
Curtii Supreme de Justitie si a judecatoriilor din
Comrat, Criuleni si Striseni. In cazul Curtii
Supreme de Justitie, numarul cauzelor care urmau
a fi solutionate 1n anul 2022 a fost cu peste 2 mii
mai mic decat cel inregistrat in anul 2018.

Analizand rata de solutionare a dosarelor
in perioada de referintd, constatim ca acest
indicator s-a diminuat in anul 2022, comparativ
cu anul 2018, 1in toate judecatoriile, cu exceptia
celei din Comrat. De asemenea, putem observa
ca cea mai evidenta diminuare a indicatorului dat
s-a inregistrat la judecatoria Anenii Noi. Daca in
anul 2018 rata de solutionare a dosarelor la
judecatoria Anenii Noi a fost de 88,5%, in anul
2022 — s-a diminuat pana la 68,7%.

in anul 2022, rata de solutionare a dosa-
relor in unele judecatorii (Chisindu, Comrat si
Hancesti) a fost de aproximativ 2/3 din totalul
celor solutionate in anul 2018. Din cauza numa-
rului tot mai mare al dosarelor restante, creste
povara pentru judecatori in anul urmator.

Un alt indicator relevant pentru activitatea
instantelor judecatoresti il reprezinta Rata de
variatie a stocului de cauze pendinte sau Rata de
lichidare (Clearance Rate). Indicatorul in cauza
masoard capacitatea intregului sistem judiciar
national sau al unei instante judecatoresti pentru
solutionarea cauzelor supuse judecatii, in raport
cu numarul de cauze prezentate intr-o anumita
perioada de timp [10]. Dacd valoarea acestui
indicator este in jurul a 100%, Inseamnad ca
sistemul judiciar national sau o instantd jude-
catoreasca are capacitatea sa solutioneze acelasi
numar de cauze ca cel intrat pe parcursul anului.
Daca valoarea acestui indicator depageste
100%, atunci instanta judecatoreasca are abili-
tatea de a solutiona mai multe cauze decat
numarul celor Inregistrate intr-o perioada de
timp. Cu cat valoarea acestui indicator este mai
micd de 100%, cu atét instanta judecatoreascad nu
reuseste sd faca fatd numarului de dosare, ceea
ce conduce la cresterea numarului de cauze
nefinalizate la sfarsitul anului sau a numarului de
cauze pendinte, crescand volumul de munca
pentru anul urmator. In figura 2 este prezentata
evolutia acestui indicator in perioada 2018-
2022.
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of the Supreme Court of Justice, the Courts of
Appeal, and the territorial courts. According to
figure 1, the number of cases registered with the
courts increased during the reference period in
all courts except for the Supreme Court of
Justice and the courts of Comrat, Criuleni, and
Straseni. In the case of the Supreme Court of
Justice, the number of cases that were to be
solved in 2022 was lower by more than 2
thousand compared to the one recorded in 2018.

Analysing the Cases’ Resolution Rate in
the reference period, we can establish that this
indicator decreased in 2022 compared to 2018
across all courts except the one in Comrat. We
can also observe that the most obvious decrease
of the given indicator was registered at the
Anenii Noi court; if in 2018, the resolution rate
of cases at the Anenii Noi court was 88.5%, in
2022 — it decreased to 68.7%.

In 2022, the rate of cases resolved in some
courts (Chisinau, Comrat and Hincesti) was about
2/3 of the total cases resolved in 2018. Due to the
increasing number of pending cases, the burden
on judges increases in the following year.

Another relevant indicator for the activity
of the courts is the Pending Cases’ Stock Varia-
tion Rate or the Clearance Rate. The indicator in
guestion measures the capacity of the entire
national judicial system or of a separate court to
resolve the cases subject to judgment in report
with the number of cases presented within a
certain period of time [10]. If the value of this
indicator is around 100%, it means that the
national judicial system or a separate court has
the capacity to solve the same number of cases
as that entered during the year. If the value of
this indicator exceeds 100%, then the court has
the capacity to resolve more cases than the
number of those registered within the defined
period of time. The lower the value of this
indicator is below 100%, the more the court
fails to cope with the number of cases, which
increases the number of unfinished cases at the
end of the year or the number of pending cases,
increasing the workload for the following year.
Figure 2 shows the evolution of this indicator in
the period between 2018-2022.
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Figura 2. Evolutia ratei de variatie a stocului de cauze pendinte/
Figure 2. Evolution of the Pending Cases' Stock Variation Rate
Sursa: elaborata de autor pe baza datelor rapoartelor anuale ale Agentiei de Administrare a Instantelor
Judecatoresti din Republica Moldova [18]/Source: Prepared by the author based
on the data of the annual reports of the Agency for the Administration of Courts

of the Republic o

Dupa cum se observa din figura 2, in pe-
rioada analizata, rata de lichidare sau de variatie
a stocului de cauze pendinte la nivel national
este in descrestere, de la 99,4%, in anul 2018, la
97,2%, in anul 2022. Comparativ cu anul 2018,
acest indicator s-a diminuat in anul 2022,
aproape 1n toate judecatoriile, exceptie facand
judecatoriile teritoriale din Chisindu, Causeni,
Comrat si Ungheni. Variatia semnificativd a
acestui indicator face ca volumul de munca in
instantele judecatoresti sd se schimbe de la an la
an. Cele mai mari variatii ale acestui indicator se
observa la Curtea de Apel Cahul si in judeca-
toriile din Hancesti, Causeni si Ungheni. Spre
exemplu, la Curtea de Apel Cahul rata de varia-
tie a stocului de cauze pendinte s-a redus de la
108,6%, in anul 2018, pand la 89,7%, in anul
2022, inregistrandu-se o descrestere de aproape
20%. Totodatd, trebuie remarcat faptul ca
judecitoria din Cahul este unica din ansamblul

f Moldova [18]

As can be observed in figure 2, during the
period under review, the Clearance Rate or the
Pending Cases’ Stock Variation Rate at the
national level decreased from 99.4% in 2018 to
97.2% in 2022. Compared to 2018, this indicator
decreased in 2022 in almost all courts, except for
the territorial courts in Chisinau, Causeni,
Comrat, and Ungheni. The significant variation
of this indicator causes the workload in the
courts to change from year to year. The most
significant variations of this indicator are obser-
ved in the Cahul Court of Appeal and the courts
of Hancesti, Causeni, and Ungheni. For
example, in the Cahul Court of Appeals, the
Pending Cases' Stock Variation Rate decreased
from 108.6% in 2018 to 89.7% in 2022, regis-
tering a decrease of almost 20%. At the same
time, it should be noted that the court of Cahul is
the only one of all the courts that, in the refe-
rence period, recorded a Pending Cases’ Stock
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judecatoriilor care, in perioada de referinta, a
inregistrat o ratd a variatiei stocurilor pendinte
mai mare de 100%, ceea ce demonstreaza capa-
citatea instantei respective de a gestiona eficient
cauzele inregistrate, diminuand, in acelasi timp,
numarul cauzelor pendinte.

Rata de rotatie a cauzelor este un alt indi-
cator al performantei instantelor judecatoresti.
Acesta se calculeaza ca raportul dintre numarul
cauzelor solutionate Intr-o perioada de timp si nu-
marul cauzelor nesolutionate la sfarsitul perioadei
respective [10]. Indicatorul in cauza determina
frecventa cu care un sistem judiciar sau o instanta
judecatoreasca inlocuieste numarul de cauze inre-
gistrate. In figura 3 este prezentati evolutia aces-
tui indicator pentru perioada anilor 2018-2022.

Variation Rate higher than 100%, which proves
the capacity of the respective court to efficiently
manage registered cases, reducing, at the same
time, from the number of pending cases.

The Cases’ Turnover Rate is another indi-
cator that characterizes courts' performance. This
indicator is calculated as the ratio between the
number of cases resolved within a defined period
of time and the number of unresolved cases at
the end of that period [10]. This indicator
determines the frequency at which a judicial
system or court replaces the number of registe-
red cases. Figure 3 shows the evolution of this
indicator for the period between 2018 and 2022.
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Figura 3. Evolutia ratei de rotatie a cauzelor/

Figure 3. The evolution of the Cases’ Turnover Rate
Sursa: elaborata de autor pe baza datelor selectate din rapoartele anuale ale Agentiei de Administrare a
Instantelor Judecatoresti din Republica Moldova [18]/Source: prepared
by the author based on the data of the annual reports of the Agency for the Administration
of Courts of the Republic of Moldova [18]

Din figura 3 se observa fluctuatii mari ale
ratei de rotatie a cauzelor. La nivelul Curtii
Supreme de Justitie rata de rotatie a cauzelor s-a
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From figure 3, large fluctuations in the
Cases’ Turnover Rate can be observed. At the
level of the Supreme Court of Justice, the Cases’



ECONOMIE, BUSINESS S| ADMINISTRARE/ ECONOMICS, BUSINESS AND ADMINISTRATION

redus aproape de 2 ori, de la 10,2, in anul 2018,
pana la 5,7, in anul 2022. La fel, constatam ca
rata de rotatie a cazurilor s-a redus de peste 3 ori
la Curtea de Apel Chisinau. Daca in anul 2018
indicatorul respectiv a constituit 7,2, apoi in anul
2022 acesta s-a redus pana la 2,3. O valoare mai
mica a acestui indicator, fatd de cel calculat
pentru Curtea de Apel Chisindu in anul 2022, a
fost inregistrat la judecatoriile din Chisindu,
Comrat si Hancesti.

Analizand rata de rotatie a cazurilor la
nivelul judecatoriilor, observdm o anumita con-
stantd a acestui indicator in cazul judecatoriei
din Comrat, care, in perioada analizata, a fost egal
cu 2,0. Insd valoarea acestui indicator nu este
pozitiva, deoarece are un impact negativ asupra
altui indicator — Durata de solutionare a cauzelor
pendinte. Trebuie mentionat faptul ca, cu cat rata
de rotatie a cazurilor este mai mica, cu atat va fi
mai mare durata de solutionare a cauzelor
pendinte, ceea ce ne vorbeste despre o activitate
mai putin eficientd a sistemului judecatoresc sau a
unei instante a acestuia. Durata efectiva masoara
intervalul de timp din momentul initierii unui nou
caz pana la data pronuntarii hotararii judeca-
toresti. Durata efectivd este un indicator final,
care este exact egal cu timpul folosit pentru solu-
tionarea unui caz. Acest indicator se calculeaza ca
raportul dintre numarul de zile calendaristice in an
si rata de rotatie a cauzelor [10]. In figura 4 este
prezentatd durata de solutionare a cazurilor
pendinte pentru anul 2022.

Turnover Rate decreased almost 2 times, from
10.2 in 2018 to 5.7 in 2022. Similarly, we note
that the Cases’ Turnover Rate decreased by over
3 times at the Chisinau Court of Appeal. If in
2018 the respective indicator was 7.2, then in
2022, it was reduced to 2.3. A lower value of
this indicator, compared to the one calculated for
the Chisinau Court of Appeals in 2022, was
registered at the courts of Chisinau, Comrat, and
Hancesti.

Analysing the Cases’ Turnover Rate at the
court level, we observe a certain constant of this
indicator in the case of the Comrat court, which
during the analysed period was equal to 2.0.
However, the value of this indicator is not posi-
tive because it has a negative impact on another
indicator — the Pending Cases Resolution
Duration. It should be noted that the lower the
Cases' Turnover Rate, the longer the Pending
Cases Resolution Duration, which tells us about
a less efficient activity of the judicial system or a
separate court thereof. The effective duration
measures the time from the moment a new case
is initiated to the date of delivery of the
judgment. Effective duration is a final indicator
that is accurate in terms of the time taken to
resolve a case. This indicator is calculated as the
ratio between the number of calendar days in the
year and the Cases’ Turnover Rate. Figure 4
shows the Pending Cases Resolution Duration
for the year 2022.

Total
Straseni
Orhei
Edinet
Criuleni
Cimislia
Cahul
Anenii Noi
CA Comrat
CA Bilti

Curtea Suprema de Justitie/Supreme Court of Justice

139

154
122
103
93
174
64
106
110
179
150
136
126
71
104
185
89
101
84
160
76
20 40 60 80 100 120 140 160 180 200

Figura 4. Durata de solutionare

a cauzelor pendinte in anul 2022/

Figure 4. Pending Cases Resolution Duration in 2022
Sursa: elaborata de autor pe baza datelor rapoartelor anuale ale Agentiei de Administrare
a Instantelor Judecatoresti din Republica Moldova [18]/Source: Prepared by the author based
on the data of the annual reports of the Agency for the Administration of Courts

of the Republic

of Moldova [18]
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La nivelul sistemului judecatoresc, durata
de solutionare a cauzelor pendinte a fost de 139
de zile (figura 4). In anul 2022, durata de solu-
tionare a cauzelor pendinte a fost de 76 de zile la
Curtea Suprema de Justitie, fiind un indicator
relativ bun in comparatie cu indicatorul celor-
lalte judecdtorii. La nivelul Curtii de Apel,
durata de solutionare a cauzelor pendinte a variat
de la 84 zile, In cazul Curtii de Apel Balti, pana
la 160 de zile, in cazul Curtii de Apel Chisinau,
ceea ce este de aproximativ 2 ori mai mare. De
asemenea, la nivelul judecatoriilor teritoriale,
durata de solutionare a cauzelor pendinte este
mai mare in mun. Chisindu. Spre deosebire de
judecatoria Edinet, care a Inregistrat cea mai
micd duratd de solutionare a cauzelor pendinte
(64 de zile), In mun. Chisinau acest indicator a
fost de aproape 3 ori mai mare in anul 2022.

Concluzii

Activitatea instantelor judecatoresti depinde
de mai multi factori, iar cel uman este esential
pentru asigurarea performantei acestora. Resur-
sele umane din instantele judecatoresti influen-
teaza direct performanta ce poate fi exprimata
prin mai multi indicatori. In cazul dat, indicatorii
prezentati — Rata de solutionare a dosarelor,
Rata de variatie a stocului de cauze pendinte, Rata
de rotatie a cauzelor si Durata de solutionare a
cauzelor pendinte — sunt cei mai reprezentativi
pentru  evaluarea  performantei instantelor
judecatoresti.

Analizand sub aspect teritorial indicatorii
de performantd a instantelor judecatoresti, se
observa diferente atat la nivelul Curtilor de Apel,
cat si la nivelul judecdtoriilor teritoriale. La
randul lor, indicatorii respectivi sunt influentati
de evolutia cauzelor inregistrate sub aspect teri-
torial, fapt ce determind mai mult efort uman
pentru solutionarea acestora din partea persona-
lului instantelor judecatoresti. De asemenea, se
constatd o discrepantd mare intre instantele
judecatoresti cu privire la durata de solutionare a
cauzelor pendinte, indicator ce poate fi influentat
de mai multi factori, cum ar fi: rata de acoperire
a posturilor vacante de judecitor, gravitatea cau-
zelor si numarul cauzelor inregistrate. Factorii
respectivi fac ca durata de solutionare a cauzelor
pendinte sd fie de aproape 3 ori mai mare in
judecétoria Chigindu, comparativ cu judecatoria
Edinet. Asadar, o administrare mai judicioasa a
resurselor umane din instantele judecatoresti ar
putea contribui la imbunatatirea indicatorilor de
performantd analizati, determindnd ca acestea sa
devina mai eficiente.
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At the level of the judicial system, the
Pending Cases Resolution Duration was 139
days (figure 4). In 2022, the Pending Cases
Resolution Duration was 76 days at the Supreme
Court of Justice, which is a relatively good indi-
cator compared to other courts. At the level of
the Courts of Appeals, the Pending Cases Reso-
lution Duration varied from 84 days in the case
of the Court of Appeals Balti, to 160 days in the
case of the Court of Appeals Chisinau, which is
almost twice as long. Also, at the territorial
courts’ level, the Pending Cases Resolution Du-
ration is longer in the municipality of Chisinau.
Unlike the Edinet court, which recorded the
shortest time for resolving pending cases (64
days), in the municipality of Chisinau, this
indicator was almost 3 times higher in 2022.

Conclusions

The activity of the courts depends on
several factors, and the human factor is essential
to ensure their performance. Human resources in
the courts directly influence performance, which
can be expressed through several indicators. In
the given case, the presented indicators — Cases’
Resolution Rate, Pending Cases’ Stock Variation
Rate, Cases’ Turnover Rate, and Pending Cases
Resolution Duration — are the most represen-
tative for evaluating the courts’ performance.

Differences can be observed when ana-
lysing the performance indicators of the courts
from a territorial aspect, both at the level of the
Courts of Appeals and at the level of the terri-
torial courts. In turn, the respective indicators are
influenced by the evolution of the cases regis-
tered under the territorial aspect, which deter-
mines more human effort for their resolution on
the part of the court staff. Also, there is a large
discrepancy between the courts regarding the
Pending Cases Resolution Duration. Several
factors can influence this indicator, such as:
coverage rate of vacant judge positions; serious-
ness of the cases; number of registered cases.
These factors make that the Pending Cases
Resolution Duration is almost three times longer
in the Chisinau court than in the Edinet court.
Therefore, a more judicious administration of
human resources in the courts could improve the
analysed performance indicators, making them
more efficient.
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