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ABSTRACT

	This article examines the significant transformations in human resources management (HRM) within public institutions in Romania, focusing on the period from 2010 to 2025. The research highlights the shift from traditional, bureaucratic models to modern approaches that emphasize performance and digitalization. Using a mixed-methods approach, the research combines a systematic review of literature from 2015 to 2025 - guided by the PRISMA methodology - with quantitative and qualitative methods, including semi-structured interviews with HR specialists. This combination provides a comprehensive perspective on HRM in Romania's public institutions. The study identifies several key challenges, such as resistance to change, a lack of digital skills, and the need to adapt to ongoing legislative reforms. The findings reveal an uneven evolution of HRM practices in the Romanian public sector, with notable disparities between central and local institutions. Additionally, the article offers recommendations for optimizing human resources strategies and aligning them with European standards, stressing the importance of sustainable human capital development amid current administrative transformations.
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1. INTRODUCTION

The digitalization of human resource management (HRM) functions is a strategic priority for modern organizations that want to optimize internal processes more efficiently and rapidly, improve employee experience, and gain competitive advantages (Baykal, 2020; Mazurchenko, 2025; Salin & Vittenbeck, 2025). In the current context, characterized by increased mobility and the need for access to real-time information, mobile applications dedicated to human resource management (m-HRM) have acquired particular importance (Bin & Zin, 2012; Parry et. al, 2013; Ciekanowski et. al, 2024; Deoskar et. al, 2024).

Human resource management (HRM) is an essential strategic component in the efficient functioning of public institutions, constituting the foundation for the implementation of public policies and the provision of services to citizens. The existence of an efficient administration represents one of the most important criteria that define the modernity of a country, so in Romania, the evolution of this field has been marked by significant transformations in the post-accession period to the European Union (EU), accentuated in the last decade and a half by successive attempts to modernize and adapt to European standards (Popescu et. al, 2007; Domnișoru et. al, 2017). Considering that human resource management plays a very vital role in an organization, even in Romania (Leisink et. al, 2021; Rabbi, 2025), in the following, we detail the situation our country has gone through. The Romanian socio-economic and political context from 2010 to 2025 has led to a substantial reconfiguration of approaches to human resource management in the public sector (Popescu et. al, 2007).

The global economic crisis, the austerity measures implemented in the Romanian public sector from 2010 to 2012, successive administrative reforms, and the acceleration of digitalization have been determining factors in this evolution. The challenges faced by public institutions in Romania in managing human capital are multiple and complex. These include the need to adapt to frequent legislative changes, resistance to change, and skills shortages in emerging areas such as digital transformation, but also the need to meet citizens’ growing expectations regarding the quality and promptness of public services. All these elements would not have been possible without public services' digital transformation, with competency sustainable strategies, and complex regulations (Șat, 2025).

2. LITERATURE REVIEW

Human Resources Management (HRM) in Romanian public institutions, as in other public administrations from Central and Eastern Europe, faces a complex landscape, striving to balance efficiency, accountability, and service quality amidst unique challenges (Hesse, 1998; Drechsler, 2000; Kalvet, 2012; Randma-Liiv & Drechsler, 2017). The public sector in Romania is marked by historical legacies, political influences, and institutional inertia, often hindering the successful implementation of HRM reforms aimed at greater transparency and meritocracy. While legal frameworks and reform efforts have been introduced, a shift from a compliance-based approach towards a strategic HRM focused on attracting and retaining talent is crucial for enhancing public sector performance (Popescu et al., 2021).

A significant challenge lies in attracting, developing, and retaining a capable and competitive workforce, particularly given the competition from the private sector offering better compensation. Public institutions often struggle with high employee turnover and difficulties in recruiting specialized personnel. To address these issues, a focus on developing consistent human resources and career development policies, coupled with competitive salary packages and opportunities for professional growth, is essential (Abdul Azeez, 2017). Furthermore, modern HRM practices, including robust recruitment and selection processes, performance management, and continuous training, are vital for professionalizing public administration and ensuring responsive governance (Profiroiu & Negoiță, 2022).

The implementation of effective HRM strategies is increasingly recognized as a key driver for improving public sector performance in Romania. By focusing on attracting, motivating, and retaining qualified staff, public institutions can enhance their efficiency and the quality of services provided. Investing in the skills and competencies of public sector employees and fostering a culture of continuous learning is crucial for keeping pace with evolving challenges. Ultimately, a well-integrated and strategically oriented HRM system can contribute significantly to a more effective and citizen-centric public administration.

In this context, the current article aims to analyze the evolutionary path of human resource management in public institutions in Romania, during the period 2010-2025, highlighting the main stages, transformations, challenges, and perspectives. The research aims to answer the following questions:
· What are the main transformations in the approach to human resource management in Romanian public institutions during the analyzed period?
· To what extent have administrative reforms influenced human resource management practices?
· What are the main challenges and obstacles in implementing modern HRM practices in the public sector?
· What perspectives and development directions are foreseen for human resource management in public institutions in Romania?

In addition, the study contributes to the specialized literature by systematically analyzing the evolution of HRM in the specific context of Romanian public administration, while also offering practical recommendations for optimizing HR strategies and policies in public institutions.

3. material and methods

This research uses a mixed methodological approach, combining documentary analysis with quantitative and qualitative methods, to provide a comprehensive perspective on the evolution of human resource management in public institutions in Romania. The theoretical foundation of the study is based on an in-depth analysis of the specialized literature from the period 2010-2025, including:
· Scientific articles indexed in international databases (Web of Science®, Scopus®, ResearchGate®, and Google Scholar®);
· The relevant legislative framework for human resource management in Romanian public administration, and official reports issued by national and European institutions on public administration reform;
· National strategies in the field of HRM and public administration modernization.

For the empirical components of the research, the following instruments were used:
· Quantitative analysis - processing of statistical data on the evolution of personnel structures in public institutions, analysis of HRM performance indicators, and comparative evaluation of HRM practices between public institutions;
· Qualitative analysis - semi-structured interviews with human resources specialists from representative public institutions, analysis of case studies on the implementation of reforms in the field of HRM, and evaluation of the perception of civil servants on the transformations in the field of HRM.

The research presents certain limitations that must be taken into account when interpreting the results, namely the variable accessibility of data on human resources management between different public institutions, the difficulty of accurately quantifying the impact of certain administrative reforms on HRM practices, and, last but not least, the significant differences between public institutions in terms of the adoption and implementation of modern human resources management practices.

4. results and discussion

4.1. Stages of the evolution of human resources management (HRM) in Romanian public institutions (2010-2025)

In this regard, the analysis of the collected data allowed the identification of three major stages in the evolution of human resources management in the Romanian public sector during the examined period:
· Restructuring and austerity stage (2010-2014) - this period was marked by drastic measures to restructure the public sector, in the context of the global economic crisis and the commitments assumed by Romania towards international financial institutions. The main characteristics of human resources management during this stage were significant staff reductions in the public sector (approximately 25% in certain sectors), blocking of hiring and promotions, salary reductions (up to 25% in 2010), centralization of decisions regarding human resources management, and emphasis on administrative control and compliance.

As some authors note, the period 2010-2014 represented a stage of regression in terms of the strategic approach to human resources management in Romanian public institutions, with priorities being oriented towards reducing salary costs and restructuring, rather than towards developing and valorizing human capital.

· Stabilization and incremental reform stage (2015-2019) - this period was characterized by attempts to consolidate the regulatory framework and introduce some modernization elements in human resources management: adoption of regulations regarding the career of civil servants (Law no. 188/1999 on the Statute of Civil Servants, republished, with subsequent amendments and completions), implementation of the unitary salary system (Framework Law no. 153/2017), introduction of some performance management elements, initiation of programs to develop the skills of civil servants, and the first effective initiative to digitize human resources management processes.

According to different Romanian studies, the implementation of the Framework Law on remuneration represented an important step towards making the remuneration system in the public sector transparent and fair, but the effective application of the principle of performance-based payment remained deficient.

· Digital transformation and flexibilization stage (2020-2025) - this stage, initially marked by the COVID-19 pandemic, accelerated the adoption of modern practices in HRM, such as wide-scale implementation of teleworking and flexible work schedules in most areas of activity, accelerated digitization of recruitment, selection, and assessment processes, development of integrated human resources management platforms, increased emphasis on the development of digital skills, adopting employee-centered approaches and professional well-being, and implementing talent management and succession planning strategies.

In the same context, a few Romanian studies highlight that the pandemic represented a catalyst for the modernization of human resource management in Romanian public institutions, forcing the adoption of practices that were previously considered incompatible with the specifics of public administration.

4.2. Disparities in the implementation of modern HRM practices between different categories of public institutions

The comparative analysis highlighted significant disparities in the adoption and implementation of modern human resource management practices between different categories of public institutions, as shown in Table 1.

Table 1. The main differences in the implementation of modern HRM practices in public institutions in Romania

	HRM practices
	Central institutions
	Local institutions

	Integrated digital HRM systems
	68%
	27%

	Formalized skills development programs
	74%
	35%

	Results-based performance evaluation
	65%
	41%

	Implementing teleworking
	82%
	46%

	Talent management strategies
	57%
	18%



According to Table 1, the gap between central and local institutions in terms of modernizing human resources management represents a major challenge to the coherence of the Romanian administrative system.

4.3. Determinants of HRM evolution in Romanian public institutions

The analysis of the factors that influenced the evolution of HRM in Romanian public institutions highlighted the following aspects (Kabalina & Mondrus, 2017):
· Legislative and normative factors - the unstable legislative framework and the numerous normative amendments significantly affected the coherence of personnel policies. During the period 2010-2025, the legislation on the civil service underwent over 30 substantial amendments, creating difficulties in implementing some long-term sustainable strategies;
· Political-administrative factors - political instability and frequent changes in the management of public institutions have determined discontinuities in the strategic approach to human resources management. Moreover, the excessive politicization of public management positions has undermined the professionalization of human resources management in Romanian public institutions;
· Technological factors - digital transformation has been a determining factor in the modernization of HRM practices, especially after 2020. The implementation of integrated human resource management systems has allowed the optimization of administrative processes and the improvement of the quality of personnel decisions;
· Cultural and organizational factors - the predominantly bureaucratic organizational culture and resistance to change have represented significant obstacles in the implementation of modern HRM practices.

4.4. Current challenges in HRM in Romanian public institutions

The research identified the following major challenges facing HRM in Romanian public institutions:
· Talent attraction and retention - public institutions face significant difficulties in attracting and retaining highly qualified specialists, especially in strategic areas such as IT, data analysis, or European project management. The lack of competitiveness compared to the private sector, in terms of remuneration and development opportunities, is the main cause of this challenge;
· Digital skills development - the acceleration of the digitalization of public services has highlighted the digital skills deficit among administrative staff. According to different Romanian studies, only 38% of civil servants have advanced digital skills, which is a major obstacle to the implementation of e-government strategies.
· Performance management - the effective implementation of performance-based evaluation systems remains deficient in many public institutions. The excessive formalization of evaluation processes and the reluctance of managers to differentiate employee performance compromise the effectiveness of these systems;
· Strategic human resource planning - the absence of a long-term vision regarding staffing and skills needs affects the institutional capacity to respond to emerging challenges. As different studies point out, HR planning in Romanian public institutions remains predominantly reactive and based on short-term approaches.

The analysis of current trends and specialized literature (Sekappa et. al, 2024) allows the identification of the following directions of evolution for HRM in Romanian public institutions:
· Integrated talent management strategies - a transition from fragmented approaches to integrated strategies for attracting, developing, and retaining talent is expected, with an emphasis on identifying and cultivating employee potential;
· Personalizing the employee experience - adapting HRM practices to the individual needs and preferences of employees is an emerging trend, reflected by the implementation of flexible work schedules and personalized career paths;
· Advanced use of data analysis in HRM decisions - the adoption of predictive and prescriptive analysis tools in human resources management will allow the optimization of decisions regarding recruitment, development, and staff allocation;
· Integrating artificial intelligence into HRM processes - implementing artificial intelligence-based solutions in selection, training, and assessment processes is an emerging trend, with the potential to significantly streamline HRM activities.

Knowing that a good administrative-territorial organization of the country affects both the results of an effective administration and the administrative body (Hințea și Mora, 2003; Saitarli, 2018), the following measures are proposed to improve HRM in public institutions:
· Developing a national strategic framework for HRM in the public sector - developing and implementing a coherent national strategy for human resource management in public administration, based on the principles of professionalization, performance, and sustainable development of human capital;
· Strengthening institutional capacity in the field of HRM is based on the professionalization of human resource departments in public institutions by developing the skills of human resource specialists, implementing appropriate organizational structures for the HRM function, and allocating the resources necessary for the implementation of modern HRM systems;
· Implementing an integrated competence framework for the public sector - developing and implementing a standardized competence model for different categories of public functions, which would facilitate competency-based recruitment and selection, performance assessment and development, as well as careers;
· Adopting employee-centric HRM policies - implementing practices that respond to the needs and expectations of public sector employees, through organizational well-being programs, flexible work systems, personalized professional development programs, and reward systems that recognize and stimulate performance;
· Accelerating the digitalization of HRM processes - implementing integrated systems for HRM, covering the entire life cycle of the employee in the organization, from recruitment to retirement.

5. Conclusion

Research on the evolution of human resource management in public institutions in Romania during the period 2010-2025 highlights a gradual transformation from predominantly administrative approaches to more strategic and performance-oriented practices. This evolution has not been linear, being marked by periods of regression (2010-2014) and acceleration (2020-2025), depending on the socio-economic and political context. The main conclusions of the study are:
· HRM in Romanian public institutions has evolved from a bureaucratic, compliance-focused model towards more strategic approaches, but this transformation remains incomplete and uneven across different categories of institutions;
· Digitalization and the adoption of emerging technologies are important vectors of the modernization of HRM in the public sector, with the potential to significantly streamline administrative and decision-making processes;
· Significant gaps persist between the regulatory framework and the effective implementation of modern human resource management practices, determined by cultural, organizational, and institutional capacity factors;
· Attracting and retaining talent, developing digital skills, and implementing effective performance management systems represent major challenges for Romania.

Based on these conclusions, it is recommended for policymakers and institutional factors to:
· ensure the stability of the regulatory framework regarding human resource management in the public sector;
· develop and implement a coherent national strategy for the development of human capital in public administration;
· allocate the necessary resources to modernize HRM systems;
For the management of public institutions, we have:
· position human resource management as a strategic function within the organization;
· develop an organizational culture oriented towards performance and innovation;
· implement leadership practices that support the development and valorization of employee potential;
And for human resources departments:
· adopting a proactive and strategic approach to human capital management;
· developing the skills necessary to implement modern HRM practices;
· using data analysis tools to inform personnel decisions.

Future research could explore in more depth the impact of digital transformation on human resource management in public institutions, as well as ways to optimize the employee experience in the context of new emerging work models. In conclusion, the evolution of HRM in public institutions in Romania reflects a gradual transformation, influenced by multiple and very complex factors. Consolidating this evolution and accelerating the modernization of HRM practices requires a systemic approach, based on strategic vision, professionalization, and capitalizing on the opportunities offered by new technologies.
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