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Introduction 

 
The term "career" has many different de@initions 

and meanings, but no universally accepted 

de@inition can be found. Indeed, the lack of 

conceptual clarity contributes to the persistence 

of ambiguity and the inability to establish a 

common foundation of thought in the @ield 

(Patton & McMahon, 2014, p. 4).   

 

According to the researcher (Zlate, 2004, p. 349), 

"Careers and career management are the most 

important human resources issues facing 

organizations today." Traditionally, the concept of 

career was understood as the promotion of a 

person to a higher position with the purpose of 

acquiring money, prestige, or power (Ivancevich 

& Glueck, 1986, p. 521), but gradually its scope of 

application expanded.  Therefore, the term 

"career" refers not only to vertical, but also to 
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horizontal growth through further development 
of the individual within the position. Therefore, 
over time, after developing or mastering new 
skills, a person may take on new tasks of higher 
levels of dif@iculty. 
 
One can easily notice that traditional de@initions 
of career limited the term to a professional life 
referring only to employees’ career advancement 
process, without taking into consideration pre-
vocational, post-vocational activities or other 
speci@ic roles and particular life contexts. Other 
researchers (Arthur et al., 1989, p. 8) described 
the term career as "the evolving sequence of a 
person's work experiences over time". It can be 
also understood as the individual's occupational 
identity (Androniceanu, 2003, p. 149). 
 
De@initions also draw attention to another 
concept, namely, career development. It was 
described for the @irst time in 1951 by several 
experts in the @ield (e.g. Ginzberg et al., 1951). 
According to the initial theory, the process was 
considered completed at the beginning of 
adulthood, but the theory was later revised, being 
considered a process that takes place over several 
years (Ali & Anwar, 2021). The importance of 
recognizing career development can be 
summarized in the following de@inition: “Career 
development is the total constellation of 
psychological, sociological, educational, physical, 
economic and chance factors that combine to 
shape the career of an individual over the life 
span” (Sears, 1982, p. 139). 
 
More recent research includes broader notions 
within the concept of career development. Thus, 
according to Brown & Lent (2013, p.10), “Career 
development […] connotes a continuous stream 
of career-relevant events that are not necessarily 
linear or positive in impact and that may or may 
not be subject to a personal agency (e.g., being 
born into poverty, losing a job due to the 
bankruptcy of one’s company”. Moreover, Alberta 
Career Development Association (2012) stated 
that career development represents "the lifelong 
process of managing learning, work, leisure, and 
transitions to move toward a personally 
determined and evolving preferred future”. The 
specialists are trying to distinguish between the 
objective career which refers to the development 
of the staff and the possibility of their promotion 
and the subjective career which refers to the way 
an individual perceives himself and the work he 
performs. 
 

Regarding establishing the career of a person 
along one’s life, single or multiple careers can 
exist. Thompson et al. (1986) recommend an 
evaluation model and career analysis in four 
successive stages:  
 

1. The initial or debut stage in which the 
person works under the coordination of a mentor 
and he/she is a trainee; 

2. The stage in which one relies less on 
his/her mentor develops credibility, and 
reputation and carries out independent work 
that can produce signi@icant results, being an 
independent contributor; 

3. The third stage is the expansion of 
skills, the possibility of becoming a leader or 
mentor; 

4. The last stage can be considered a 
stage of full maturity, in which, in addition to 
executing complex works, one can in@luence 
decision-making processes, establish strategies 
and allocate resources, and represent the 
organization, practically the person can be an 
in@luencer at the organizational level. 
 
Each stage has different terms, depending from 
one person to another. Some people do not reach 
all stages. Regarding the evolution of people's 
needs and their correlation with the stages of 
professional career, it can be mentioned (Burlea-
Schiopoiu & Remme, 2017): 
 

a) Pre-work – main objectives are job 
security, security or psychological needs; 

b) Stability - in which the major needs 
relate to job security and security; 

c) Advancement - the predominant 
needs are self-realization, esteem, autonomy, or 
job security; 

d) Maintenance – the main objective is 
esteem; 

e) Retirement - the need for self-
realization is predominantly manifested. 
 
The process of career organization and 
development is a complex one, which depends on 
both objective and subjective factors, on internal 
and external factors, regardless of whether the 
sector of activity in which the person carries out 
his/her activity is public or private. An 
individual's career is in@luenced by a multitude of 
direct and indirect factors, such as motivation, 
personal interests, group of friends, demand on 
the labor market, etc. (Babeș-Bolyai University, 
2021). 
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Starting from the aforementioned theoretical 

aspects, the present study is based on an analysis 

regarding civil servants’ career development in 

the public administration of Romania towards 

public management positions or high-ranking 

civil servants. 

 

The article is divided into three chapters. The 

@irst one approaches theoretical aspects 

regarding civil servants’ career development 

system in Romania. The second chapter is 

dedicated to the research methodology. The last 

chapter presents the results of the conducted 

study regarding the vertical career development 

of civil servants. The research ends with 

conclusions. 

 

Career	 development	 in	 the	 Romanian	 civil	

service	

	

According to the data provided by the Ministry of 

Finance, at the end of 2022, in the Romanian 

public sector worked 1,267,973 million people. 

Out of them, 176,471 were civil servant positions, 

out of which 135,510 were occupied, 3,894 

temporarily occupied, 7,027 temporarily vacant 

public positions and 30,040 vacant public 

positions (National Agency of Civil Servants, 

2023a). Thus, the percentage of civil servants in 

the total staff paid from public funds was 11%. 

 

"Civil service has represented, over time, one of 

the institutions with which Romanian 

administration and the state, as a whole, have 

been identi@ied" (Vedinas, 2020). The role of the 

civil servant in the architecture of the Romanian 

public administration was and still is very 

important. Being a civil servant was considered a 

true title of nobility in the 19th century. 

In Romania, career management in public service 

is ensured by (Romanian Government, 2019): 

 

1. The National Agency of Public Servants 

(NACS) which elaborates on the tools regarding 

planning, organization and career development; 

2. Public authorities or institutions 

through the development of policies and internal 

instruments for managing human resources and 

ensuring transparency; 

3. The public servant, through the 

continuous improvement of performance and the 

development of new skills and competencies. 

 

According to the current Romanian legislation 

(Romanian Government, 2019), the civil servant 

is the person who carries out his/her activity 

within a public authority or institution, based on 

a service report and ful@ills the prerogatives of 

public power (elaboration of draft normative acts 

or public policy proposals, management of 

resources human resources and public funds, 

authorization, inspection, control, and public 

audit, etc.). 

 

Civil servants’ career development involves a 

multitude of activities carried out, @irst of all, 

individually, but also by the human resources 

structures and the hierarchical superiors. The 

process of career development in public service 

can be carried out both horizontally by 

promotion to a higher professional degree or 

promotion in class, but also vertically, by 

occupying a public management position or in 

the category of high-ranking civil servants 

(Romanian Government, 2019).  

 

A career in a public position implies elements of 

organizational nature, such as missions, 

objectives, and activities, as well as elements of 

individual nature, such as the resources included 

in public organization, highlighted by 

competencies, abilities, or skills (Bercu, 2009, p. 

199). The essential characteristics of a public 

function can be expressed by two key concepts: 

stability and continuity. Stability means the 

development of the civil servant’s career, from 

recruitment to the end of his/her professional 

activity. Continuity refers to the possibility the 

civil servant has to either follow a career in the 

public administration @ield, in the same position 

he/she was hired for, or to advance in his/her 

career, as a result of being promoted to a 

management position (Mihai et al., 2017).  

 

Within the Romanian administrative system, 

public management positions (GEO no. 57/2019, 

art. 390) are: head of of@ice, head of service, 

executive director, deputy director, director, 

deputy general director and general director, and 

in the category of high-ranking civil servants are 

included the following functions (art. 389): 

general secretary and deputy general secretary 

from public authorities and institutions, general 

secretary of the prefect's institution and 

government inspector. Also, another public 

management function is that of the general 

secretary of the territorial administrative units 

(art. 242). 

 

According to professor Vedinas (2021, p. 449), 

the right to civil servants’ career is a synthesis 

right that includes elements from all recognized 
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rights of a civil servant. In order to develop their 
careers, civil servants must make a series of 
constant efforts, on several levels, that will 
contribute to professional development in the 
short, medium, and long term. 
 
"Career development involves an extensive 
career management process and takes into 
account the evolution of civil servants within 
public institutions, according to their needs and 
performance, potential and aspirations" 
(Tomescu, 2020, p. 154). The legislation that 
regulates the organization and development of a 
civil servant's career de@ines it as the set of legal 
situations and the produced effects, which take 
place from the date on which the service report 
of the of@icial begins until the moment when it 
ceases (GD no. 611/2008, art. 2). 
 
In the incidental legislation, civil servants’ career 
development is based on a series of principles 
(Government Decision no. 611/2008, art. 4), such 
as competence, competition, equal opportunities, 
professionalism, motivation, and transparency. 
These principles represent the main indicators 
regarding the career system in public service, 
from the recruitment process, performance of 
activities, and development of skills and 
competencies, up to promotion to a higher-level 
position. It is highly important for a civil servant 
to know his/her main professional goal and to set 
intermediate objectives throughout his/her 
career. Therefore, he/she must take into account 
both favorable and unfavorable situations that 
may appear spontaneously, at a certain moment, 
on his/her career path. Moreover, the civil 
servant must take his/her career development 
seriously and set the steps he/she needs to follow 
in this regard through concrete plans. 
Another important aspect of career development 
is that of managerial skills, a sine qua non-
condition especially for occupying management 
positions. 
 
According to some studies (Rambol Management, 
p. 7), career development has three basic 
objectives: 
 

1. Meeting the human resource 
needs of public entities; 

2. Training and development of 
of@icials so that they can face any level of 
responsibility, provided that they have the 
capacity or potential in this regard; 

3. Supporting and guiding 
competitive of@icials both to achieve personal 

goals and to increase their contribution within 
the organization. 
 
A very important pillar in civil servants’ career 
development is professional training in all its 
forms: initial, advanced, or specialized training. 
The training has as main purpose the 
professionalization and, implicitly, his/her 
professional performance. There are also 
specialized training programs dedicated to the 
development of certain skills necessary to 
exercise a public management position (National 
Institute of Administration, 2023).  
 
Career development can be de@ined in terms of 
skills and of@icial needs to perform tasks with a 
high degree of complexity and at the same time 
contribute to the development of the 
organization. These can be called competence 
intervals and according to an analysis previously 
carried out, three competence intervals were 
identi@ied: interval 1 - which corresponds to basic 
training, interval 2 - additional training or 
improvement, and interval 3 - specialized 
training (Rambol Management, n.d., p. 12). 
 
One of the main options for civil servants’ career 
development is promotion: in a professional 
degree, in class, in a management position, or as 
a high-ranking civil servant. In order to promote, 
civil servants must ful@ill a series of requirements 
established by the legislation in force (Romanian 
Government, 2019). In order to receive a 
professional grade promotion, the civil servant 
must have at least three years of experience in the 
public position from which he/she is being 
promoted, he/she must have at least the mark 
“good” at the last two annual evaluations, he/she 
must have participated in a professional training 
program with a length of at least 30 hours in the 
last three years or have received 30 credits from 
participating in training programs or study visits 
and he/she must not have any indelible 
disciplinary sanction in his/her administrative 
record under the provisions of Law no. 188/1999 
on the Civil Servants’ Statute. 
 
In order to organize a class promotion exam, the 
following conditions must be met cumulatively: 
the civil servant must have a bachelor’s degree in 
the @ield he/she carries out his/her activity or in 
a @ield that is considered useful for carrying out 
the activity by the person who has the 
competence to appoint - the head of the public 
authority or institution and he/she must not have 
any indelible disciplinary sanction in his/her 
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administrative record (Romanian Government, 

2019). 

 

We emphasize the fact that promotion in 

professional-grade and promotion in class are 

not conditioned by the existence of a vacancy, but 

only by the allocation of the necessary funds in 

the payroll budget provisions by the public 

institution that organizes the exam, as a result of 

the subsequent transformation of the position 

occupied by the civil servant. 

 

Regarding the promotion to a public 

management position, the civil servant applying 

for such a position must meet a series of 

conditions such as (Romanian Government, 

2019): 

 

- To be appointed to a @irst-class public 

position; 

- Seniority conditions in specialized 

studies necessary in order to exercise the public 

function, respectively: @ive years for the head of 

of@ice, head of service, general secretary of the 

administrative unit, or other speci@ic functions 

assimilated to them, seven years for occupying 

the other public management functions (deputy 

executive director, director executive, deputy 

director, director, deputy general director, 

general director, general secretary of the town 

hall, municipality, or county council); 

- Ful@illing the study conditions or other 

speci@ic conditions required; 

- To obtain a master's degree in the @ields 

of public administration, management, or in the 

specialty of the studies necessary to exercise the 

public function; 

- Not to have any disciplinary sanction, 

according to the provisions of the administrative 

code; 

- To have participated in a professional 

training program with a minimum duration of 30 

hours or to have obtained 30 credit points 

following participation in training programs, 

exchanges of experience, seminars, etc. 

 At this moment, the system of credits 

necessary to promote has been established by a 

Government Decision that is on the approval 

circuit, with a view to adoption. 

 To participate in an exam for the high-

ranking civil servants’ category, the civil servant 

must meet the following requirements (GEO no. 

57/2019, art. 394, art. 483): 

 

- To be appointed to a @irst-class position; 

- University graduate with a bachelor's 

degree or equivalent; 

- Graduate with a master's degree in 

public administration, management or in the 

specialty of the studies necessary to exercise the 

public function; 

- Experience of at least seven years in the 

specialty of the studies necessary to exercise the 

public function; 

- Graduate of the specialized training 

program for the public of@ice corresponding to 

the category of high-ranking civil servants 

organized by the national institute of 

administration or to have had a full mandate as a 

parliamentarian; 

- Not to have any disciplinary sanction; 

- To promote the exam organized by NACS 

for the public of@ice positions (Geo no. 57/2019, 

art. 467). 

 

Most high-ranking civil servants hold their public 

positions either by secondment	 or temporary 

assignment thus generating a series of negative 

consequences for this working category. The 

category of high-ranking civil servants was 

created to ensure the high-level management and 

the continuity of these particular positions in the 

public authorities and institutions where they are 

to be found, either at the central or the local level. 

The exception that has become the rule can lead 

to the deprofessionalization of this category, to 

the lack of stability and continuity, and to a 

possible threat to the civil servants’ political 

neutrality. 

 

The temporary occupation of public management 

positions or in the high-ranking of@icials’ 

category represents a way of developing the 

career of public of@icials. 

 

This can be done either by being seconded to 

another institution in order to exercise a 

management or high-ranking function (GEO no. 

57.2019, art. 505) or by temporarily exercising 

one of the functions in the framework mentioned 

above in which the civil servant is employed. 

 

 Both in the case of secondment, as well as in the 

case of temporary exercise, the civil servant must 

ful@ill the conditions of seniority and education. 

Moreover, in the case of secondment, it is 

necessary to ful@ill the speci@ic conditions of the 

named position, namely graduation from the 

specialized training program. 
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Through this type of temporary promotion, civil 
servants can develop their managerial skills, and 
acquire new skills representing a motivation 
through the recognition of merits and 
professional performances and a motivation 
through occupying a management position and 
an increase in income. As previously mentioned, 
the percentage of temporarily occupied 
management positions must be signi@icantly 
lower than that of occupied ones, so that the 
decision-making process is not in@luenced by a 
series of subjective criteria, such as instability in 
these positions. At this moment, in Romania’s 
public administration, new methods of civil 
servants’ recruitment at the central level are 
being introduced, inspired by other models from 
European countries and adapted to the needs of 
career development of civil servants. In this 
sense, a pilot competition was organized 
between May and June 2023 by the National 
Agency of Civil Servants (2023b) for the 
recruitment of debutants and high-ranking civil 
servants (national competition, pilot project). 
 
This new way of modern employment includes 
two stages: 
 

1. The recruitment stage at national 
level, in which the knowledge and general skills 
necessary to occupy the public position are 
veri@ied by NACS through a general competition; 

2. The selection stage, which consists of 
verifying speci@ic knowledge. An exam is 
organized by the authorities or institutions 
where the vacant positions exist.  
 
The introduction of new modern methods 
regarding both recruitment and career 
development of civil servants, which can later be 
extended to all categories, contributes to the 
transparency and ef@iciency of the recruitment 
and selection process, so that the best-

performing candidates are recruited, ones who 
contribute to improve the performance of public 
entities and the successful implementation of 
organizational processes (Habanik et al. 2020). 

 
Research	Methodology	

	

The present study represents an exploratory 
research regarding the vertical career 
development of civil servants in Romanian 
administration through promotion in public 
management positions or in the category of high-
ranking civil servants. 
 
The study is based on a quantitative research 
method, namely the document analysis. As part of 
the document analysis process, data were 
collected and extracted from Reports of the 
National Agency of Civil Servants (2023) in 
Romania from 2020-2022, as well as other 
reports, studies or analyses posted on the 
Agency's website and the websites of other 
government institutions. Moreover, an analysis of 
the applicable legislation to the public sector in 
general and public of@icials in particular was 
carried out, as well as on specialized literature, 
such as that which annotates the speci@ic 
legislation. 
 
The collected data were processed with the help 
of SPSS 26.0 software aiming to identify some 
factors that have an impact on the career 
development of the Romanian civil servants, to 
better understand the current situation, the 
evolution of the public function for certain 
categories of personnel and to identify possible 
solutions contributing to the improvement of 
career-related outcomes and career development 
paths. 
 
The	main	results	of	the	exploratory	study	

	

	

 
 

Fig.	1.	The	number	of	public	positions	in	the	Romanian	public	administration	
 

Source: Authors’ own data processing after National Agency of Civil Servants’ data, 2023a 

 

173655
174568

176471

170000

175000

180000

2020 2021 2022

total public positions



7                                                                                                    Journal of Administrative Sciences and Technology 

__________________________________________________________________________________ 

_____________________ 

 

Corina-Cristiana NASTACA� , Claudiu-Emanuel SIMION, Daniela-Gabriela CAZAN, Mădălin-Valentin DRA� GUȚ 
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During 2020-2023, the number of public 
positions in Romania's public administration 
experienced a slight increase, from 173.655 in 
2020 to 176.471 in 2022, respectively by 
approximately 2% in 2022 compared to 2020. 
Considering the number of public institutions in 
NACS record, 4344 in 2022, respectively 4335 in 

2021 (NACS, 2023a, p. 24), the increase is 
insigni@icant, one of the causes being the increase 
in the number of institutions, the reorganization 
processes taking place or organization of 
recruitment or promotion contests in public 
of@ice. 

 

 
 

Fig 2. Total number of vacancies and temporary vacancies positions in central, territorial and local 

Romanian public administration 
 

Source:  Authors’ own data processing after National Agency of Civil Servants’ data, 2023 

 

 

The above @igure shows that the number of 
vacant public positions in central and territorial 
structures is lower (about 11%) than in local 
administration (about 20%). There is, however, a 

tendency of increase in the number of vacancies 
at the central and territorial levels, in contrast to 
the local level, where their number is decreasing. 

 

 
 

Fig	3.	Distribution	of	public	positions	in	central	and	local	administration	
Source:	Authors’	own	data	processing	after	National	Agency	of	Civil	Servants’	data,	2023	
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According to the analyzed data, most of the held 
public positions are in local public administration 
structures (approximately 54%), most of them 
being at town halls and commune levels (NACS, 
2023a, p. 30). This trend is maintained 
throughout the studied period (2020-2022). In 
Romania, at the local level, there are 3229 
administrative territorial units, of which: 42 
county councils, 109 municipalities, 217 cities, 
and 2861 communes (Ministry for Development, 

Public Works and Administration, 2023, p.7). At 
the central level, civil servants carry out their 
activities within the General Secretariat of the 
Government, the Chancellery of the Prime 
Minister, ministries, and into a number of 
government agencies. Although the number of 
institutions at the central level is signi@icantly 
lower, they have complex organizational 
structures, with a large number of employees 
compared to the institutions at the local level. 

 

 
 

Fig 4. Total number of public positions held by women & total  

number of public positions held by men 

 
Source:	Authors’	own	data	processing	after	National	Agency	of	Civil	Servants’	data,	2023	

 

According to the analyzed data, in the Romanian 
public administration, more than 2/3 of civil 
servants are women. More than that, out of all 
management positions, the majority are occupied 
by women (approximately 61.3%) and only 
38.7% of them by men. 
 
If women predominate middle management 
positions, in regards to higher management 
positions, such as high-ranking civil servants, the 
percentage of male population is 63.2% (NACS 

2023a, pp. 40-41). Therefore, compared to the 
total number of women in public administration 
(approximately 65%), at higher management 
positions level, such as high-ranking civil 
servants, they are underrepresented. However, 
Romania adopted policies and laws aimed at 
promoting gender equality in various @ields, 
including in public administration, recognizing 
the need to increase the participation of women 
in decision-making positions and in leadership 
positions in public administration.

	
 

Fig 5. The distribution of the total number of public positions 

 
Source:	Authors’	own	data	processing	after	National	Agency	of	Civil	Servants’	data,	2023	
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Out of the total number of public positions, 
11,20% represent the number of management 
positions, being in accordance with the legal 
provisions. Thus, according to art. 391 of the 
Administrative Code (Romanian Government, 
2019), the total number of management 
positions, except secretaries of administrative-

territorial units, is a maximum of 12% of the total 
number of approved positions. According to the 
graphs, we notice that the number of occupied 
management positions has remained relatively 
constant, this being explained through the 
concept of stability. 

 

 
 

Fig	6.	Public	management	positions	

 
Source:	Authors’	own	data	processing	after	National	Agency	of	Civil	Servants’	data,	2023	

 

According to the analyzed data, during 2020-
2022, there was a slight increase in the total 
number of public management positions, but the 
same increasing trend is not maintained when it 
comes to the occupational degree. The analyzed 
data show that the percentage of public 
management positions was held constant in 2020 
and 2021 (approximately 86%). 
 
At the same time, it can be observed that the 
largest number of public management positions 
occupied by temporary exercise was in 2020, 

with a decrease in 2021. This can be explained by 
the fact that in March 2020, in the Covid 
Pandemic -19 context, a state of emergency was 
declared on the territory of Romania and 
subsequently a state of alert (Law no. 55/2020). 
The increase in the number of temporary 
management positions from 2022 can be 
explained by the fact that, in 2022, the 
government authorities ordered the suspension 
of the organization of recruitment contests for 
public positions (GEO no. 80/2022). 

 
 
 
 

0% 20% 40% 60% 80% 100%

2020

2021

2022

19484

19649

19797

16760

16997

16625

5365

3241

4487

total number of public management positions

number of public management held positions

number of public management temporarily occupied positions



Journal of Administrative Sciences and Technology                                                                                                      10 

__________________________________________________________________________________ 

______________________ 

 

Corina-Cristiana NASTACA� , Claudiu-Emanuel SIMION, Daniela-Gabriela CAZAN, Mădălin-Valentin DRA� GUȚ 
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Fig 7. The number of public positions corresponding to 

 the category of high-ranking civil servants 
 

Source: Authors’ own data processing after National Agency of Civil Servants’ data, 2023 

 

The @igure above shows a decrease in the total 
number of high-ranking civil servants’ positions 
in public administration, as well as a slight 
decrease in the number of total occupied 
positions. The total number of high-ranking civil 
service positions is less than about 30%. The 
largest decrease in the number of positions in the 
category of high-ranking civil servants was 
recorded in 2021. This is explained by the fact 
that legislative changes took place, in the sense 

that the positions of prefect and sub-prefect were 
removed from the category of high-ranking civil 
servants and became functions of public dignity, 
returning to the situation before Romania 
acceded to the European Union. By the same 
normative act, the position of general secretary of 
the prefect's institution was reintroduced, a 
public position in the category of high-ranking 
civil servants, with the role of ensuring stability 
at the institutional level (GEO no. 4/2021). 

 
 

Fig	8.	The	number	of	competitions	for	a	public	management	position	promotion	
 

Source: Authors’ own data processing after National Agency of Civil Servants’ data, 2023 
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explained by the fact that in 2020 the authorities 
ordered restrictive and quarantine measures in 
order to reduce the risk of the spread of the 
COVID-19 virus, and the decrease from 2022 
compared to 2021 can be explained by the 
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adoption of a normative act suspending the 

organization of contests for holding public 

positions. 

 

However, it can be observed that the percentage 

of management positions put up for competition 

through recruitment is approximately 40% 

higher than the positions put out through 

promotion, the system being open also for people 

working in the private sector or for contract staff 

within public authorities or institutions. 

 

Conclusions 

 

Taking into account the analyses carried out as 

part of this study, on both the Romanian 

legislation and the data collected from of@icial 

reports regarding the system of promotion to a 

managerial position, in particular, we can 

observe a number of shortcomings, such as: 

promotion as a result of the temporary exercise 

of the public function in the case of high-ranking 

civil servants (83,33%) and not as a consequence 

of the detachment of high-ranking civil servants 

who obtained the position as a result of a 

competition. 

 

Also, the legislative framework concerning the 

recruitment and promotion system for both 

managerial and executive public positions is 

subject to amendments and it will be completed. 

These legislative changes will contribute to 

increasing transparency, as well as modernizing 

and streamlining the access to civil service, 

through the use of modern tools, similar to those 

used in other EU countries. Regarding 

administrative practices in Romania, we believe 

that many improvements are needed, both in 

terms of the recruitment and promotion system 

and the career development of civil servants, 

especially since senior civil servants play an 

important role in the management and 

implementation of public policies and services. 

 

Mentoring activities, the development of a career 

plan, and concerns of the organization's 

management for staff training are essential 

factors for the development of the human 

resources potential within the public 

administration. 

 

The development of professional strategies in the 

@ield of human resources is essential in attracting 

competent personnel. More than that, tool 

development in the human resources @ield that is 

able to modify and complete the current 

legislation, in order to build a high-performing 

public administration is needed. It is very 

important that at each public organization level, 

a workforce planning process is designed to meet 

future needs in terms of human resources. 

 

Professional training is also one of the pillars of 

career development. A well-trained human 

resource is ef@icient and can contribute to 

organizational development and to the successful 

implementation of reform processes. 

Professional training programs must be correctly 

identi@ied following the evaluation of annual 

professional performances, and participation 

must create added value both for the student and 

for the organization from which he or she comes. 

 

The pilot project for new recruitment methods 

for certain categories of public functions, carried 

out by NACS in 2023, represents a @irst step in the 

ef@iciency and greater transparency of the public 

function access process. According to milestone 

417 of Romania's National Recovery and 

Resilience Plan, recruitment will be extended to 

other socio-professional categories - there will be 

at least 3 different categories, which will lead to 

the general modernization and to a higher 

transparency of the selection process for both 

managerial and executive public positions. 

 

Therefore, strategic planning of human resources 

and the development of appropriate tools can 

contribute to attracting competent personnel 

from external sources, as well as to the promotion 

of competent of@icials, building a high-

performing public administration adapted to the 

needs and requirements of Romanian society. 

 

The present study can be extended to the level of 

each category of public management position, as 

well as to each category of high-ranking civil 

servants so that the results obtained regarding 

the promotion of public of@icials in management 

or high-ranking positions provide relevant 

information regarding the system of civil 

servants’ career in Romania. Furthermore, it 

represents the base for improved policies and 

practices in this @ield implementation. 
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and Claudia BOGHICEVICI, Journal of Administrative Sciences and Technology, 
https://doi.org/10.5171/2024.736910 
 

• Tomescu, M. (2020). Management	public	(ed.	
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