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ABSTRACT  

Human resource management (HRM) plays a vital role in the field of public health, where effective 

management of human capital is crucial for delivering quality healthcare services and ensuring 

positive population health outcomes. This scientific article explores the unique challenges facing 

HRM in the public health sector and examines strategies to manage human resources effectively. 

Through an in-depth analysis of key areas of HRM in public health, including workforce planning, 

recruitment and retention, training and development, performance management, and leadership 

development, the article sheds light on the critical factors that influence HRM in the context of public 

health. It highlights the importance of adopting strategic HRM approaches that align with public 

health goals, improve organizational performance, and improve the overall health system. By 

providing insights into evidence-based practices and successful case studies, this article serves as a 

valuable resource for policymakers, practitioners, and researchers seeking to optimize HRM in the 

public health sector and contribute to the delivery of quality healthcare services and improved 

population health outcomes. 
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1. INTRODUCTION  

 

The intersection between Human Resource Management (HRM) and public health represents a 

dynamic and vital relationship within the healthcare sector. HRM, a strategic approach to managing 

the workforce, plays a crucial role in supporting and optimizing public health initiatives. It involves 

effectively aligning human resources with the goals, needs, and challenges of public health 

organizations. Public health, on the other hand, focuses on promoting and protecting the health of 

communities and populations. It encompasses various domains such as disease prevention, health 

promotion, policy development, and healthcare delivery. Within this multifaceted field, the 

management of human resources is paramount to ensure the efficient and effective provision of 

essential public health services. The intersection between HRM and public health is characterized by 

the application of HR principles, practices, and strategies specifically tailored to address the unique 

demands and complexities of the public health context. It recognizes that an engaged, skilled, and 

motivated workforce is essential for achieving the overarching goals of public health organizations, 

which include improving population health outcomes, reducing health disparities, and responding to 

public health emergencies. In this intersection, HRM plays a pivotal role in workforce planning and 

management, recruitment and selection, training and development, performance management and 
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evaluation, employee engagement and retention, health and safety, and policy development and 

compliance. These HRM functions are designed to meet the specialized needs of public health 

organizations and to support the diverse range of professionals involved in public health practice. 

Effective HRM practices in public health are critical for building and sustaining a competent and 

resilient workforce. This includes attracting and retaining talented individuals with expertise in areas 

such as epidemiology, health promotion, environmental health, and public policy. It also involves 

developing and implementing strategies to enhance the skills and competencies of public health 

professionals, keeping pace with evolving public health challenges and advancements.  

The dynamic and ever-changing world where HRM and public health intersect recognizes the vital 

contribution of human resources to achieving public health goals. By infusing HRM principles and 
practices into the realm of public health, organizations can enhance their workforce efficiency, 

cultivate an atmosphere of innovation and ongoing education, and fortify their ability to cater to the 

varied health requirements of populations. In this article, we will delve deeper into the intersection 

between HRM and public health, exploring the challenges faced, the strategies employed, and the 

implications for workforce development in the pursuit of improved public health outcomes (Gebbie  

& Merrill, 2002). By understanding and leveraging the connection between HRM and public health, 

organizations can effectively navigate the complexities of the healthcare landscape and contribute to 

the advancement of population health and well-being. In the context of public health organizations, 

the significance of HRM cannot be overstated. Public health service delivery faces unique challenges 

that require a skilled and motivated workforce to effectively address the health needs of communities 

and populations. HRM plays a pivotal role in ensuring that public health organizations have the 

human capital necessary to tackle these challenges and deliver high-quality health services. Public 

health organizations are entrusted with the responsibility of promoting and protecting the health of 

individuals and communities. They work tirelessly to prevent diseases, promote healthy behaviors, 

respond to health emergencies, and advocate for evidence-based policies that improve population 

health outcomes. Achieving these goals requires a workforce that is not only competent and 

knowledgeable in public health practices but also motivated and dedicated to the mission of 

improving public health. HRM in public health organizations focuses on strategic workforce 

planning, talent acquisition, talent development, performance management, and employee 

engagement. HRM practices such as performance management, recognition programs, and career 

advancement opportunities contribute to building a motivated and engaged workforce that is 

dedicated to improving public health outcomes (Armstrong & Taylor,  2014).  

 

2. HRM CHALLENGES IN PUBLIC HEALTH 

 

HRM in the public health sector faces several specific challenges that require unique strategies and 

approaches (Fairlie, 2011). These challenges are influenced by the nature of public health work, the 

complexity of health systems, and the diverse needs of the population. Understanding and addressing 

these challenges is crucial for effective HRM in public health organizations. The specific challenges 

faced by HRM in the public health sector are: 

Workforce shortages: Public health organizations face a shortage of qualified professionals, 

particularly in specialized areas. HRM must attract, recruit, and retain talented individuals to ensure 

a competent workforce. 

Skill gaps and evolving competencies: Public health is a dynamic field that requires continuous skill 

development. HRM must address skill gaps and provide opportunities for learning and professional 

development (Hernandez et al., 2003).  

Limited resources and budget constraints: Public health organizations operate with limited resources 

and face budgetary constraints. HRM must optimize resource allocation and prioritize essential HR 

functions. 
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Interdisciplinary collaboration: Public health work involves the collaboration of professionals from 

various disciplines. HRM must foster interdisciplinary collaboration and effective communication. 

Changing healthcare landscape: The public health sector operates in a constantly changing healthcare 

environment. HRM must adapt to changes and ensure a well-informed and agile workforce (Hillestad 

et al., 2005).  

Public health emergencies and crisis response: HRM plays a critical role in ensuring the preparedness 

and well-being of the workforce during emergencies. HRM must develop crisis response plans, 

provide support, and maintain clear communication channels (Kavanagh & Ashkanasy, 2006). This 

includes developing and implementing crisis response plans, providing psychological support, and 

maintaining clear communication channels. 
By recognizing and addressing these specific challenges, HRM in the public health sector can 

contribute to building a resilient, skilled, and motivated workforce. This, in turn, enables public health 

organizations to respond effectively to emerging health issues, promote population health, and 

improve the overall well-being of communities. These sorts of changes can level the gap between 

Romania and other western countries with a much more developed HRM system. 

 

3. WORKFORCE PLANNING AND RECRUITMENT 

 

Strategic workforce planning and effective recruitment strategies are crucial for the successful 

management of human resources in the public health sector. 

Aligning human resource needs with organizational goals: Understand the current and future needs 

of the public health workforce. Identify the necessary competencies and skills required to achieve 

organizational objectives. Develop workforce plans that support effective delivery of public health 

services. 

Developing recruitment strategies by employing targeted outreach efforts to universities, professional 

associations, and online platforms. Establish partnerships with academic institutions to attract recent 

graduates. Leverage social media and professional networks to reach a wider audience and increase 

diversity in the applicant pool. 

Emphasizing diversity and inclusion by implementing recruitment strategies that target 

underrepresented groups. Ensure inclusive hiring practices and foster a culture of diversity and 

inclusion. Implement diversity training programs and create a supportive work environment (Chen et 

al., 2021). This may involve implementing diversity training programs, establishing employee 

resource groups, and creating a supportive and inclusive work environment. 

In the United States, racial and ethnic health disparities have been a significant challenge. HRM 

strategies that prioritize diversity in healthcare recruitment have shown positive impacts. A study 

published in the Journal of the American Medical Association (JAMA) found that racially and 

ethnically diverse medical teams were more likely to address the health needs of minority patients 

effectively, leading to improved patient satisfaction and health outcomes. 

The same JAMA study revealed that patient-centered communication was 2.38 times more likely to 

occur when the patient and the physician shared the same race or ethnicity. This emphasizes the 

importance of diverse healthcare teams in reducing communication barriers and addressing health 

disparities. 

Promoting career development and advancement: Provide training programs and continuing 

education opportunities. Establish clear career paths and offer opportunities for advancement. 

Recognize and reward exceptional performance to improve retention and motivation. (European 

Commission, 2015). 

Strategic workforce planning and effective recruitment strategies are essential for public health 

organizations to build and maintain a skilled and motivated workforce. By aligning human resource 

needs with organizational goals, forecasting workforce needs, implementing targeted recruitment 
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efforts, promoting diversity and inclusion, utilizing technology and data analytics, and investing in 

career development, HRM professionals can contribute to the success of public health organizations 

in delivering quality healthcare services to communities (Ulrich et al., 2016). 

Canada's healthcare system is characterized by its universal healthcare coverage and a strong 

emphasis on equity and accessibility. Workforce planning in Canada focused on several key areas 

such as provincial and territorial responsibility, interdisciplinary collaboration and rural and remote 

healthcare. Their healthcare system relies on a provincial and territorial management strategy leading 

to variations in healthcare workforce planning approaches, each jurisdiction tailors its strategies to its 

specific needs. Given Canada's vast geography, workforce planning includes strategies for recruiting 

and retaining healthcare professionals in rural and remote areas, initiatives include financial 
incentives, telemedicine and distance learning 

Aligning HR needs with the goals and priorities of public health organizations is crucial to effective 

service delivery and the achievement of desired results. By implementing innovative recruitment 

methods such as targeted outreach, partnerships with academic institutions, and the utilization of 

online platforms, public health organizations can attract a diverse pool of qualified candidates who 

are passionate about public health work (Miller, 2023). 

Romania faces challenges of uneven distribution, workforce shortages and emigration. In contrast, 

countries such as the United States, Canada, and Germany emphasize adaptability, data driven 

planning and addressing demographic shifts and healthcare needs. Initiatives focus on government 

efforts, data analytics, provincial programs and intersectoral collaboration.  

 

4. TRAINING AND DEVELOPMENT 

 

Continuous learning and professional development are essential components of HRM in public 

health. They allow HR professionals to keep up with advancements, adapt to changing workforce 

needs, improve their effectiveness, promote innovation, and contribute to employee engagement and 

retention. By investing in continuous learning initiatives, public health organizations can build a 

capable and resilient HR workforce that can effectively address the unique challenges of public health 

and contribute to improved population health outcomes (Easterby-Smith et al., 2008). 

Strategies for identifying training needs, designing effective training programs, and fostering a culture 

of lifelong learning within public health organizations are crucial to the professional development 

and growth of employees. 

Romania has a substantial number of medical and nursing schools, the capacity of these institutions 

may not be sufficient to train the required number of healthcare professionals. This shortfall leads to 

a lack of new professionals entering the workforce. Some educational programs in Romania may have 

outdated curricula that do not align with contemporary medical advancements and international 

standards. Limited resources can hinder the quality of training and development programs. This 

includes shortages of qualified instructors, educational materials, and modern equipment. Romania 

experiences the emigration of healthcare professionals who seek better working conditions and 

salaries abroad. This phenomenon results in a loss of trained individuals and negatively affects the 

sustainability of training and development initiatives. 

Initiatives are underway to modernize and update the curricula of medical and nursing schools in 

Romania. These updates aim to ensure that the training programs align with international standards 

and best practices. Collaboration with international organizations and educational institutions is 

encouraged to improve the quality of training. Exchange programs with universities and healthcare 

institutions abroad help in sharing knowledge and expertise. 

Other countries such as Germany or Canada employ different strategies to ensure a successful training 

and development process, for example, Germany's dual education system combines practical 

apprenticeships with classroom education. This model provides a structured pathway for individuals 
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to become skilled healthcare professionals. Canada emphasizes interprofessional education to 

promote collaboration among healthcare professionals. This approach enhances teamwork and fosters 

a patient-centered care model. Nursing education in Canada encompasses bachelor's and master's 

degree programs. These programs include classroom instruction, clinical practice, and professional 

development. With the increasing adoption of telemedicine and e-health solutions, training programs 

focus on equipping healthcare professionals with the skills to use technology effectively. Also, many 

healthcare institutions in the U.S. employ simulation-based training for medical professionals. 

Simulations mimic real patient care scenarios and offer hands-on learning opportunities. 

By implementing these strategies, HR professionals can ensure that public health organizations have 

effective training programs in place, address the identified learning needs of employees, and foster a 
culture of lifelong learning. This not only improves the knowledge and skills of the workforce, but 

also contributes to organizational success and the delivery of high-quality public health services. 

The World Health Organization's (WHO) "Global Learning Opportunities in Health and Social 

Work" (GLOW) initiative aims to improve healthcare training worldwide. HRM professionals play a 

role in designing and implementing GLOW programs to improve healthcare workforce skills and 

knowledge. An evaluation of the GLOW initiative conducted by the WHO found that participating 

countries reported improved health workforce performance, increased collaboration, and improved 

patient-centered care as a result of training programs. 

 

5. PERFORMANCE MANAGEMENT 

 

Performance management practices play a crucial role in public health HRM by aligning employee 

performance with organizational goals and facilitating continuous improvement (Wright et al., 2000).  

Performance management practices in public health HRM: 

• Goal Setting and Alignment: Effective performance management starts with the establishment of 

clear and measurable goals that align with the mission and objectives of public health 

organizations. HR professionals work with managers and employees to establish SMART 

(Specific, Measurable, Achievable, Relevant, Time-bound) goals that provide direction and clarity. 

• Performance evaluation and evaluation: Conducting formal performance appraisals allows HR 

professionals and managers to assess employee performance against established goals and 

expectations. Performance evaluations provide a basis for recognizing employee achievements, 

identifying areas for improvement, and determining appropriate rewards, promotions, or 

development opportunities. 

• Development planning: Public health HRM's performance management includes crafting 

individual development plans. These plans detail actions for better employee performance and 

career growth. These plans nurture new skills, broaden knowledge, and enhance contributions to 

public health goals. (Noe et al., 2014). 

• Performance recognition and rewards: Recognizing and rewarding high performance is essential 

to motivate and retain talented individuals in the public health sector. Recognition can take the 

form of verbal appreciation, certificates, public acknowledgment, or monetary incentives, 

depending on the organization's resources and culture. 

• The "Health for All" campaign by the World Health Organization advocates for equitable access 

to healthcare services globally. HRM professionals within healthcare organizations can collaborate 

with advocacy groups to support this campaign and influence policy decisions. 

• Evaluating performance in complex public health settings presents unique challenges due to the 

multifaceted nature of public health interventions and the diverse outcomes they aim to achieve.  
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• Challenges of evaluating performance in complex public health settings and the importance of 

utilizing metrics that capture the impact of public health interventions: 

• Complexity of public health interventions: Public health interventions often involve multiple 

components, stakeholders, and interconnected systems. Assessing performance in such complex 

settings requires considering the interplay of various factors, including social determinants of 

health, policy influences, community engagement, and collaboration with other sectors. It can be 

challenging to attribute specific outcomes solely to the efforts of public health organizations, 

making performance evaluation more intricate. 

• Complexity of measuring outcomes: Public health interventions aim to achieve diverse outcomes, 

including changes in health behaviors, disease prevention, health promotion, and improved 
healthcare delivery. These outcomes may not be easily quantifiable or directly attributable to a 

single intervention. Public health performance evaluation needs to employ a mix of qualitative and 

quantitative measures, incorporating indicators that capture the complexity and breadth of public 

health impacts (Frenk et al., 2010). 

Performance management in Romania often relies on the use of clinical guidelines and protocols. 
These guidelines help standardize care practices and ensure that healthcare professionals adhere to 
evidence-based approaches. As part of performance management, healthcare professionals are 
required to participate in Continuing Medical Education programs. These programs help 
professionals stay updated with the latest medical advancements and guidelines, contributing to better 
performance. Peer review and audit processes are used to evaluate the performance of healthcare 
professionals. These involve the review of medical records, procedures, and clinical outcomes to 
assess the quality of care provided. 
Romania employs quality indicators to evaluate the performance of healthcare professionals and 
healthcare institutions. These indicators often focus on areas such as patient outcomes, patient 
satisfaction, and adherence to clinical guidelines. Clinical audits involve a systematic review of 
clinical practices and outcomes. These audits help identify areas for improvement and ensure that 
healthcare professionals adhere to established clinical guidelines. The Romanian government plays a 
role in overseeing the performance of healthcare professionals and institutions to ensure compliance 
with national healthcare standards and regulations. 
By comparison, the U.S. employs a variety of quality measures and reporting systems to evaluate 
healthcare performance. Programs like the Hospital Compare and Physician Compare initiatives 
collect and report data on hospitals and physicians, allowing patients to make informed choices. Pay-
for-Performance initiatives are implemented in the U.S. to incentivize healthcare providers to meet 
specific performance targets. These programs tie financial rewards to the achievement of quality and 
outcome measures. Electronic Health Records enable the collection and analysis of patient data, 
allowing healthcare providers to monitor and assess their performance. They also support quality 
improvement efforts by providing real-time information. 
Canada uses accreditation bodies that assess and accredit healthcare organizations based on specific 
performance standards. These standards encompass safety, quality, and effectiveness. Provincial 
quality councils in Canada monitor healthcare performance and develop quality improvement 
strategies. They collect and analyze data, identify trends, and share best practices. 
Germany's healthcare system includes quality assurance associations (QS-Verträge) that set quality 
standards and monitor performance. These associations ensure adherence to evidence-based 
guidelines. Patient-Reported Outcome Measures are used to assess the impact of healthcare 
interventions on patients' health and quality of life. This patient-centered approach helps in evaluating 
healthcare performance. 
By recognizing the challenges of evaluating performance in complex public health settings and 
utilizing metrics that capture the impact of public health interventions, organizations can better 
understand their performance, identify areas for improvement, and demonstrate the value of their 
work in promoting population health and well-being (Riley et al., 2010). 
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6. LEADERSHIP DEVELOPMENT 

 

One of the primary challenges in Romania is the absence of structured leadership development 

programs tailored for healthcare professionals. There is a need for formalized training and mentorship 

programs that focus on leadership skills. The healthcare system in Romania often faces resource 

limitations, which can hinder the allocation of funds and time for leadership development initiatives. 

There may be insufficient financial support for training and development. Resistance to change and 

traditional hierarchies in the healthcare system can make it challenging to implement new leadership 

practices and foster a culture of leadership development. 

The critical role of leadership in public health HRM is instrumental in driving organizational success, 
fostering a positive work culture, and effectively addressing the unique challenges faced by public 

health organizations. The importance of leadership in public health HRM: 

Strategic direction and vision: Effective leadership in public health HRM provides strategic direction 

and a clear vision for the organization. Leaders define the goals and objectives that guide HRM 

practices, ensuring alignment with the overall mission of the public health organization. 

Building a culture of excellence: Leaders play a vital role in creating a culture of excellence within 

public health organizations. Through effective leadership, they promote a culture of continuous 

improvement, fostering innovation, collaboration, and learning among employees (Goleman et al., 

2013). A positive work culture enhances employee satisfaction, retention, and performance. 

Talent management and development: Leadership in public health HRM involves effective talent 

management and development strategies. Leaders identify and nurture talent within the organization, 

ensuring the right people are in the right roles. 

Change management: Public health organizations often face dynamic environments and the need to 

adapt to evolving healthcare policies, technological advancements, and emerging public health 

challenges. Leadership in public health HRM plays a crucial role in effectively managing change. 

Leaders facilitate communication, engage employees, and address resistance to change. They 

promote a culture of resilience and agility, ensuring that the workforce is equipped to navigate and 

embrace change successfully (Mikkelsen & Olsen, 2018). Leadership in public health HRM is 

essential for creating an environment that supports the recruitment, retention, and development of a 

skilled and motivated workforce. Effective leaders inspire and empower employees, establish a 

culture of excellence, and drive the organization towards achieving its mission of promoting and 

protecting public health (Wright et al., 2000). 

Leadership development programs: Developing structured leadership development programs tailored 

to the specific needs of public health organizations can accelerate the growth of potential leaders. 

These programs can include a combination of workshops, seminars, experiential learning, and action-

based projects.  

Nurturing Leadership: Leadership development emerges as a crucial factor in public health. Specific 

leadership competencies such as systems thinking, advocacy, and collaborative decision-making are 

instrumental in guiding public health professionals through the intricacies of the sector.  

Collaboration and networking opportunities: Encouraging leaders to collaborate and network within 

the public health sector can broaden their perspectives and expose them to best practices. Participating 

in professional associations, conferences, and networking events enables leaders to learn from their 

peers, share experiences, and build valuable connections. 

Leadership competencies specific to the public health context play a crucial role in addressing the 

unique challenges and complexities of the field. Key leadership competencies being discussed in the 

public health sector: 

Systems thinking: Public health leaders need to have a deep understanding of complex systems and 

how various factors interact to influence population health outcomes. They should be able to analyze 

the interdependencies between social, economic, environmental, and behavioral determinants of 
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health and develop comprehensive strategies to address public health issues. Systems thinking allows 

leaders to identify underlying causes, anticipate potential consequences, and design holistic 

interventions that consider the broader context (Peters, 2014). 

Advocacy: Public health leaders serve as advocates for improving population health and addressing 

health disparities. They need to effectively communicate the importance of public health initiatives 

to diverse stakeholders, including policymakers, community leaders, and the general public. 

Advocacy skills help leaders build support for public health policies, secure necessary resources, and 

mobilize communities to take action.  

Ethical and equity considerations: Public health leaders must navigate ethical dilemmas and prioritize 

health equity. They should have a strong understanding of ethical principles and be able to apply them 
in decision-making processes. 

Adaptability and resilience: Public health leaders operate in a dynamic and ever-changing 

environment. Adaptability and resilience enable leaders to lead through change, overcome obstacles, 

and inspire their teams to achieve optimal public health outcomes. 

Countries with a higher degree of leadership development show a few strategies which greatly benefit 

the healthcare system by improving and training leader mentality. Various organizations and 

institutions host leadership workshops and seminars, providing healthcare professionals with the 

opportunity to enhance their leadership skills. These events cover topics such as change management, 

patient-centered care, and quality improvement. For example, the U.S. and Canada created a number 

of institutes and organizations which emphasize on such processes. National Center for Healthcare 

Leadership is a non-profit organization dedicated to advancing leadership in healthcare. It offers 

leadership development programs, such as the Executive Leadership Program, which targets 

healthcare executives and leaders. The program focuses on leadership competencies, strategic 

thinking, and change management.  

American College of Healthcare Executives provides a variety of leadership development resources, 

including the Senior Executive Program, which is designed for healthcare executives looking to 

enhance their leadership skills. The program covers topics such as leadership in a complex healthcare 

environment. 

Canadian Health Leadership Network offers leadership development programs that target healthcare 

leaders in Canada. Their programs aim to develop leadership competencies and enhance leadership 

capacity within the healthcare sector. 

The Canadian College of Health Leaders provides leadership development opportunities, including 

the LEADS in a Caring Environment Capability Framework. This framework focuses on leadership 

development in healthcare by addressing specific leadership capabilities. 

Combining these leadership competencies with robust interpersonal abilities, adept communication, 

and a fervor for public health is imperative for leaders within the public health domain. Nurturing and 

honing these proficiencies among both existing and upcoming public health leaders can play a pivotal 

role in driving the progression of community health, diminishing health inequalities, and ultimately 

enhancing public health results (Corbos et al., 2021) 

 

7. CONCLUSIONS 

 

In conclusion, by outlining the main strategies used in Romania in respect to the HRM systems needs 

and comparing them to the strategies implemented in more efficient countries,  this article has shed 

light on the importance of effective HRM in public health and its impact on achieving optimal health 

outcomes. Key findings from the discussions on HRM practices in public health include: HRM plays 

a significant role in addressing the unique challenges faced by public health organizations. These 

challenges include workforce shortages, skill gaps, budget constraints, and evolving healthcare 

policies. Strategic HRM practices, such as workforce planning, recruitment strategies, and aligning 
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human resource needs with organizational goals, are crucial for building a skilled and motivated 

workforce in public health. 

Performance management practices, including effective performance evaluation and metrics that 

capture the impact of public health interventions, are critical for assessing and improving workforce 

performance. Leadership development is vital in public health, and specific leadership competencies, 

such as systems thinking, advocacy, and collaborative decision-making, are crucial in navigating the 

complex public health landscape. The key takeaway is that effective HRM in public health is vital for 

achieving optimal health outcomes.  

Addressing the challenges faced in the sector, investing in talent acquisition and retention, providing 

opportunities for professional development, implementing performance management systems, 
promoting workforce diversity and inclusion, and cultivating strong leadership, public health 

organizations can enhance their capacity to deliver high-quality services and improve population 

health. Public health HRM is not only about managing the workforce but also about driving 

organizational success and achieving meaningful health outcomes.  

This articles comparative analysis underscores the importance of aligning HRM with public health 

goals. A well-managed healthcare workforce is essential for delivering quality healthcare services, 

ensuring patient safety, and improving population health outcomes. By addressing workforce 

planning challenges, optimizing recruitment and retention strategies, enhancing training and 

development, and implementing effective performance management, healthcare systems can better 

meet the needs of their populations. 

By exploring the unique challenges and best practices in HRM specific to the public health sector, 

this scientific article contributes to the knowledge and understanding of effective HRM strategies in 

public health organizations. It serves as a valuable resource for researchers, HRM practitioners, public 

health professionals, and policymakers seeking to strengthen HRM practices and improve the delivery 

of public health services. Further research is warranted to expand on these findings and address the 

limitations of the study. 
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