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Abstract



ISHRM - Comparative Analysis between the U.K. and Romania

[bookmark: _Hlk153987640][bookmark: _Hlk153987740][bookmark: _Hlk153987967]The UK and Romania have distinct strategic HRM systems, but their approaches to employee interactions, hiring, retention, turnover, and termination differ due to their historical, economic, and cultural backgrounds; understanding these differences is crucial for organisations to effectively manage HRM complexities and promote inclusive, sustainable workplaces. This research examines the differences in strategic human resources management (SHRM) as a Romania vs the UK comparison study, focusing on factors like PESTLE analysis framework, Farmer-Richman Model, Rosalie Tung Model, HRM strategies, sustainability, communication, and consultation; the results show that Romania's HRM strategies have evolved due to the transition from a centralized economy, while the UK's market economy has influenced its HRM tactics. Romania's HRM strategies are adaptable and agile, aligning with the Farmer-Richman Model. The UK's HRM practices prioritize global perspectives, focusing on international talent acquisition and cross-border collaboration, while Romania's prioritize local talent growth; sustainability is a main factor in both countries' HRM strategies, with the UK prioritizing ethical employment practices and environmental considerations, and Romania prioritizing economic development and social fairness. Effective communication and consultation play a crucial role in cultivating improved employee relations in both countries, the UK prioritizes open-door policy and regular employee input, while Romania leans towards hierarchical communication structures, potentially hindering employee engagement. Work culture differences significantly impact recruitment, retention, turnover, and dismissal processes, the UK values an inclusive and varied workplace culture, leading to more equitable hiring and retention procedures, Romania faces difficulties with cultural diversity and inclusion, potentially leading to differences in worker inequality and well-being; understanding these differences is crucial for organizations to effectively manage HRM complexities and promote inclusive, sustainable workplaces.
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I    Introduction


Comparing the United Kingdom and Romania, this research investigates the ways in which the institutional frameworks, historical, cultural, and legal foundations of each country have an effect on international human resource management approaches. As a result of the differences between the free market economy of the United Kingdom and the post-socialist system market of Romania, which has an impact on human resource practices and policies, successful human resource management in both nations needs an awareness of both institutional frameworks, as Romania is currently attempting to adjust its socialist legacy to the frameworks of the European Union, in that respect, according to Popescu (2019) “The implementation of the Directive 2013/34/EU in Romania among other requirements requested data over 500 employees including non-financial statement information on environmental, social and personnel issues, respecting human rights, combating corruption and giving bribes’’.
“In light of future work challenges, actual human resource management (HRM) needs to be redesigned, including long-term development, regeneration, and renewal of human resources” (Davidescu et al., 2020, p.1) the purpose of this comparative research is to evaluate the various techniques, tactics, and planning methods that are utilised in the field of human resource management (HRM) in Romania and the United Kingdom. This research goal is to accomplish a number of objectives, namely offering of a more comprehensive understanding of the dynamics of international human resource management (HRM), the provision of insights for businesses that operate across international boundaries, and the expansion of the global HRM knowledge base.
As mentioned by Armstrong (2008, p.12), “HRM aims to develop and implement policies that balance and adapt to the needs of its stakeholders and provide for the management of a diverse work-force, taking into account individual and group differences, personal needs, work style and aspirations and the provision of equal opportunities for all” in employment The aim statement of this study is to explore the ways in which cultural understanding and legal frameworks impact human resource management approaches in Romania and the United Kingdom. Specifically, the research will focus on Romania and the United Kingdom. This research attempts to increase efficiency and expose specific traits and best practices for every circumstance, the findings of this study will be useful to policymakers and worldwide companies.
This study thesis hypothesizes the following: the objective of this study is to evaluate the ways in which the cultural, economic, and legal differences that exist between Romania and the United Kingdom have an influence on the approaches that are used for human resource management. A number of IHRM researchers consider that the practices of human resource management in Romania are influenced by the dynamics of the post-socialist transition, but the practices in the United Kingdom are driven by individualism and flexibility, which is reflective of the liberal market economy that exists in the nation. The purpose of this research is to have a deeper comprehension of the impact that they have on multinational firms that are active in both nations.


[bookmark: _Hlk153832726][bookmark: _Hlk153974157]II   Main Body 

 
[bookmark: _Hlk153916476][bookmark: _Hlk154005198]Chapter 1: ISHRM, Contemporary and ethical issues UK vs Romania – Comparison study 

Romanian and British Human Resource Management in International Context -International human resource management (IHRM) has emerged as a crucial component of organisational strategy in the ever-evolving world of global business; even though “HRM especially in academic circles it is considered that promises more than it delivers”(Armstrong, 2008, p.17), to succeed it essential that the  companies conducting business between Romania and the UK will endeavour primarily to address the modern and ethical issues surrounding IHRM. In that respect there is to be acknowledged that Romania, a growing market in Eastern Europe, and the UK, with its developed economy, provide distinct potential and difficulties as well. This chapter will examine the modern and moral dilemmas that arise from IHRM activities and that are essential to the prosperity of corporate operations in these two economies.

1.1 [bookmark: _Hlk154008275][bookmark: _Hlk153916565]Cultural Differences:

In business dealings between the U.K. and Romania, understanding and respecting cultural differences is crucial. Acknowledging distinct business etiquettes, communication styles, and traditional values fosters mutual respect, enhancing cooperation and building successful, long-lasting partnerships. Embracing diversity enriches both parties, leading to innovative solutions and stronger global connections.
UK vs Romania:
[bookmark: _Hlk154441486]- “Courtesy, politeness, and punctuality are key values in British business culture. Generally speaking, the goal of business interactions is to solve problems in a respectful manner and find compromises that satisfy all parties involved” (Milne, 2023); nevertheless, the culture in the UK is more individualistic and places a strong priority on self-reliance and accomplishment, this has an impact on expectations for work-life balance, communication, and management approaches. As reported by Stanciu L. and Stanciu C. (2023, p.134) “… in Romania, there are predominantly behaviours and attitudes specific to particularism, which have multiple influences in different fields of activity, including in the field of management of the economic organizations, such as: in the field of concluding contracts, scheduling business trips, the role exercised by top management, in the field of work assessment and remuneration, etc.” The emphasis on collaboration and cooperative achievement is part of Romania's more collectivist culture and it is imperative for HR managers to comprehend and honour these cultural peculiarities.

1.2 [bookmark: _Hlk154008557][bookmark: _Hlk153839044]Legal and Regulatory Compliance:

“Employers with operations that cross national boundaries face a legal environment with additional layers of complexity” (Roehling M.V., Posthuma R.A. and Hickox S., 2008, p.1). It is essential to follow legal and regulatory compliance when conducting international trade between Romania and the United Kingdom. It maintains moral principles, reduces risk, facilitates easy transactions, and builds trust. Ignoring these factors might have negative legal repercussions as well as harm to one's reputation.
[bookmark: _Hlk153888944]- UK: Legislation and regulations related to employment in the United Kingdom are quite rigorous. Statutes that prohibit discrimination, health and safety requirements, and worker rights are all examples of the types of laws and regulations that fall under this category. Everybody has to comply with a variety of rules in order to be permitted to do business in the United Kingdom.
[bookmark: _Hlk153889085]- Romania: Although labour regulations exist in Romania as well, there may be differences in areas such as minimum salary, working hours, and policies regarding termination. To stay out of legal trouble, businesses need to be aware of and abide by the legal frameworks of both nations.

1.3 [bookmark: _Hlk154009727][bookmark: _Hlk153889921]Employee Rights and Labor Relations:

Encouraging positive labour relations and upholding employee rights are essential in international trade between Romania and the UK. This entails respecting working conditions, making sure that pay is equitable, and being aware of cultural variations in legal and ethical systems. Setting these priorities first not only satisfy legal requirements but also promotes long-term success in international collaborations, increases productivity, and encourages trust.
[bookmark: _Hlk153890210][bookmark: _Hlk154443879]- UK: Within the context of the United Kingdom, the rights of workers and the establishment of fair working conditions are paid a significant amount of importance, “UK employment laws are in place to make sure that both employers and employees are protected. Providing legislation on dismissal, holidays, pay, discrimination and more, these laws are in place to protects worker's rights while also safeguarding an employer's interests and keeping the relationship between the two, fair” (Citation, 2023); in addition to the fact that there is a significant amount of demand for employee consultation, labour unions are also actively engaged in the labour market.
[bookmark: _Hlk153890303]- Romania: The employee rights are likewise guaranteed, “Romanian employment law is the product of constant changes made over the last years in order to establish equilibrium between the power of union organisations and the power of the employers”. (L&E Global, 2023); nevertheless, the way in which workplace relation relations are handled and the role that unions play can vary from country to country. The ability to negotiate these disparities with care is essential for companies that wish to preserve excellent employee relations.

1.4 [bookmark: _Hlk153890515]Ethical Standards and Corporate Social Responsibility (CSR):

Corporate social responsibility and ethical standards are essential in business dealings between Romania and the United Kingdom, as Armstrong (2008, p.127) points out “strategic CSR is about deciding initially whether or not the firm should be involved in social issues and then creating a corporate agenda – deciding what social issues to focus on and what to extend”. All that is able to build reputation, guarantee legal compliance and cultivate trust, setting these values as a top priority it will develop moral appeal, sustainability, bilateral ties and encourages long-term, mutually beneficial economic growth.
[bookmark: _Hlk153891318]- UK: Businesses that are based in the United Kingdom are beginning to place a greater emphasis on the importance of ethical business practices and corporate social responsibility, which is often referred to as CSR. The activities that are included in this category include, but are not limited to, fair employment practices, environmental sustainability, and community participation.
- Romania: The same patterns are beginning to emerge in Romania, however there may be distinct standards and expectations regarding ethical practices and corporate social responsibility. For businesses to be able to comply with both domestic and international requirements, they need to harmonise their plans, that being considered according to Popescu (2019): “However, considering the aspects related to CG and CSR, it looks that the Romanian business environment also needs, on the one hand, examples of good practices in terms of good governance and social responsibility actions, and, on the other hand, constructive models of European requirements and directives’ implementation in the European Union entities”

1.5 [bookmark: _Hlk154009955][bookmark: _Hlk153891784]Talent Management and Development:

To ensure effective, long-lasting partnerships and growth in a variety of market situations, talent management and development are essential in commercial cooperation between the United Kingdom and Romania; they can as well create cultural awareness, enhance capabilities, and bridge the gap between different business practices.
[bookmark: _Hlk153892842]- UK: “At its core, the focus of GTM is to systematically identify and develop a pool of high-performing,  high-potential employees  for  performance in critical  roles  in  the organisation, managed  through  HR practices and systems which are differentiated from the overall  workforce management” as indicated by Collings  and  Mellahi, (2009, quoted in Collings, D.G., Scullion, H. and Caligiuri, P. 2019, p.16). When it comes to the United Kingdom, the development of leadership, the upgrading of skills, and the promotion of innovation are often among the most important goals that are being sought, a further point to consider is that the workplace places a significant amount of importance on diversity and inclusion. This is a common contemporary trend occurring rather often in UK workplace environment.
- Romania: “One of the major challenges that face companies in Central and East Europe countries nowadays is their attempts to transform traditional personnel (administrative) activities to those of a strategic nature that add value to the organization And although the need to move from purely administrative to more strategic HRM and talent management issues has already emerged.” as it was formulated by Weinsten and Obloj, (2002, quoted in Scullion, 2010, p.151).  It is probable that technological skills and the capacity to adapt to global business procedures have more significance than in other countries, therefore a number of different HRM methods may considered to be used for the training and development of talent, it is necessary to establish individualised strategies for the growth of the workforce.

1.6 [bookmark: _Hlk154010262][bookmark: _Hlk153893258][bookmark: _Hlk153893283]Work-Life Balance and Employee Wellbeing:

It is essential for businesses in Romania and the United Kingdom to prioritise the health and happiness of their employees and to maintain a healthy work-life balance; “Work‐life balance (WLB) is an issue of focus for organisations and individuals because individuals benefit from having better health and wellbeing when they have WLB and this, in turn, impacts on organisational productivity and performance”( Connie Zheng et al., 2015) . Not only do these principles contribute to the creation of a more positive working environment, but they also boost productivity, which in return ensures long-term growth and mutual respect in professional settings that involve multiple cultures.
The UK and Romania have distinct approaches to worker welfare, with the UK offering state pensions, extensive healthcare, and strict workplace safety laws, while Romania's healthcare system relies on private insurance and has less comprehensive retirement benefits.
- UK: It is becoming more important in the United Kingdom to put a greater emphasis on the requirement of keeping a good work-life balance, to concentrate more on mental health, diversity, inclusiveness, general employee wellbeing, and to lay a greater emphasis on the importance of employee wellness; this is because these issues are getting more and more pertinent.

- Romania: Concerns of a similar nature are observable in Romania, there is a possibility that cultural attitudes in Romania on work-life balance and benefits for employees may differ wellbeing initiatives might be more basic, focusing on compliance with legal requirements rather than employee satisfaction, which may influence HR practices. 
The United Kingdom's welfare model is liberal, focusing on market solutions and minimal government intervention, while Romania's hybrid approach combines market elements with government responsibility, reflecting historical, economic, and political factors influencing their welfare practices.

1.7 [bookmark: _Hlk154010353]Compensation and Benefits:

To successfully conduct business between the United Kingdom and Romania, it is essential to have a solid understanding of the significance of compensation and benefits, this involves considering the many changes in the cost of living, the rates of currency conversion, and the employment local rules and regulations. In that regard, according to: Lowe (2002, p.47) “…, an effective international compensation plan is an important component of organizational effectiveness in a global business environment”; therefore, it is fair to say that is possible to assure fairness and competitiveness in both marketplaces by tailoring pay packages into the appropriate manner.
- UK: In the United Kingdom, one of the most popular practices is to give employees with comprehensive benefits packages and compensation packages that are competitive with those offered by other companies. Typically, these packages consist of components like insurance for health care, retirement policies, and bonuses that are determined by the employee's past performance.
[bookmark: _Hlk153897616]- Romania: As a result of the fact that market norms and expectations may differ from one nation to the next, it is possible that Romania may have in place procedures to implement a variety of ways to pay and benefits. That may consist as well of benefits like company car, health insurance, paid holydays, and other benefits in relation with the labourer achievements.

1.8 [bookmark: _Hlk154010413]Data Protection and Privacy:

Privacy and data security are essential in commercial operations between the UK and Romania. Maintaining secrecy protects sensitive information, upholds regulatory requirements such as GDPR, consequently that is contributing to the development of a safe, moral, and profitable international business environment. “The finest practices, standards and other solutions can reduce the level of estimation, required to secure data in an organisation” (Singh, R. and Sharma, T., 2020, p.60)
- UK: The maintenance of a competitive advantage, the assurance of compliance with legislation such as the General Data Protection Regulation (GDPR), the preservation of client information, and the guarantee of data protection and privacy are all of the highest significance in the domain of business in the United Kingdom; all that leading to achieve a higher degree of reliability from the client’s perspective.
- Romania: Manifesting under European Union legislation, Romanian businesses must comply with regulatory requirements such as the General Data Protection Regulation (GDPR) to build customer trust, that is accomplished by ensuring that data is protected, and privacy is maintained. As a result, this will improve reputation and provide you an edge over competitors.

[bookmark: _Hlk153967002]

[bookmark: _Hlk153916826][bookmark: _Hlk154006936]Chapter 2: Comparative Analysis of Institutional Arrangements U.K. vs Romania

Comparative Analysis of Institutional Arrangements in the U.K. and Romania overview - Institutional structures within a nation have a considerable impact about Human Resources (HR); “It has become critical for organizations to enhance the understanding of factors and variables that determine their true flexibility as a response to local institutional constraints and pressures on selecting management practices for optimal impact” (Paik, Y., Chow, I.H.S. and Vance, C.M., 2011, p.649). Therefore, it has to be observed the institutional frameworks in Romania and the United Kingdom to determine how they affect important HR concerns; this chapter will reveal the complex ways that national institutional setups affect HR practices by examining topics including, trade union involvement, recruiting and selection procedures, and training and development investments. In addition to highlighting the distinctions and similarities between these two European nations, this comparative research provides insights into the larger effects of institutional arrangements on human resource management.

2.1 [bookmark: _Hlk153920917]Institutional Framework in the UK:
- The UK's Institutional Framework for International Human Resource Management prioritizes regulatory compliance, cultural integration, and strategy alignment, it encourages diversity and inclusion in the workforce; implementation of this framework guarantees that human resource policies are uniform throughout all international operations, with a focus on legal compliance and efficient cross-cultural management.
- The policies of the government in the United Kingdom have a considerable impact on HR practices, these rules, which are embedded into the institutional structure, provide direction for matters such as equality in the workplace, employment rights, and workplace safety. Additionally, they provide legal criteria for recruiting, compensation, and employee well-being, so ensuring that fair labour standards are maintained and promoting diversity; to match human resource plans with national socio-economic goals and legal constraints, this regulatory environment is responsible for shaping HR strategies. 
- The UK's legal and economic systems significantly influence human resource practices, compliance with employment regulations necessitates fair treatment and equal opportunities, which affects recruitment, training, and employee retention. Economic trends, such as market changes and industry development, directly affect workforce demand and pay structures, therefore, flexible HR policies are crucial to navigate these present ever-changing complex institutional landscapes.

2.2 [bookmark: _Hlk153922467]Institutional Framework in Romania:

- Romania's HRM institutional architecture combines centralized and decentralized features, governed by national law and European Union regulations. It emphasizes conformity with standardized processes and legal specifications. Key organizations include the Ministry of Labour and Social Justice, responsible for employment policy and labour relations, and sector-specific agencies for workforce planning, training, and development. Civil service rules ensure merit-based recruitment and transparent personnel management in the public sector. The paradigm aims to balance efficiency, flexibility, and equality across various industries, ensuring a balance between efficiency, flexibility, and equality.
- The eventful political and economic history of Romania, which was distinguished by transitions from monarchy to communist to democracy, had a tremendous impact on the HR practices that are currently used in present times. These historical influences are reflected in the Romanian Institutional Framework, which is characterised by a unique combination of old hierarchies and contemporary policies that are linked with the EU. In a framework that is uniquely Romanian, organisations traverse a complicated heritage of centralised authority and an increasing focus on individual rights, which influences recruiting, labour relations, and employee development.
- There are significant differences between HRM in Romania and the UK because of the different institutional frameworks. A liberal market economy has affected HRM in the UK, which places a strong emphasis on individual contracts and flexibility. In contrast, Romania has a more bureaucratic and group-oriented approach due to its post-communist and EU integration impacts. In contrast to the UK's established, market-driven HR practices, Romania's distinctive HR environment is created by its adherence to EU rules and its transitional economy.

2.3 [bookmark: _Hlk154011015][bookmark: _Hlk153924008]Training and Development Investment:

- The UK spends heavily on staff training due to its developed economy and focus on professional growth, its education system enhances worker competencies, and its economic policies prioritize innovation and international commerce; “To manage a varied workforce, a manager must conduct an in-depth investigation into each individual’s expectations and wants, resulting in a satisfied workforce. Creating family-friendly rules like as flex time and telecommuting, as well as giving diversity training and mentorship programmes to employees” (Kulkarni N. S. and Abhishek Mukherjee A., 2022, p.e408) Romania, an emerging economy, is modernizing its education system to align with European norms, labour laws have changed to protect workers, and Romania's economic policies encourage international investment; both nations have unique strategies influenced by their respective historical and economic backgrounds, with Romania's rapid growth and development standing in contrast to the U.K.'s maturity.
- Corporate investment in staff training is encouraged by the UK's pro-business economic policies, flexible labour regulations, and sophisticated education system. On the other hand, corporate training investments face a more difficult environment in Romania due to its developing education structure, more stringent labour laws, and changing economic plans, which often call for more flexible and localised approaches.

2.4 [bookmark: _Hlk154011137][bookmark: _Hlk153925394]Recruitment and Selection:

Recruitment and selection procedures are crucial for global strategic human resource management, ensuring a trained and diverse workforce aligned with international business goals “…, the need to spend sufficient time and money on the recruitment and selection process and how important it is as it can make a huge impact on organisations objectives” (Argue M., 2015, p.VI)
These procedures identify applicants with technical expertise, language, and cultural flexibility for global marketplaces, good hiring practices foster a healthy workplace culture, increased global competitiveness, and reduce miscommunication risks; thus, these processes are vital for sustained organizational success in a global setting.

- Recruiting practices are heavily regulated in the UK, with a focus on equal opportunity and anti-discrimination legislation, psychometric testing and competency-based interviews are common components of selection procedures. On the other hand, Romanian hiring practices are less rigid and more flexible, formal methods like organised interviews are less common, and networking and personal contacts are increasingly important; the use of internet channels are more and more common for recruiting in both nations.
- The UK's highly structured recruitment procedures prioritize diversity and skill-based selection due to its modern economy and competitive employment market, cultural standards emphasize fairness and openness, reflected in uniform hiring practices; Romania, with its changing cultural values and economy, emphasizes more flexible employment techniques. Romanian laws are less strict than UK laws, making hiring more flexible and economical, selection criteria may be influenced by Romanian cultural norms, emphasizing interpersonal relationships and adaptation over local networks and knowledge. The UK's structured approach is motivated by legislative obligations for equality and a stable economy, conversely Romania adopts a more flexible strategy, which is indicative of its economic transformation and societal focus on private connections and flexibility.

2.5 [bookmark: _Hlk154011342]Trade union membership and their influence:

Trade union participation is crucial in global strategic human resources management (HRM), as it represents workers' collective voice in advocating for fair compensation, safe working conditions, and fair labour laws. Unions contribute to standardizing procedures, ensuring employees' rights are upheld, and fostering communication between employees and management. “Highly unionized MNEs are more likely to use quality circles and less likely to use formal performance appraisals, suggesting that trade union presence has some impact on HRM and other managerial practices.”  (Sablok, G. et al., 2013, p.634)
Considering the above it is fair to say that their participation in policy formation creates morally sound and practical HR policies, balancing employee needs with company needs, this partnership is essential for workforce health and sustainable business practices.

-With a lengthy history of industrialization, the UK witnessed the emergence of trade unions in the 19th century, which was crucial to the advancement of workers' rights, trade unions have traditionally influenced HR procedures in the UK by putting a strong emphasis on collective bargaining and workers' rights; strong labour regulations and employee representation are the result of this.  Even if their membership has decreased, they are still powerful today. Romania has younger, weaker unions as it emerges from a communist system that ended in 1990. Romanian unions struggle with political pressures and changing labour laws, whereas unions in the UK concentrate on pay negotiations and working conditions. In comparison, trade unions are less significant in Romania due to the country's post-communist economic environment. HR procedures there are less influenced by collective bargaining and more company-driven, emphasising individual contracts.

2.6 [bookmark: _Hlk154011410][bookmark: _Hlk153960588]SHRM, data analysis and possible case scenarios: 

- UK: SHRM in the United Kingdom is distinguished by its focus on innovative techniques and its tight alignment of human resource strategy with overall business objectives, it is emphasised that employees should be empowered, that they should continue their professional growth, and that technology should be integrated into HR procedures. The United Kingdom's strategy is influenced by a globalised and competitive market, which calls for human resource solutions that are both flexible and forward-thinking.
- Romania: Conversely, Romania's workforce human resource management techniques are heavily impacted by the country's economic change and labour regulations, in this context, human resource strategies are more cautious regarding costs, with a substantial emphasis placed on compliance and operational efficiency. The relationships between employers and employees in Romania are often governed by more stringent legal frameworks, and there is an increasing focus on aligning HR practices with EU norms.
Below there is a figure that illustrate relevant SHRM specifications:
[image: A screenshot of a graph]
Source:
https://www.hofstede-insights.com/country-comparison-tool?countries=romania%2Cunited+kingdom

With the aforementioned information in mind, the following is an example of a hypothetical case scenario: While a Romanian manufacturing business has structured working hours, established communication channels, and adopted HR practices that are focused on job-specific training, a technology company in the United Kingdom is introducing flexible working hours and spending extensively in employee training and development programmes.

2.7 [bookmark: _Hlk154011621]Academic Theories and Models: PESTLE, Farmer-Richman Model and Rosalie Tung Model:


PESTLE - comparison analysis UK vs Romania
PESTLE analysis provides valuable insights into the political, economic, and cultural differences between Romania and the UK. “By this method, we can imagine a more real picture of future of the organization and based on it, the organization better use of environmental opportunities and avoid threats.” (Qasemi, H.R., 2015, p.10) The UK's stable government and Brexit effects are unknown, while Romania is adjusting to its emerging market status, economically, Romania has a smaller, but rapidly expanding market, while the UK has a strong, service-driven economy; legal considerations include balancing Romania's developing legal system with the UK's complex labour regulations, sustainability issues as well influence HR strategies in both countries.

Political:
- The UK has a strong worldwide impact and stable political institutions due to its long-standing parliamentary democracy; Brexit has changed the political landscape and had an impact on economic and international ties. Although Romania, a more recent democracy, has made strides since entering the EU in 2007, political instability and corruption remain major problems, its geopolitical and military strategies are influenced by its strategic position in Eastern Europe, setting it apart from the UK.
Economic:
- With a highly developed economy, the UK leads in technology and financial services, as shown by greater innovation indexes and GDP per capita. Romania, an emerging market that benefits from reduced labour costs and a strengthening business environment, is growing quickly in the industrial and IT sectors. The UK's economy is unclear due to Brexit, but Romania benefits from EU membership and has access to European markets. Both nations struggle with post-pandemic recovery issues and inflation.
Social:
- Population Demographics: The population of the United Kingdom is ageing, diversified, and heavily immigrant populated. Romania's population is declining because of emigration and a decreased birth rate, despite the country being less diverse.
- Education Levels: The United Kingdom has a robust higher education system with internationally renowned institutions, as well as high literacy rates. Although Romania has achieved great progress in education, there are still issues with rural access and school infrastructure.
- Healthcare System: Although it offers universal healthcare, the National Health Service (NHS) of the United Kingdom struggles with financing and long wait times. Although Romania's healthcare system has improved, there are still issues with financing, access in rural areas, and physician migration.
- Cultural Norms and principles: The United Kingdom is renowned for its progressive principles, diversity, and historical customs. Because to the influence of Orthodox Christianity, Romania has managed to preserve a strong sense of national identity, with traditional values being important in society.
- Social Inequality: Social inequality is a problem in both nations. The UK addresses regional imbalances and economic inequality. Romania has issues with economic inequality and poverty, particularly in rural regions.
- Lifestyle Trends: Urban life, digital integration, and environmental concern are all on the rise in the UK. Romania is becoming more urbanised, although traditional ways of living are still prevalent, particularly in rural regions.
Technological:
- Leading the world in technology, the UK thrives in R&D, innovation, and high-tech sectors thanks to large investment and a strong digital infrastructure. In contrast, due to a lack of infrastructure and money for research and development, Romania, although having a fast-developing IT and software development industry, confronts obstacles to wider technical improvement. Nonetheless, global IT investments are drawn to Romania due to its growing tech talent pool and reduced operating costs, which is closing the technical gap with the UK.

Legal:
- The common law system in the UK provides a flexible legal framework that facilitates innovation and ease of doing business. The creative industries are supported by robust intellectual property regulations. On the other hand, Romania presents difficulties for foreign investors due to its slower legal system and harsher regulatory surroundings, which are inspired by civil law traditions. Both EU members follow EU rules while they are together, but after Brexit, the UK deviates, which affects commerce and contracts.
Environmental:
- Regarding PESTLE's environmental component, the UK leads the world in enacting strong green policies that prioritise renewable energy and cut carbon emissions. Romania is making strides in environmental preservation, but there are still issues with air quality and managing waste. While Romania is quickly expanding its environmental plans, encouraged by EU environmental legislation and increased investment in sustainable practices, the UK benefits from superior technology and a more environmentally conscious population.
[bookmark: _Hlk153966547]
2.8 [bookmark: _Hlk154011858]Farmer-Richman Model (comparison analysis UK vs Romania):
Cultural Context: Romania, with a more collectivistic culture, may place greater emphasis on group cohesion and hierarchical decision-making, while the UK, with its individualistic culture, tends to emphasise employee empowerment and self-management.
Economic Context: Romania's emerging economic position may lead to a more conventional, administrative HRM style, with less emphasis on strategic HRM, while the UK's mature economy encourages a strategic, performance oriented HRM strategy.
Legal Context: With an emphasis on equality and employee rights, the UK's extensive labour laws provide as a framework for specific HR policies and processes. Romania's labour regulations, on the other hand, may be less strictly implemented, which might have an impact on compliance and labour relations even if they are influenced by the EU.
The Farmer-Richman Model postulates that HRM practices are heavily influenced by the national environment. HRM in the UK is probably more progressive, in line with international norms, and emphasises diversity and talent development. HRM in Romania may be more shaped by regional customs and social conventions, emphasising consistency and following rules.

[bookmark: _Hlk154011949]2.9 Rosalie Tung Model (comparison analysis UK vs Romania):
Understanding regional variations in HRM methods due to cultural, economic, and legal considerations is emphasised by the Rosalie Tung Model in comparative human resource management (HRM).
- In the UK, a free-market economy promotes autonomous work cultures and flexible labour markets, which in turn shapes HRM, strategies are given top priority, and performance and skill development are highlighted.
- In Romania, on the other hand, which is making the shift from centralised to market economies, HRM practices are strongly impacted by legal, cultural, and historical legacies, a more paternalistic management style is seen here since there is a greater focus on collective bargaining and job security. Nonetheless, both nations are using technology and diversity management in response to worldwide HRM trends.


[bookmark: _Hlk153968118][bookmark: _Hlk153967295]Chapter 3: HRD Strategies and Cultural Diversity Management. 

The changing nature of international business demands a thorough comprehension of many working cultures. This study examines the workplace cultures in Romania and the United Kingdom, two different economies with distinctive cultural characteristics, and how they relate to human resource management (HRM). This chapter seeks to clarify how cultural variations affect organisational behaviour and communication by looking at the innate cultural traits seen in the workplaces of various nations. Additionally, it aims to provide HRM tactics and strategical solution that may successfully negotiate these cultural differences to promote a peaceful and effective work environment.

[bookmark: _Hlk154012185]3.1 HRD (Human Resource Development) strategies in the UK and Romania:
- To promote a multicultural workplace, HRD initiatives in the UK put a high priority on inclusiveness via thorough diversity training and robust anti-discrimination regulations. In order to represent the broad demography of the UK, companies actively seek for diverse personnel. Romania, on the other hand, while developing, gives official diversity policy less weight. With EU membership, Romania's HRD plans are changing and becoming more equal chances oriented. Both nations understand the value of cultural diversity, but Romania's initiatives are still in their infancy whereas the UK has more developed and varied HRD practices.

[bookmark: _Hlk153971335]3.2 Managing workforce cultural diversity:
- Comparing Romanian and UK workforce cultural diversity management, several significant differences become apparent, the United Kingdom's inclusive policies, which prioritise tolerance for a diverse variety of cultures, are rooted in its long history of diversity. 
- Romania, on the other hand, is evolving its diversity strategy with an emphasis on integrating diverse ethnic minorities, while having a relatively homogenous population; nonetheless, both nations embrace diversity and tolerance, using specific tactics to create a setting where a range of skills and viewpoints contribute to the success of businesses.

[bookmark: _Hlk153972113]3.3 Communication and Consultation:
- Important distinctions in how Romanian and British communication and consultation strategies handle inclusion and cultural diversity are evident, the United Kingdom, with its multicultural character, emphasises inclusion in the business and educational sectors by integrating multiple languages and cultural norms in public communication.
- Romania is still creating frameworks for inclusive communication, often concentrating on language adaptation for minority groups, despite its growing diversity, while both nations are negotiating the challenges of incorporating other viewpoints, the UK is doing it in a more proactive and diversified manner.

[bookmark: _Hlk153972604][bookmark: _Hlk154000675]3.4 Contracts and employee engagement - Retention, Turnover, and Dismissal Procedures:
- Employment contracts in Romania are legally enforceable and include obligations, remuneration, and tenure, they protect employees legally but may be inflexible, affecting morale. Conversely, employee engagement relations promote motivation and loyalty by establishing a happy workplace. These informal interactions are essential for talent retention. Employment contracts define work conditions, but employee engagement assures a dedicated and productive staff, reflecting a symbiotic partnership.
- Employee engagement and employment contracts are different yet connected in the UK workplace. Employment contracts include duties, benefits, and termination procedures, they are detailed and binding on law, as a result, employee engagement relations focus the motivating and emotional aspects of work to create a pleasant atmosphere and employee satisfaction; contracts give structure, engagement strategies inspire performance and loyalty. The diversity of the UK labour market makes how they interact extremely important for organisational stability and growth.
Retention: In terms of methods for retaining workers, the UK places a greater emphasis on employee engagement and development, with stringent employment regulations that promote a healthy work-life balance and prohibit discrimination. Romanian businesses, on the other hand, prioritize job security and financial incentives due to the country's unstable economic climate.
Turnover: The United Kingdom has a greater rate of job loss than other countries owing to the dynamic nature of its labour market and the culturally ingrained nature of career mobility. Because there are fewer employment alternatives available and a greater emphasis placed on job security, Romanian workers often have a lower turnover rate.
Dismissal procedures: Discharge methods in the UK are more stringent, requiring reasonable grounds for termination and adherence to correct procedures. Employment law in the UK places a significant emphasis on allegations of unfair dismissal. Romania, on the other hand, has a more bureaucratic burden on employers, with significant documents required and lengthy proceedings in labour tribunals.

- The differences in employee management practices between Romania and the United Kingdom (UK) are largely due to the differences in legislative frameworks and cultural norms. In conclusion, both countries aim to balance employee rights with organizational requirements, with the UK emphasizing flexibility and employee involvement and Romania emphasizing stability and financial rewards.

[bookmark: _Hlk153972704]3.5 International, Environmental, Ethical, and Sustainability aspects.
Globally, Romania and the UK have different cultural stances when it comes to sustainability, business and social environmental ethics; Beer et al. (1984:13 quoted in Armstrong, 2011, p.15) states: “It’s not enough to ask how well the management of human resources serves the interest of the enterprise. One should ask how well the enterprise HRM policies serve the wellbeing of the individual employee”, in that respect, with its HR high standard practices and rich cultural diversity, the UK incorporates many viewpoints into the development of progressive environmental policy, placing a strong emphasis on social responsibility and tolerance. 
While inclusion is still a work in progress, Romania is gradually embracing international environmental norms as part of its cultural transformation, both countries work towards sustainable practices; Romania is gradually moving towards integrating diverse, inclusive environmental solutions, while the UK is at the forefront of diversity-driven efforts.


[bookmark: _Hlk153973206]3.6 ISHRM, recommended approaches, 
- In strategic human resource management, cultural sensitivity is crucial, especially when comparing the UK and Romania, the UK's approach often emphasizes individual performance and autonomy, aligning with its low-power distance and high individualism; this contrasts with Romania's emphasis on collective success and hierarchical structures, reflecting high power distance and collectivism.
- Effective cross-cultural management in these contexts requires adaptability and understanding of these fundamental differences, in the UK, individual incentives and empowerment are key, whereas in Romania, team-oriented strategies and clear hierarchical guidance are more effective. Bridging these divergent cultural norms involves tailored communication styles, motivational strategies, and leadership approaches that respect and leverage these unique cultural dimensions all that are essential when developing inclusive, effective HR strategies that resonate with employees' cultural values.
- Considering all the above, within the context of International Human Resources Management, to effectively address the aforementioned challenges, it can be asserted that one can endeavour to design a customised IHRM strategical framework that consider both countries and their business environments circumstances along with a fitting well-orchestrated implementation plan that will comprise a number of activities like training, coaching, mentoring, personal development,  professional development sessions (using the employee engagement 5 C’s and 6 C’s), in line with the company’s coals and mission sourced by a clear defined conceptual management core initial input.


III   Conclusion 

Companies that have operations in Romania and the United Kingdom need to carefully analyse and respond to the variations in labour rules, ethical standards, talent management strategies, work-life balance expectations, pay schemes, and cultural values, in a nutshell, this is a requirement that must be met. Foreign human resource management necessitate not just a comprehension of these differences but also a willingness to accept them, all while adhering to ethical norms and preserving compliance; this is essential for successful management of foreign human resources. “…, there may be aspects of the Romanian experience which offer lessons for the development of HRM in CEE and, more generally, in post-Communist/authoritarian/transitional societies, of conceptual and practical interest to both the international HR community and MNE expatriate managers.” (Dalton, K. and Druker, J., 2012, p.599)
During this comparative study, the author came to the realisation that the institutional arrangements in Romania and the United Kingdom have a substantial influence on the human resource practices in both countries. Even though both nations adhere to a number of European regulations, this is the situation that has arisen because Romania and the United Kingdom come from distinct historical, cultural, and economic backgrounds; it is necessary to take various approaches to the difficulties that are associated with management of human resources.
 Having a grasp of these institutional distinctions is essential for international firms that operate in a number of environments, as the results demonstrate how crucial it is for them to have this understanding; when taking into account the fluctuating political and economic settings throughout the globe, as well as the effect that these contexts have on human resource techniques, more study may disclose more of the fluid nature of these agreements. This is especially true when taking into mind the fact that these contexts are influenced by human resource methodology.
Furthermore, the findings of this research shed light on the substantial cultural disparities that exist between the workplaces in Romania and the United Kingdom when compared to one another; additionally, it sheds emphasis on the major part that cultural sensitivity plays in the administration of human resources in an efficient manner. The comparative study reveals that despite the fact that every environment has its own unique set of obstacles, there are also universal solutions that can be altered to match the distinctive cultural needs of a given area like the 5 C's and the 6 C's of employee engagement.
 There are several companies that could improve their cross-cultural competency by using the HRM custom designed ‘frameworking’ approach that have been suggested above, these strategies are designed to identify and capitalise on the cultural differences that are present. The findings of this research not only add to the current body of knowledge on the culture of the workplace, but they also provide HR professionals valuable recommendations on how to implement culturally sensitive practices in their organisations. There is a chance that further research might broaden the scope of these findings by investigating the use of comparable tactics in situations that include a greater variety of cultural backgrounds.
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