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Abstract 
 

The recruitment and selection process can be a valuable tool to enhance organizational 
adaptability and flexibility. Companies and organizations must quickly adapt to new requirements 
in a constantly changing business environment. By selecting candidates with relevant skills and 
experience, companies can increase their ability to cope with environmental changes and adapt to 
new market demands. In this context, the paper aims to evaluate the effects of practices regarding 
the recruitment and selection of human resources on the added value of organizational change in 
the employees' perception of organizations in Romania. These two aspects have a close relationship, 
and their integrated approach can lead to organizations' continuous development and improvement. 
Therefore, organizations can achieve success and excellent performance in an ever-evolving 
environment by recruiting and selecting suitable candidates and developing a changing culture. 

 
Key words: human resource recruitment, human resource selection, organizational change, added 
value 
J.E.L. classification: O15, O33 

 
 

1. Introduction 
 

In the context of globalization and rapid technological evolution, companies and organizations 
face significant challenges in recruiting and selecting human resources. Therefore, the proper 
selection and the change process can be valuable tools for improving organizational performance and 
increasing employee satisfaction and customer relations. 

Recruitment and selection of human resources are critical processes for companies and 
organizations. The recruitment process must be proactive and attract qualified candidates (Bocean, 
2007). This can be done through various channels, such as recruitment sites, social networks, and 
agencies. In addition, marketing techniques can be used to promote organizational culture and attract 
potential candidates. The selection process is also essential. Companies and organizations must 
identify the best candidates to achieve their goals (Bocean, 2008). The selection process must be 
objective and based on relevant criteria such as experience, skills, and cultural fit. The most used 
selection methods are interviews, tests, and reference checks (Bocean, 2015). 

There is a close relationship between recruitment and selection practices and the change process 
of organizations, and the paper aims to demonstrate this link empirically. The recruitment and 
selection process can influence the organization's ability to implement change successfully, while 
the change process can influence recruitment and selection practices by identifying new competency 
and skill requirements needed to implement change (Dempsey et al., 2022) successfully. Thus, these 
two aspects must be considered to ensure organizational success (Delaney and Huselid, 1996). 
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The five-section structure of the paper begins with an introduction, followed by a theoretical 
background. The third section exposes the methodology, while the last two expose the results and 
conclusions. 

 
2. Theoretical background 

 
Recruitment and selection of human resources are two critical processes for companies and 

organizations in choosing suitable candidates for available positions (Giancaspro et al., 2021). Sound 
practices in these processes can add significant value by ensuring the hiring of quality employees 
who make significant contributions to organizational success. In addition, proper recruitment and 
selection can lead to better integration of employees into the organization, thus reducing staff 
turnover and costs associated with recruitment and ongoing training. 

Sound recruiting practices include attracting potential candidates by posting job ads in the 
appropriate channels and engaging in social and professional networks (Khoreva and Wechtler, 
2018). Another essential practice is to develop a well-structured selection process that includes 
interviewing, testing, and assessing candidates to ensure an objective assessment of their skills and 
abilities. It is also essential to include in the selection process and the assessment of the skills and 
organizational culture of the candidates so that they integrate better into the organization and adapt 
more quickly to the work environment. In addition, adapting to changes in the labor market and 
within the organization can be essential for long-term success (Otoo, 2019). 

In terms of the impact of change, it cannot be easy, but it can bring significant benefits. For 
example, change can improve organizational performance, employee satisfaction, and customer 
relationships (Heckmann et al., 2016). However, change can also be difficult, and employees may 
resist. Therefore, companies and organizations must be prepared to manage change effectively and 
involve employees in the change process (Kotter, 2007). 

The change process can bring significant benefits to companies and organizations, such as 
increased performance, greater flexibility, and the ability to adapt to changes (Mladenova, 2022). In 
addition, companies can achieve significant added value by using sound recruitment and selection 
practices and implementing a well-managed change process (Wang et al., 2020). There is a close 
connection between recruitment and selection practices and the organizational change process. First, 
the recruitment and selection process can influence the organization's ability to implement change 
successfully. If the organization has qualified and motivated employees who perform their tasks 
successfully, it will be easier to implement changes without negatively affecting organizational 
performance (Vărzaru and Vărzaru, 2016). Additionally, by using recruitment and selection 
processes that focus on identifying the competencies and skills required for change, organizations 
can ensure that they hire suitable candidates who can help implement change successfully. Also, the 
recruitment and selection process can be used to recruit employees with experience in managing 
change or with communication and influencing skills that can help convince employees to accept 
and adopt change (Mladenova, 2022; Dempsey et al., 2022 ). 

On the other hand, the change process can influence recruitment and selection practices. For 
example, during the change process, the organization can identify new competency requirements and 
skills to implement the changes successfully (Vărzaru and Vărzaru, 2013). These requirements can 
be used to update the job description, qualification, and competency requirements for future 
recruitment and selection processes. Also, the change process can be used to improve recruitment 
and selection practices. For example, the organization can use employee feedback during the change 
process to identify possible problems with current recruitment and selection practices and develop 
solutions to address them (Amis et al., 2020). 

Consequently, we propose two research hypotheses: 
H1. Employee recruitment and selection practices influence the value added in the change 

process. 
H2. Investing in the recruitment and selection process exerts the greatest influence on the added 

value in the change process. 
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3. Research methodology 
 

The paper presents the findings of an empirical study based on a questionnaire between September 
and December 2022. Within the practices regarding the recruitment and selection of employees, the 
following variables were studied: the expansion of the recruitment and selection process, the 
participativeness of the selection decision, the investment in the recruitment process and selection, 
the recruitment pool, and the selection base. Furthermore, regarding the organizational change, we 
opted for the employees' perception of the added value in the change process. Table 1 shows the 
research variables and the codes used for each variable. 

To carry out the analysis of the influences of practices regarding the recruitment and selection of 
employees in the change process, we used artificial neural network analysis of employees' 
perceptions of human resources practices and organizational change, similar to other authors 
(Vărzaru et al., 2022; Iancu et al., 2022; Puiu et al., 2022; Vărzaru, 2022). 

 
Table no. 1. Values of the multilayered perceptron established between professional training and personal 
development and the value added by the change process 

 Variable Code 

Employee recruitment 
and selection practices 

Expanding the recruitment and selection process B1_7 

Participatory selection decision B1_8 

Investment in the recruitment and selection process B1_9 

Size of recruitment pool and basis of selection B1_10 

Organizational change Added value in the change process C_33 
Source: Developed by the authors based on the data using SPSS v.27 
 

4. Findings 
 
In order to determine the influence of variables from the category of recruitment and selection of 

human resources on the value added by the change process, we used the analysis of artificial neural 
networks. The model is a multilayer perceptron type, with an input layer comprising the variables 
from the recruitment and selection of human resources category (B1_7, B1_8, B1_9, and B1_10) and 
an output layer represented by the variable C33 (the value added by the change process). Between 
these is a hidden layer represented by the role of human resources in organizational change. Figure 
no.1 illustrates the relationships established between the researched variables. 

 
Figure no. 1. Analysis of artificial neural networks established between the recruitment and selection of 
human resources and the value added by the change process 

 
Source: Developed by the authors based on the data using SPSS v.27 
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Table no. 2 presents the values predicted in the analysis of the artificial neural networks 
established between the recruitment and selection of human resources and the value added by the 
change process, as well as the levels of absolute importance and normalized importance of the 
variables describing the recruitment and selection of human resources. 

 
Table no. 2. The values of the multilayer perceptron established between the recruitment and selection of 
human resources and the value added by the change process 

Predictor 

Values 

Absolute 
Importance 

Normalized 
Importance Hidden Layer 1 Output Layer 

H(1:1) C_33 

Input layer 
 

(Bias) -1.261    

B1_7 1.600  0.403 80.0% 

B1_8 0.352  0.084 16.7% 

B1_9 2.069  0.504 100.0% 

B1_10 -0.038  0.009 1.8% 

Hidden layer 1 
(Bias)  -1.045   

H(1:1)  2.841   

Source: Developed by the authors based on the data using SPSS v.27 
 
The values of the influence coefficients of the variables in the input layer show that B1_7 and 

B1_9 have a substantial impact on the variable C_33, which means that the expansion of the 
recruitment and selection process and the investment in the recruitment and selection process are 
resource management practices that have an essential contribution to the added value of the change 
process. As seen from Table no. 2 and Figure no. 2, the absolute and normalized importance of 
variables B1_7 and B1_9 are the highest. 

 
Figure no. 2. The absolute and normalized importance of the variables describing the recruitment and 
selection of human resources 

 
Source: Developed by the authors based on the data using SPSS v.27 
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Following the analysis of artificial neural networks, it can be seen that the two hypotheses of the 
research are validated. 
 
5. Conclusions 
 

The change process can be valuable for improving organizational performance and increasing 
employee satisfaction and customer relations. Change can take many forms, such as improving 
processes, optimizing workflows, improving products or services, or creating new ones. As a result, 
organizations can reduce costs, improve efficiency, and increase market competitiveness by 
implementing a well-structured and well-managed change process. 

The change process must be carefully planned and involve employees in the process. In addition, 
the process must be managed transparently so that employees understand the benefits and objectives 
of the change. It is also essential that the process includes an objective assessment of the change's 
impact on the organization and the employees. 

Human resource recruitment and selection practices can significantly impact the success of 
companies and organizations. In addition, the change process can be a valuable tool for improving 
organizational performance and increasing employee satisfaction and customer relations. However, 
to gain added value from these processes, companies, and organizations must use sound practices 
and adapt to changes in the business environment. 

 
6. References 
 

 Amis, J.M. and Janz, B.D., 2020. Leading Change in Response to COVID-19. The Journal of Applied 
Behavioral Science, 56, pp.272-78. http://doi.org/10.1177/0021886320936703 

 Bocean, C.G., 2007. The Impact of Active Labour Market Policies in Romania, [online] Available at: 
< https://mpra.ub.uni-muenchen.de/10397/> [Accessed 9 March 2023]. 

 Bocean, C.G., 2008. Auditul resurselor umane. București: Tribuna Economică. 
 Bocean, C.G., 2015. Management resurselor umane. Craiova: Universitaria. 
 Dempsey, M., Geitner, L., Brennan, A. and McAvoy, J. A., 2022. Review of the Success and Failure 

Factors for Change Management. IEEE Engineering Management Review, 50, pp.85-93. 
http://doi.org/10.1109/EMR.2021.3130989 

 Delaney, J.T. and Huselid, M.A., 1996. The impact of human resource management practices on the 
perception of organizational performance. Academy of Management Journal, 39(4), pp.949-969. 
http://dx.doi.org/10.2307/256718 

 Giancaspro, M.L., Manuti, A., Lo Presti, A. and De Rosa, A., 2021. Human Resource Management 
Practices Perception and Career Success: The Mediating Roles of Employability and Extra-Role 
Behaviors. Sustainability, 13(21), 11834. https://doi.org/10.3390/su132111834 

 Heckmann, N., Steger, T. and Dowling, M., 2016. Organizational capacity for change, change 
experience, and change project performance. Journal of Business Research, 69(2), pp.777-84. 
http://doi.org/10.1016/j.jbusres.2015.07.012 

 Khoreva, V. and Wechtler, H., 2018. HR practices and employee performance: the mediating role of 
well-being, Employee Relations, 40(2), pp.227-243. https://doi.org/10.1108/ER-08-2017-0191 

 Otoo, F.N.K., 2019. Human resource management (HRM) practices and organizational performance, 
The mediating role of employee competencies, Employee Relations: The International Journal, 41(5), 
pp.949-970. https://doi.org/10.1108/ER-02-2018-0053 

 Iancu, A., Popescu, L., Vărzaru, A.A.,  and Avram, C.D., 2022. Impact of Covid-19 Crisis and 
Resilience of Small and Medium Enterprises. Evidence from Romania. Eastern European Economics, 
60(4), pp.352-374. https://doi.org/10.1080/00128775.2022.2032177  

 Kotter, J.P. 2007. Leading Change. Why Transformation Efforts Fail. Harvard Business Review, pp.92-
107. 

 Lausier, M., Lemieux, N., Montreuil,V-L and Nicolas, C., 2020. On the transposability of change 
management research results: A systematic scoping review of studies published in JOCM and JCM. 
Journal of Organizational Change Management, 33, pp.859-881. http://doi.org/10.1108/JOCM-12-
2018-0366 

 Mladenova, I., 2022. Relation between Organizational Capacity for Change and Readiness for Change. 
Administrative Sciences, 12, 135. https://doi.org/10.3390/admsci12040135 

“Ovidius” University Annals, Economic Sciences Series 
Volume XXIII, Issue 1 /2023

615



 Puiu, S., Demyen S., Tănase A.C., Bocean, C.G. and Vărzaru A.A., 2022. Assessing the Adoption of 
Mobile Technology for Commerce by Generation Z. Electronics, 11(6), 866. 
https://doi.org/10.3390/electronics11060866 

 Vărzaru, A.A., 2022. Assessing Artificial Intelligence Technology Acceptance in Managerial 
Accounting, Electronics, 11(14), 2256, https://doi.org/10.3390/electronics11142256 

 Vărzaru, A.A., Bocean C.G., Mangra, M.G. and Mangra, G.I., 2022. Assessing the Effects of Innovative 
Management Accounting Tools on Performance and Sustainability, Sustainability, 14(9), 5585. 
https://doi.org/10.3390/su14095585 

 Vărzaru, D.C. and Vărzaru, A.A., 2016. The Contribution of the Human Resources Information System 
to Human Capital Performance Management within the Organization, Ovidius University Annals, 
Economic Sciences Series, XVI(1), 2016, pp.429-434. 

 Varzaru, M. and Varzaru, A.A., 2013. Knowledge management and organizational structure design 
process. Annales Universitatis Apulensis: Series Oeconomica,  15(2), pp.716-724. 
http://dx.doi.org/10.29302/oeconomica.2013.15.2.35 

 Wang, T., Olivier, D.F. and Chen, P., 2020. Creating individual and organizational readiness for change: 
Conceptualization of system readiness for change in school education. International Journal of 
Leadership in Education. http://doi.org/10.1080/13603124.2020.1818131 

 

“Ovidius” University Annals, Economic Sciences Series 
Volume XXIII, Issue 1 /2023

616




