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Abstract: Is the process of searching and achieving a sufficient number of 
candidates as skilled as to hold specific positions, of which the most 
suitable ones can be selected. Personnel’s recruitment is by far an easy 
job, as often thought, because recruitment policies and managerial 
practices in this field of activity are affected by a series of compulsions or 
numerous both external and internal factors. 
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INTRODUCTION 
The recruitment activity is performed after the human resources 

forecasting and planning one which, in its turn, is placed downstream of 
enterprise planning. 

 
MATERIALS AND METHODS 

The first steps in providing high quality labour force are employees’ 
recruitment and selection. We can define recruitment as being the process 
of searching and achieving a sufficient number of candidates as skilled as to 
hold specific positions, of which the most suitable ones can be selected. 
During the selection process there take place the gathering and the 
evaluation of the information achieved from the recruited candidates, so 
that, at the end, there could be made the decision to employ the most 
competent of them. 
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As numerous specialists in the human resources field state, as for 
instance, George T. Milkovich and John W. Boudreau1, personnel’s 
recruitment generally represents the first contact between employers 
and candidates to be employed, this being at the same time a public 
activity. 

This is why, personnel’s recruitment is by far an easy job, as often 
thought, because recruitment policies and managerial practices in this field 
of activity are affected by a series of compulsions or numerous both external 
and internal factors, as, for instance2: 
Ø conditions and changes on the labour market; 
Ø capacity of human resources training and development systems, as 
well as the educational patterns having a special impact over the recruitment 
process; 
Ø attraction by the area or by the country, as well as local facilitations, 
as, for instance: lodgement, transport, stores; 
Ø legislative or juridical framework; 
Ø organisation’s image or reputation; 
Ø preferences of potential candidates for certain fields of activity, for 
certain organisations or positions; 
Ø organizational culture; 
Ø managerial policies and practices in the human resources field; 
Ø political, ethnical or other kind of criteria which can represent 
recruitment conditions; 
Ø organization’s economic and financial situation; 
Ø other factors, for instance: the need to identify and attract a part of 
potential candidates in confidence and with no publicity, the existence of 
special or particularly complex positions for which potential candidates are 
difficult to find or localise, to identify and attract. 

A good recruitment enables the enterprise to employ people of whose 
skills are very close or even superposed to the job description. It implies that 
the enterprise should propose to be held one or several positions having a 
certain profile, and the labour market should offer candidates with different 

                                                
1 G.T. Milkovich, J.W. Boudreau, Human Resources Management, Sixth Edition Irwin, 
Boston, 1991, p. 218. 
2 A. Manolescu, Human Resources Management, R.A.I. Publishing House, Bucharest, 
1998, p. 230-231. 
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skills, anytime able to be employed. The enterprise submits proposals with 
regard to the job description and the required skills, which not always can 
be found to the future position holder. This issue is very good shown in 
Figure number 1. 

The adjustable character of their knowledge, skills and personality 
makes that the chosen candidates should adapt themselves to positions and 
even show betterments, and in this regard they can be the carriers of new 
qualities, which shall be taken into account in a potential new proposal to 
hold a specific position. The position – position holder system proves to be 
particularly dynamic and adaptable, and employing always implies a 
compromise between requirements having ideal character and actually 
available resources, with different qualities that do not correspond to the 
original descriptions. 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure no. 1: Relationship between enterprise and labour market. 
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RESULTS AND DISCUTION 

The recruitment process generally includes all the stages that the 
organisation proposes itself to follow in searching for a candidate able to 
hold a vacant position. Presenting these stages in a logical and structured 
sequencing is quite difficult, because nowadays the intellectual knowledge 
actually becomes the raw material number 1 of the organisations that wish 
to remain competitive3. Recruitment supposes utilization of specific 
techniques and procedures that can be organised either in series or in 
parallel, so as to thoroughly examine candidates’ profiles. The incessant 
perfecting of the recruitment techniques and searching for new ones make 
difficult a very clear description of the recruitment process. 

With these difficulties in mind, several structures of the recruitment 
process have been developed, and they try to surpass the handicap of 
making parallels and to present this complex activity as clear as possible. 

                                                
3 Devers T., Tiberghien G., Guide des recrutements et mutations, Les Editions 
d’Organisations, Paris, 1995, p. 223 
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Figure no. 2 Recruitment process stages 
Source: Devers T., Tiberghien G., Guide des recrutements et mutations, Les 

Editions d’Organisations, Paris, 1995, p. 223. 

4. Candidates’ reception  

- Passing received documentation further to the human 
resources division (CV-s, letters of introduction) 

Recruitment decision, Proposal, Welcoming 
and integration of selected candidates  5. Candidates’ welcoming 

and integration 

RECRUITMENT PREREQUISITES  

Recruitment 

Places of work analysis  

Places of work evaluation  

Remuneration 

Human resources planning  Defining human resources requirements (HR), 
knowing organization culture  

Defining position held, its history, its 
perspectives 

Determining qualities demanded by the 
position or the profile of the ideal candidate 

Establishing position remuneration  

Starting point for position searching 

PROCESS RECRUITMENT 

2. Preparatory actions  

1. Applications 
reception  

3. Sources selection 

Supervisors express their needs to HR division  
To fill in both position’s and holder’s profile  

Media selection, recruitment companies  

Internally (display, internal journal) 
Externally (placement agencies, knowledge, media etc.) 
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CONCLUSIONS 
Therefore, considered by many people as an easy and handy job, 

recruitment proves to be the contrary and it is continually demanding for the 
organisation and especially for the human resources department, in their 
trying to recruit and select the best of candidates. 
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