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Abstract

The existing literature argued that online recruitment is the future, assessing that online
interviews will be appreciated by both recruiters and candidates. The central aim of the
paper is to analyze the changes made possible by the COVID-19 pandemic in the
recruitment process. The research method used in this article was the individual interviews
made on a sample of six former candidates for a job who made an online interview in the
last year and four recruiters from Human Resources companies. Three research hypotheses
were tested in the research project and only two were confirmed by the data. The results
showed that candidates who apply for certain positions prefer that the recruitment interviews
be conducted via the Internet because they consider that as an easily accessible means. On
the other hand, the results stressed the fact that recruiters declared that they prefer to make
face-to-face interviews, the argument for this option being that offline interviews allowed
them to create a connection with the candidates and enabled them to analyze the non-verbal
behaviors of the candidates. As regards the future of recruiting this is uncertain now and
only the passing of time could tell us if the digitalization will succeed or not.

Keywords: recruitment, COVID-19 pandemic, future online interviews, Romania,
digitalization

Pe3rome

B chuiectByBamaTa aumreparypa ce TBbPAM, Y€ OHJIAMH HAOMpaHETO Ha IEPCOHAN €
6T>I[6H_ICTO, ye OHJIaMH HUHTCPBIOTATa LIC 6’[:,Z[aT OICHCHU KAaKTO OT Ha61/1pa1111/1Te IepcoHal,
TaKa U OT KaHAUJAaTUTE. OcHoBHAaTa [CJI Ha CTATUATA € Jda aHAJIIM3Upa MPOMCHHUTEC, CTaHAJIN
BE3MOXKHH OT mnangemusita COVID-19 B mnpoueca Ha HaOuUpaHe Ha TMEpPCOHAIL.
I/ISCJ'IC)IOBaTCJ'ICKI/ISIT MCTOA, M3IIOJ3BAaH B Ta3W CTAaTHA Ca HWHAWBUAYAJIHU HWHTCPBIOTA,
HaIllpaBC€HU C H3BaJIKa OT HICCTUMa OuBIIH KaHIUuaaTHu 3a pa60Ta, KOHUTO Ca ydacTBaJld B
OHJIAMH HWHTCPBIO IIPC3 MOCJICAHATA TI'OAHWHA, WU UYCTHPUMaA PCEKPYTECpHU OT KOMIIAHUH 3a
YOBCUIKHU PECYPCH. TpI/I MN3CJIICAOBATCIICKHU XHUIIOTE3M Ca TECTBAHU B HU3CJICHAOBATCICKUS
IMPOCKT OT KOUTO HABC Osixa MNOTBBPACHU OT HOAHHUTC. Pe3yJ'ITaTI/IT€ II0Ka3BaT, 4c€
KaHIUAATUTE, KOUTO KAHAUJAATCTBAT 3a OIPCACIICHU IMO3ULUH, NIPECANIOYNUTAT UHTCPBOTATA
34 HACMaHC Ha NCPCOHAJI Jia CC IMPOBCKAAT MPC3 HHTCPHCT, TBU KaTO CMATAT, Y€ UHTCPHET €
JICCHO HOOCTBIIHO CpCACTBO. Ot Apyra CTpaHa, peE3yJITaTUTEC MMOoAYCPTaBaT (I)aKTa, qe
CHEIUAJIUCTUTE IO MOJ0OP HAa TEPCOHAN NEKJIapupar, 4e MPEArOoYruTaT J1a TPOBEKIAT
HHTCPBIOTA JIMIEC B JIMIEC, KATO apryMCHTHT 3a Ta3u OIIUA €, Uc O(l)ﬂaﬁH HHTCPBIOTAaTa UM

MO3BOJIABAT a Ch34adaT BPpb3Ka C KAHAUAATUTC U Ja aHAJIU3UPAT HeBep6aJ’IHOT0 IMOBCACHUC
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Ha kanaupature. Illo ce oTHacs no Obaemiero Ha HaAOMpaHETO HA MEPCOHAJ, TO Cera e
HECHT'YpHO M CaMO M3MHHABAIlOTO BpEMe MOJXKE J1a Kaxe Jainu nudpoBHU3anusaTa 1ie ycree
WJIU HE.

Knrouwosu oymu. pexpyrupane, mnangemus ot COVID-19, Opaemm oOHIAMH

HUHTCPBIOTA, PYMT)HI/IH, JUTHTAIn3aluA
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The Digitalization of Personnel Recruiting in Romania During the Covid-19 Pandemic
The COVID-19 pandemic has brought many changes worldwide, mainly in the way
we have worked (Fraij, 2021). Although digitization has become more important in our daily
lives, some authors (Gupta et al., 2023) agreed that it could not replace face-to-face
interaction and communication. In the domain of workers' recruitment, a new approach had
been developed and it was centered on the idea of replacing the rush for talent in the labor
market by training talent on the job (Kwon & Jang, 2022). The COVID-19 pandemic made
the direction in Human Resources much more accessible and profitable by stressing the fact
that the future of companies and businesses is a digital one, and only those companies who
prepare intensively for this stage will be successful (Saarikko, Westergren & Blomquist,
2020).
After the end of the COVID-19 pandemic, which hit both Romania and the whole world, the
classic office workplace has turned to telecommuting, so that employees are as safe as
possible (Barath & Schmidt, 2022). Also, after the COVID-19 pandemic, some companies
choose to make recruitment strictly online, arguing that it represents a plus for both
employers and future employees, and invoking the fact that this process takes place in a
much easier and safer environment (Burrell et all., 2021; Barath, & Schmidt, 2022).
One way of digitalization in the human resources domain was the introduction of telework.
As the existing literature had stressed (Kazekami, 2020) telework productivity is not
affected, on the contrary, it even increased because people no longer had impediments such
as lateness and loss of concentration. In addition, by using telework, workers could combine
work from the office with work at home, thus having time to carry them out and finish all
(Smite et al., 2023). In addition, as Baruch stressed, “teleworking can lead to an increase in
worker productivity and a reduction in absenteeism” (Baruch, 2001).
In Romania, the first legal telework regulations appeared only in 2018, according to Law
No. 81 of March 30, 2018 (Parlamentul Romaniei, 2018). Telework was defined as a “form
of work organization through which the employee, on a regular and voluntary basis, fulfills
the duties specific to the position, occupation or trade he holds, in a place other than the
place of work organized by the employer, at least one day per month, using information and
communication technology” (Parlamentul Romaniei, 2018).
According to data from the World Labor Organization Observatory, young people are more
affected by the COVID-19 crisis and have suffered consequences in several ways, such as

education or professional training being interrupted due to unemployment, not all students
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benefit from online education, being indirectly “forced” to drop out of school (GiGrup,

2020). And of course, therefore, earning and looking for a job is much more difficult

(GiGrup, 2020).

The COVID-19 pandemic has led to sudden changes in the labor market, and the

consequences were felt by the employees and candidates for a job. A common explanation

offered for this state of fact was that (Abrihan, 2021):
The pandemic has greatly changed the entire recruitment process, employers
continued to be active in contacting candidates, and in 2020 the total volume of direct
contacts from the BestJobs platform increased by 19% compared to 2019. At the same
time, the interest of employees in looking for a new job or, at least, in evaluating the
offers of employers has increased (p.19).

The central aim of the paper is:

CA: To analyze the changes made possible by the COVID-19 pandemic on the recruitment

process. As secondary aims of the research we have:

SAL. To identify how recruitment was carried out during the COVID-19 pandemic.

SA2. To determine if the recruitment process was easier online than face-to-face during the

COVID-19 pandemic and after it.

SAS3. To identify the barriers faced by the recruiters in the online recruitment process.

Method and materials

The present paper tried to offer answers to three research questions:

RQ1. Was the COVID-19 pandemic the main factor in the shift from face-to-face to online

recruitment?

RQ2. What changes has the COVID-19 pandemic induced in recruitment?

RQ3. What does the future of recruiting look like?

Three hypotheses were considered for this research designed in such a way that made them

testable and plausible. Thus, directly derived from the research questions, we had the

following working hypotheses:

H1. The more digitized recruitment is, the simpler and easier the process is for candidates

and recruiters.

The independent variable is “more digitized recruitment”— and the dependent variable is

"simpler and easier recruitment".
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Thus we started from the assumption that the digitization of recruitment is an easy and
simple process following the pandemic that has changed both our lifestyle and the work we
do.

H2. If the pandemic had not started, the digitization of recruitment would not have happened
S0 quickly.

The independent variable is “the start of the pandemic” — and the dependent variable is “the
high speed of digitization of recruitment”.

In this second hypothesis, reference is made to the fact that the COVID-19 pandemic was
the most important factor that led to the acceleration of the emergence of the recruitment
process carried out in the online environment. If the pandemic had not occurred, digitization
would most likely have been recognized later.

H3. If recruitment interviews are made online, then recruiters and candidates will be much
more relaxed.

The independent variable was “online interviews” and the dependent variable was “both the
recruiters and the candidates will be more relaxed”.

In the case of the third hypothesis, the focus was on the case that, because an online
interview has fewer questions and, as such it is a recruitment tool that puts the stress on the
things the employer wants, a situation that leads to a higher employment rate.

The research project used a qualitative framework. More precisely, the research method was
the individual interview. The interviews were made online, just like the recruitment during
the COVID-19 pandemic.

The interviews were conducted online with respondents living in Romania. Individuals who
received the interview in electronic format were subsequently asked if they worked in
human resources, on recruitment, or if they had participated in at least one online interview
in the past year. The sample size was 10 people, of which four were recruiters and six were
people who had at least one online job interview during this period. As regards the internal
structure of the sample this was the following: the majority of respondents were from
Bucharest (eight out of ten respondents).

The instrument for collecting the data was an interview grid with 21 questions, from which
11 were for the recruiters and the rest (10) for the people who took part in the online
interviews. The average duration of an interview was one hour and twenty minutes.

Results and discussion
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The results showed that both the people who took part in at least one online interview for a
job and people from the human resources departments expressed their hope for a return to
normality, namely recruiting and conducting face-to-face interviews.
The pandemic period was assessed as a very difficult one for people who were looking for a
job, especially for young people who had to wait even several months to find a vacant
position or until they could get an interview:
“It affected me quite a bit for a long time. After finishing college I tried for 8 months
to find a job. Everyone wanted experience, but no one was giving you the chance.”
(C3)
In addition, another obstacle those young people had to face was a lack of experience:
“In my situation, it was even more complicated because | had no experience and
therefore the people who were hiring wanted people who knew what they had to do,
not to collude with those like me, who had to be taken from zero”. (C2)
These factors have led to discouragement among young people, who hoped that after
graduating from tertiary education they would be able to find a job easily, to put into
practice the things they learned and acquired during their academic years, but apparently,
this is so easy to achieve.
Moving from face-to-face to online interviews in the recruitment process
As regards the transition from face-to-face interviews to online ones in the recruitment
process, the respondents said that it was quite sudden. In addition, for the recruiters, it was
very difficult and they did not express their preference for it:
“l prefer the interview to take place face-to-face. Thus, the connection between the
interviewer and the interviewee can be strengthened, the non-verbal language takes
precedence and the candidate’s openness or shyness can be observed more quickly.”
(R2)
The recruiters declared that they prefer to analyze every gesture of the candidates, and every
aspect of non-verbal communication, and this is easier to do in the case of face-to-face
interviews. The reason for this preference, as they pointed out, is the fact that based on those
factors they can make the best decision when it comes to employing the person for the
available position.
This situation is obvious in the case of one recruiter who claimed that he prefers to see every
gesture, feature, and even the facial expression of the interviewee so that he can tell if the

person is suitable or not for the position:
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“I really like interacting with people, seeing their features, the way | speak, mime. | find a
face-to-face interview to be more enjoyable and encouraging, and in this case when | see
that the person has emotions or is having a hard time finding words | like to help them get
over that hop.” (R1)
As he concluded, those elements of non-verbal communication helped him in reaching the
final decision, that is, whether the interviewee was suitable for the job or not.
The results for the candidates, that is, the people who take part in the interview, showed that
they prefer to do the interview online. The central argument for that is the fact that online
interviews were much easier and more comfortable for them, bringing them more
advantages:
“To be honest, | prefer to be online. Car traffic is my enemy. | feel like I'm wasting
too much time trying to get to the interviewer's proposed schedule, plus the time to get
to that address. It happened to me several times that | even lost an hour trying to reach
the employer’s address. The GPS didn't show the exact location and | had to walk
through the same places several times to figure out where | needed to go.” (C1)
The responses from the candidates who made online interviews for a job showed that, in
their opinion, this form of interview helps them save more time and energy. In addition, as
those respondents have declared online interviews for a job helped them to avoid anxiety
and agitation that could be an impediment or a disadvantage in the case of face-to-face
interviews. The respondents assessed that in the case of online interviews, it was much
easier for them to control their emotions, due to the fact that the environment (their home)
was familiar and welcoming.
Problems that could be encountered during online interviews were also pointed out by
respondents included in the study. Among the problems listed were: poor internet
connection, issues related to the connection at the video platforms where the actual
interviews had to be held, the negligence of the people who had to be interviewed, some of
them not attending the interview when it was scheduled:
“Most impediments are related to the internet connection, being easily influenced by
the weather. Many candidates don't have access to better technology, so sound or
camera problems may represent other barriers to online interviews. In addition, most
of the time people did not show up for the online interviews. They changed their mind

at the last moment, and, as such, it was a waste of time.” (R3)
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The respondent, who was recruited, also added that she wished that the interviews were
made face-to-face because in this situation such problems could be avoided.
Some recruiters said that even though they are accustomed to online interviews they
experienced problems, even if they had previously chosen a top internet provider or had
access to professional websites:
“My internet works quite well and if there were other problems, it was something
minor, generally the cause was from the applications. I've always looked for a supplier
with pretty good reviews so | don't have to worry only about that.” (R2)
As regards the candidates, they declared that even if there were small problems, those were
due to the specific applications of video calls, and they tried to solve them in due time to be
able to hold the respective interviews. Among the problems mentioned by the candidates
were also the lack of signal or the interruption of the connection during the interviews due to
the Internet providers.
The influence of the pandemic on the recruitment process
Our results showed that the COVID-19 pandemic has been assessed by our respondents as
affecting everyone, both professionally and personally. As the candidates for a job had
declared, from a professional point of view, they were the most affected by the pandemic:
“It was very difficult for me to find a job. I had barely graduated from college and now
| had to "go out into the world™ but there were impediments at every step because the
pandemic represented an impediment in finding a job. If even before its appearance
there were short periods when it was quite difficult to find jobs or the requirements for
that job were much too high, this pandemic has made the situation even more difficult
so that finding a job has become an objective increasingly difficult to achieve.” (C4)
On the other hand, for recruiters, the biggest impediment was the interviews taken via the
internet
“The interaction and physical proximity to the candidate has disappeared. It is much
more difficult to analyze the non-verbal behavior of a possible candidate if the
interview is not conducted face to face.” (R2)
From the perspective of recruiters, the lack of face-to-face interaction can lead to
misjudgments about the candidates. One direct consequence of this problem in the
recruitment process was the fact that after the interview, when the candidate is employed she
or he might not be the best fit for the job, and the managers would blame directly the

recruiter for this situation. This situation was noticed by a recruiter who argued that:
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“The pandemic has affected everyone when it comes to the professional plan, and
that’s because most companies were caught by surprise by this and had to adapt to the
new ‘rules’ and changes in a relatively short time. In our company, all employees
worked physically, but the onset of the pandemic and the establishment of the state of
emergency forced™ us to change things a little, so that all employees switched from
physical work to online work and along the way to hybrid work.” (R1)
Following the COVID-19 pandemic, traditional office work has turned either into telework
or, in some cases, the work has become hybrid. Our respondents declared that this situation
has led to changes within companies or firms, the most important being the rapid pace of
digitization. Those changes were assessed as being sudden and difficult to understand not
only by the current employees but also by the recruiters who had to do their work in a rather
new environment, a digital one.
In addition to the professional activities, the personal life of the candidates was also
affected, the main characteristic of the period being the lack of socialization and the
development of anxiety:
“Socialization had reached a zero point, where I didn't feel like talking to anyone
anymore and | wasted almost all the time watching TV series and movies. Physically |
was always tired”. (C6)
On the other hand, the candidates for a job included in our sample also assessed that the
COVID-19 pandemic was a period that helped them a lot to get closer to their families.
When the respondents discussed digitization they considered it a good thing and expressed
appreciation about it. When she asked the question "Do you think the COVID-19 pandemic
has helped the digitization of recruitment?” one recruiter told us that:
“This pandemic helped a lot the digitization of the appeal and because the interviews
could no longer be done face to face, people could no longer work physically, and that
because there was the risk of even more people getting sick, which would have
affected both the companies and the employees themselves, and the medical system
would have been brought to the ground.” (R3)
The recruiters who were interviewed expressed their opinion that digitalization has opened
new channels for recruitment, and helped during the pandemic, because the interviews were
made online, and the employees had not worked in the office before.

Online recruitment and its future
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When it comes to discussing online recruitment, candidates who have taken part in at least
one online interview consider that to be much easier. As one respondent had declared during
the interview:
“It was easier because you get in front of a computer and the interview can start. No
more wasting time in traffic to get to the location sent by the interviewer. Even for the
recruiter, it saves a lot of time because he no longer waits for candidates who are late.
| find it much more organized that way.” (C6)
One of the interviewees claimed that “many people are shy, they have physical tics in a state
of stress. Thus, these things can be hidden much easier in the case of an online interview.”
(C4). As he continued his argument, shy people could easily hide not only certain
involuntary tics during online interviews but also the state of stress or anxiety and emotions
that inevitably arise could be diminished or even be completely in an online recruiting
interview.
Even recruiters said that online recruitment was much easier because it made possible with
certain facilities for both sides as a result of digitization. One of the recruiters declared:
“As much as I'm a fan of face-to-face interviews, | think online recruiting is much
easier for both us and future employees. Interviews for example can be taken from
anywhere, from home, from a more secluded or quiet place, stress is reduced and
emotions diminished, costs are also reduced.” (R2)
When asked “What do you think the future of recruitment will be? Will it stay online, will it
go back to how it was before (face-to-face) or will it be a hybrid form where the two will
merge?” the recruiters” response was almost unanimous that:
“It would be ideal to reach a hybrid form, to make it easier for future employees but
also us, the recruiters. But there should also be a draw, and the employees who want to
participate in face-to-face interviews to benefit from something extra or have an
advantage, unlike those who want to participate in the interview in an online format.”
(R4)
Our results indicated that the majority of the recruiters prefer to take interviews in a hybrid
shape, even if they prefer to have also face-to-face interactions with candidates. More
exactly, as they told us, they prefer the interviews to be face-to-face and the rest of the
process to be completely digitalized.
When it comes to the recruitment process carried out online, one of the candidates who took

part in such an interview also some interesting details. Thus, she assessed that:
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“From the perspective of both the pandemic and online interviews, | can say that the
recruitment process has become easier and improved. An online interview allows the
candidate to participate from another location, even from another county.” (C4)
The answers to the question "Do you think things will return to normal shortly?" showed not
only the optimism of our respondents but also their reticence. Thus, one of the recruiters said
that in her opinion the answer is “yes, because people feel the need for normalcy after these
years of restrictions™ and she quickly added that:
“I doubt that the world will return to that ‘normal’. | have seen a lot of people who
want to work fully-remote from now on and they are asking their employers for this.”
(R1)
At the end of the interview, the recruiters were asked to assess how they think the
recruitment process should be improved during this period to be easier but also to have a
higher yield, asking them to list three aspects/things that could lead to the fulfillment of this
objective. One of the recruiters made a hierarchy of such elements;
“In my opinion three things are important. First, one can see a much more personal
interaction between the recruiter and the candidate. Second, | can add flexibility for
both parties. And thirdly, I can see easier access to the technology and the platforms
on which the interview takes place.” (R3)
Other recruiters declared that they are content with the present stage of the recruitment
process and do not feel the need for changes or improvements:
“At the moment I'm very happy with how online recruitment is going, | don’t think
anything should be improved, maybe just face-to-face interviews again, otherwise
everything is going normally, and both we and the people interviewed are completely
satisfied with this.” (R1)
Our results also showed that even if the candidates claim that they are overall satisfied with
the recruitment process conducted online, there is still dissatisfaction related to the conduct
of such interviews, the negative aspects being related to the access to the internet and lack of
adequate abilities for some candidates.
Conclusions
The recruitment process is in continuous change and the pace of transformation has
increased in the last years, especially after the COVID-19 pandemic (Bennett & McWhorter,
2021; Mikotajczyk, 2022; Li, Voorneveld & de Koster, 2022). As a result of increased

digitization, more and more companies prefer online recruitment, but after the COVID-19
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pandemic, a hybrid type of recruitment was considered more useful (Rachmanda,
Reindrawati & Sos, 2022; Simmons et al., 2022; Sardo & Laggan, 2024).

The existing literature (Berkelaar & Buzzanell, 2015; Hedenus, Backman & Hékansson,
2021) has argued that online recruitment is the future, assessing that online interviews will
be appreciated by both recruiters and candidates (Fernandes et al., 2023). As our data
showed, many candidates who apply for certain positions prefer that the recruitment
interviews be conducted via the Internet, because they consider that as an easily accessible
means. On the other hand, our results stressed the fact that recruiters declared that they
prefer to make face-to-face interviews, the argument for this option being that offline
interviews allowed them to create a connection with the candidates and enabled them to
analyze the non-verbal behaviors of the candidates.

From the three hypotheses we have used in the research, only two are confirmed by our
research, and the third could be confirmed for the entire sample of respondents.

The first hypothesis “The more digitized recruitment is, the simpler and easier the process is
both for candidates and the recruiters” was confirmed by the majority of the interviewees, be
they candidates or recruiters. Our results have shown that digitization has indeed opened
new channels for personnel recruitment. For the candidates, the main arguments in favor of
online interviews are based on saving time and energy. In the case of recruiters, the
arguments for accepting the digitization of the recruitment process were directly related to
the decrease in bureaucracy. As our respondents have stated, some of the documents could
be signed digitally and then sent to the human resources department, and the rest could
signed at the company’s headquarters with a prior appointment.

Our project also confirmed the second hypothesis: “If the pandemic had not started, the
digitization of recruitment would not have happened so quickly”. It was obvious that
digitization was done quite suddenly, and it brought benefits to everyone involved in the
process.

The third hypothesis “If recruitment interviews are made online, then both recruiters and
candidates will be much more relaxed” could be confirmed in the case of the candidates but
cannot be confirmed in the case of recruiters. Thus, the candidates who participated in
online interviews for their jobs assessed that it was much easier to participate online, without

being continuously stressed and avoiding such, anxiety and negative feelings. On the other
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hand, recruiters were not very content with online interviews due to the lack of interaction
and barriers in observing and assessing non-verbal communication.

Our research has pointed out the fact that the COVID-19 pandemic has brought changes to
recruitment, the most important ranging from digitization to work from home, and the shift
from face-to-face discussions to online interviews. After these sudden changes, the
recruitment interviews returned mostly to their original form of conduct, namely face-to-
face. As regards the future of recruitment one can only imagine what it will look like shortly
when there is a possibility that eventually, some robots will appear that will take over the
duties of a recruiter, or even replace him or her completely. If this would be the case only
the passing of time could tell us.

References
Abrihan, R. (2021). Ce angajati au cautat firmele in pandemie. Digitalizarea procesului de

recrutare, principala tendinta in 2021 [What employees were companies looking for
during the pandemic. Digitization of the recruitment process, the main trend in
2021]. https://www.startupcafe.ro/afaceri/angajati-recrutare-salariu-bestjobs.htm

Barath, M., & Schmidt, D. A. (2022). Offices after the COVID-19 pandemic and changes in
perception of flexible office space. Sustainability, 14(18), 11158.
https://doi.org/10.3390/su141811158

Baruch, Y. (2001). The status of research on teleworking and an agenda for future research.
International journal of management reviews, 3(2), 113-129.
https://doi.org/10.1111/1468-2370.00058

Bennett, E. E., & McWhorter, R. R. (2021). Virtual HRD’s role in the crisis and the post-
COVID-19 professional lifeworld: Accelerating skills for digital transformation.
Advances in Developing Human Resources, 23(1), 5-25.
https://doi.org/10.1177/1523422320973

Berkelaar, B. L., & Buzzanell, P. M. (2015). Online employment screening and digital
career capital: Exploring employers’ use of online information for personnel
selection. Management ~ Communication Quarterly, 29(1), 84-113.
https://doi.org/10.1177/0893318914554657

Burrell, D. N., Johnson, T., Shufutinsky, A., & Ramjit, D. M. (2021). Organizational
dynamics of the rise of telework as an adaptive response to a global pandemic. Land
Forces Academy Review, 26(3), 209-222. https://doi.org/10.2478/raft-2021-0028

Postmodernism Problems / Ilpo6remu na nocmmooeprnocmma
Vol.14 , No.2 , 2024, ISSN: 1314-3700, https://pmpjournal.org
https://doi.org/10.46324/PMP2402202



https://doi.org/10.3390/su141811158
https://doi.org/10.1111/1468-2370.00058
https://doi.org/10.1177/1523422320973
https://doi.org/10.1177/0893318914554657
https://doi.org/10.2478/raft-2021-0028

THE DIGITALIZATION OF PERSONNEL RECRUITING-ROMANIA 216

Fernandes, R., Sousa, B. B., Fonseca, M., & Oliveira, J. (2023). Assessing the impacts of
internal communication: Employer branding and human resources. Administrative
Sciences, 13(6), 155. https://doi.org/10.3390/admsci13060155

Fraij, J. (2021). E-HRM to overcome HRM challenges in the pandemic. SEA-Practical
Application of Science, 9(25), 41-49.

GiGrup (2020). Impactul Covid-79 Pe Piata Muncii Online [The COVID19 impact on the
online workplace]. GiGrup. https://ro.gigroup.com/wp-
content/uploads/sites/12/2020/09/Impactul-Covid-19-pe-piata-muncii.pdf

Gupta, I., Siddiqui, Z. K., Phillips, M. D., Singh, A., Eid, S. M., Wortman, L., &
CONQUER COVID Consortium. (2023). Recruitment, readiness, and retention of
providers at a field hospital during the pandemic. Disaster medicine and public
health preparedness, 17, €102. https://doi.org/10.1017/dmp.2022.2

Hedenus, A., Backman, C., & Hékansson, P. (2021). Whom do you know? Recruiters’
motives for assessing jobseekers’ online networks. The International Journal of
Human Resource Management, 32(8), 1754-1777.
https://doi.org/10.1080/09585192.2019.1579245

Kazekami, S. (2020). Mechanisms to improve labor productivity by performing telework.
Telecommunications Policy, 44(2), 101868.
https://doi.org/10.1016/j.telpol.2019.101868

Kwon, K., & Jang, S. (2022). There is no good war for talent: A critical review of the
literature on talent management. Employee Relations: The International Journal,
44(1), 94-120. https://doi.org/10.1108/ER-08-2020-0374

Li, X., Voorneveld, M., & de Koster, R. (2022). Business transformation in an age of
turbulence—Lessons learned from COVID-19. Technological forecasting and social
change, 176, 121452. https://doi.org/10.1016/j.techfore.2021.121452

Mikotajezyk, K. (2022). Changes in the approach to employee development in organisations
as a result of the COVID-19 pandemic. European Journal of Training and
Development, 46(5/6), 544-562. https://doi.org/10.1108/EJTD-12-2020-0171

Parlamentul Romaniei (2018). Lege nr. 81 / 2018 privind reglementarea activitatii de
telemunca [Law no. 81 / 2018 regarding the regulation of telework]. Monitorul
Oficial, 296,(2). https://legislatie.just.ro/Public/DetaliiDocument/199418

Postmodernism Problems / Ilpo6remu na nocmmooeprnocmma
Vol.14 , No.2 , 2024, ISSN: 1314-3700, https://pmpjournal.org
https://doi.org/10.46324/PMP2402202



https://doi.org/10.3390/admsci13060155
https://doi.org/10.1017/dmp.2022.2
https://doi.org/10.1080/09585192.2019.1579245
https://doi.org/10.1016/j.telpol.2019.101868
https://doi.org/10.1108/ER-08-2020-0374
https://doi.org/10.1016/j.techfore.2021.121452
https://doi.org/10.1108/EJTD-12-2020-0171

THE DIGITALIZATION OF PERSONNEL RECRUITING-ROMANIA 217

Rachmanda, F., Reindrawati, D. Y., & Sos, S. (2022). The Hybrid system for recruitment
and selection during Covid-19 pandemic. Global Business and Management
Research: An International Journal, 14(3s).

Saarikko, T., Westergren, U. H., & Blomquist, T. (2020). Digital transformation: Five
recommendations for the digitally conscious firm. Business Horizons, 63(6), 825-
839. https://doi.org/10.1016/j.bushor.2020.07.005

Sardo, A. M., & Laggan, S. (2024). Delivering citizen science online and hybrid: impact of
the Covid-19 pandemic on recruitment and engagement. Research for All, 8(1).
https://doi.org/10.14324/RFA.08.1.04

Simmons, L. A., Phipps, J. E., Whipps, M., Smith, P., Carbajal, K. A., Overstreet, C., &
Noonan, D. (2022). From hybrid to fully remote clinical trial amidst the COVID-19
pandemic: strategies to promote recruitment, retention, and engagement in a
randomized mHealth  trial. Digital health, 8, 20552076221129065.
https://doi.org/10.1177/2055207622112906

Smite, D., Moe, N. B., Klotins, E., & Gonzalez-Huerta, J. (2023). From forced working
from home to voluntary working-from-anywhere: Two revolutions in telework.
Journal of Systems and Software, 195, 1115009.
https://doi.org/10.1016/j.jss.2022.111509

Postmodernism Problems / Ilpo6remu na nocmmooeprnocmma
Vol.14 , No.2 , 2024, ISSN: 1314-3700, https://pmpjournal.org
https://doi.org/10.46324/PMP2402202



https://doi.org/10.1016/j.bushor.2020.07.005
https://doi.org/10.14324/RFA.08.1.04
https://doi.org/10.1177/2055207622112906
https://doi.org/10.1016/j.jss.2022.111509

