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IMPORTANTA, ACTUALITATEA SI UTILITATEA TEMEI

Tema cercetdrii, axata pe influenta tehnologiilor digitale si a inteligentei artificiale asupra
proceselor de recrutare si selectie in economia digitald, se dovedeste a fi de o importantd majora
in contextul actual. Intr-o perioada in care organizatiile se confrunti cu transformari rapide ale
pietei muncii, digitalizarea proceselor de resurse umane devine esentiald pentru cresterea
eficientei, reducerea costurilor si atragerea talentelor potrivite.

Actualitatea temei este conferitd de ritmul accelerat al adoptarii tehnologiilor emergente,
cum ar fi automatizarea, platformele digitale si analiza de date, care schimba fundamental modul
in care organizatiile recruteaza si selecteaza candidatii. Aceasta cercetare raspunde unei nevoi
concrete de intelegere a impactului acestor tehnologii asupra proceselor decizionale si a modului
in care factorul uman interactioneaza cu instrumentele digitale.

Utilitatea temei se regdseste atit la nivel practic, cat si teoretic. Pe de o parte, modelul
AIRS si ghidul de bune practici dezvoltate in cadrul cercetarii oferd organizatiilor instrumente
concrete pentru integrarea responsabila si eficienta a inteligentei artificiale in recrutare si selectie.
Pe de alta parte, cercetarea aduce contributii semnificative la literatura de specialitate, clarificand
concepte precum automatizarea proceselor de resurse umane, rolul Big Data si al Al in selectia
candidatilor si adaptabilitatea organizationala in contextul digitalizarii pietei muncii.

Astfel, tema cercetarii se situeazd la intersectia dintre teoriile moderne ale
managementului resurselor umane si inovatiile tehnologice emergente, oferind atat mediului
academic, cat si organizational, o baza solida pentru dezvoltarea unor practici eficiente, etice si

sustenabile in recrutare si selectie.

OBIECTIVUL GENERAL SI OBIECTIVELE SPECIFICE

In contextul digitalizarii accelerate si al adoptirii tot mai mari a tehnologiilor
automatizate in toate sectoarele, este crucial ca organizatiile sa inteleaga modul in care aceste
schimbari modeleaza dinamica angajarii si managementul resurselor umane.

Pe termen lung, studiul isi propune sa sprijine dezvoltarea si implementarea unor metode
inovatoare si eficiente de recrutare si selectie, care sd poata satisface cerintele in continud evolutie
ale organizatiilor din era digitald, abordand in acelasi timp asteptdrile in schimbare ale
candidatilor.

In consecintd, analiza impactului tehnologiilor emergente asupra acestor procese isi
propune sd demonstreze modul in care inovatiile tehnologice pot optimiza si transforma

activitatile de atragere, evaluare si integrare a talentelor, identificand totodata beneficiile si



oportunitatile pe care le creeazd pentru a imbunatati calitatea si eficienta generald a recrutarii si

selectiei.
Obiectivul general

Obiectivele generale si specifice ale cercetarii stiintifice stabilesc un cadru clar si bine
fundamentat pentru examinarea transformarilor proceselor de recrutare si selectie in contextul
economiei digitale, fiind bazate pe problema de cercetare identificatd si pe importanta
recunoscuta a analizei impactului tehnologiilor digitale asupra resurselor umane.

In acest cadru, obiectivul principal al studiului este de a investiga instrumentele, metodele
si modelele prin care managementul resurselor umane a evoluat si continud sd evolueze sub
influenta tehnologiilor de automatizare, explorand totodatd modalitatile prin care aceste

tehnologii pot fi integrate eficient in viitoarele procese de recrutare si selectie.

Obiectivele specifice ofera o structura detaliata a aspectelor care trebuie abordate n acest
studiu. Ele sunt esentiale in cercetare, oferind o imagine clard si cuprinzatoare a impactului

noilor tehnologii asupra recrutdrii si selectiei in organizatii.

Obiectivele care compun obiectivul fundamental si care vor fi abordate in prezenta

cercetare sunt:

% Primul obiectiv operational este de a prezenta aspecte conceptuale specifice digitalizarii
si transformarii digitale a procesului de Recrutare & Selectie;

¢ Al doilea obiectiv vizeaza surprinderea fortei motrice a social media asupra digitalizarii
resurselor umane in procesul de Recrutare & Selectie;

% Obiectivul al treilea este reprezentat de analiza critica a status quo-ul si tendinte de
dezvoltare in recrutarea digitalizata in procesul de Recrutare & Selectie;

Obiectivele urmarite prin aceasta cercetare au vizat urmatoarele aspecte principale:

evaluarea adaptarii TIC la procesele de recrutare si selectie (R&S) a resurselor umane;

intelegerea beneficiilor tehnologiei aduse in procesele de Recrutare & Selectie candidatilor, pe

de o parte, si companiilor pe cealaltd parte;

descoperirea provocarilor si limitelor noilor tehnologii aplicate in Recrutare & Selectie;

evaluarea experientei candidatilor in timpul e-recruitment si e-Selection;

examinarea eficientei proceselor de Recrutare & Selectie;

identificarea oportunitatilor de Tmbunatatire a e-Recruitment si e-Selection.
Aceste obiective permit o Intelegere ampla si detaliatd a dinamicii resurselor umane in

economia digitala, oferind un cadru analitic pentru investigarea impactului tehnologiilor asupra



organizatiilor si angajatilor. In plus, ele sustin formularea unor concluzii si recomandari
aplicabile in practica, sprijinind atat cercetatorii, cat si profesionistii in resurse umane.

Concretizarea acestor obiective va conduce la identificarea strategiilor optime pentru
adaptarea la provocdrile economiei digitale si la maximizarea beneficiilor oferite de noile
tehnologii.

Recomandiri pentru optimizarea proceselor de recrutare si selectie in era digitala:

- Propunerea unor strategii de integrare a tehnologiilor digitale in procesele de resurse umane.
- Sugestii pentru reducerea riscurilor si cresterea eficientei in recrutare si selectie.
- Stabilirea posibilelor aplicatii viitoare de automatizare In managementul resurselor umane,

plecand de la concluziile trase din analiza studiilor de caz existente.

IPOTEZELE DE LUCRU

Formularea ipotezei centrale si a ipotezelor de lucru reprezinta un element fundamental
in structura demersului stiintific, oferind o directie clard in investigarea impactului economiei
digitale asupra proceselor de recrutare si selectie. Aceste ipoteze sunt construite pe baza literaturii
de specialitate, observatiilor preliminare si problematicii identificate.

Ipoteza centrala

Implementarea tehnologiilor digitale in procesele de recrutare si selectie aduce beneficii
semnificative organizatiilor, contribuind la eficienta operationald, reducerea costurilor si
imbunatatirea calitatii selectiei, dar ridica si provocdri legate de partiniri algoritmice si
confidentialitatea datelor.

Recrutarea si selectia resurselor umane prin intermediul social media reprezinta un trend
natural si necesar.

Prezenta lucrare isi propune sa evidentieze aspecte ale impactului ,,erei digitale” asupra
procesului de recrutare si selectie.

Problema pe care prezenta lucrare o identifica si isi propune sd o studieze in detaliu, este
stabilirea unui sistem de referinta in ceea ce priveste procesele de recrutare si selectie, in baza
caruia sa se cuantifice aportul tehnologiei informatiei si comunicdrii de automatizare in
comparatie cu modelele traditionale care depind mult mai mult de factorul uman (analiza si
judecata umana).

Automatizarea si tehnologiile informatiei si comunicatiilor au imbunatatit eficienta
proceselor de recrutare si selectie, dar au avut un impact semnificativ asupra umanizarii acestor

procese.
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Lucrarea cauta sa certifice daca, de-a lungul timpului, incursiunile tehnologiei au adus
beneficii sau nu 1n procesele de selectie si recrutare. De asemenea, daca se dovedeste cd aceste
beneficii existd, lucrarea va pune in balantd rezultatele pro si contra facand comparatie cu
sistemele traditionale. Lucrarea isi propune sd gaseascd pe de o parte cai si modalitati de
imbunatatire a informatiilor oferite candidatilor, iar, pe de altd parte s demonstreze daca
adoptarea tehnologiilor de automatizare eficientizeazd intr-adevar procesul de recrutare si
selectie al unei organizatii si sd cuantifice acest aport al eficientei.

Pornind de la toate considerentele mentionate, pentru realizarea scopului si obiectivelor
propuse, in intregul continut al lucrarii sunt propuse urmatoarele ipoteze de cercetare:

HI - Un anunt de recrutare online realizat pe principiile de nediscriminare, etica, echitate,
responsabilitatea sociala si dezvoltarea durabila va atrage candidatul potrivit la locul si momentul
potrivit

H2 - Noile tehnologii aduc costuri minime in procesele de R&S;

H3 - Cele mai folosite platforme online de depunere a CV-urilor sunt E-Jobs si LinkedIn;

H4 - Cele mai importante caracteristici ale unui website de recrutare sunt navigabilitatea
usoara si personalizarea continutului;

HS5 - Tehnologiile moderne de R&S privind anuntul simplifica procesul de recrutare;

H6 - Platformele virtuale sunt vitale in procesul modern de recrutare;

H7 — Eficienta procesului de Recrutare & Selectie constd in realizarea unui anunt de
recrutare eficient;

Aceste ipoteze de lucru ne pot oferi informatii detaliate despre diferite aspecte ale
procesului de recrutare si selectie in era digitala.

Atat ipoteza centrald, cat si ipotezele de lucru sunt esentiale pentru structurarea si
ghidarea cercetarii. Ipoteza centrald ne ofera o imagine de ansamblu asupra a ceea ce ne asteptam
sd descoperim, in timp ce ipotezele de lucru ne permit sa exploram si sd intelegem in detaliu
componentele individuale ale fenomenului studiat.

In vederea validarii ipotezelor formulate am procedat la analiza bibliografiei de
specialitate si am elaborat si aplicat un chestionar pe angajatii care activeaza in domeniul
resurselor umane.

Aceste ipoteze permit structurarea cercetarii si identificarea aspectelor esentiale in analiza
impactului economiei digitale asupra recrutarii si selectiei. Testarea ipotezelor va oferi rdspunsuri
concrete la intrebadrile cercetarii, contribuind la imbunatatirea practicilor organizationale si la

promovarea echitatii si eficientei in procesele de resurse umane.

11



STRUCTURA TEZEI DE DOCTORAT

Structura lucrdrii de fatd este conceputa astfel incat sa ofere o abordare progresiva si
coerenta a temei cercetate, pornind de la fundamentele teoretice si conceptuale si ajungand la
analiza empirica si formularea unor propuneri aplicative. Fiecare capitol contribuie la conturarea
unei perspective integrate asupra proceselor de recrutare si selectie in contextul economiei
digitale, evidentiind atét transformarile generate de noile tehnologii, cat si implicatiile acestora
asupra organizatiilor.

Demersul stiintific urmareste, pe de o parte, clarificarea conceptelor si tendintelor
relevante din literatura de specialitate, iar pe de altd parte, investigarea empirica a modului in
care aceste transformiri sunt percepute si implementate in practica. In acest sens, structura tezei
reflectd o imbinare Intre dimensiunea teoreticd si cea aplicativd, avand ca obiectiv final
formularea unor recomandari utile pentru Tmbunatatirea performantei proceselor de resurse
umane.

In continuare, sunt prezentate sintetic principalele capitole ale lucririi si contributiile

acestora la atingerea obiectivelor propuse.

Capitolul 1 — Locul, rolul, importanta, implicatiile si riscurile integrarii noilor
tehnologii in activitatea de resurse umane a organizatiei

Acest capitol reprezinta fundatia teoreticd a lucrarii, concentrandu-se pe procesul de
recrutare si selectie In contextul transformadrilor aduse de economia digitald. Se analizeaza
conceptele fundamentale si evolutia acestora, avand in vedere influentele majore ale
tehnologiilor digitale asupra practicilor de resurse umane. Capitolul abordeaza elementele
definitorii ale recrutarii si selectiei, identificand provocarile si oportunitatile emergente.

In acest context, se prezint:

- Definitia si caracteristicile proceselor de recrutare si selectie in organizatii, cu accent pe
trecerea de la metodele traditionale la cele digitale.

- Impactul economiei digitale asupra managementului resurselor umane, incluzand utilizarea
platformelor online, inteligentei artificiale si analizei de date.

- Schimbarile tehnologice globale si locale, punand accent pe Romania, unde implementarea
tehnologiilor digitale este incd intr-o etapa incipientd, dar cu un potential semnificativ de
dezvoltare.

Capitolul pune bazele unei intelegeri mai profunde a dinamicii recrutarii si selectiei in

economia digitald, identificand lacunele existente si oferind puncte de plecare pentru cercetarile
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ulterioare din lucrare. Acesta serveste drept fundament pentru explorarea detaliatd a temei in
capitolele urmétoare.

Capitolul 2 — Recrutarea si selectia si transformarea acestor procese in contextul
economiei digitale

Acest capitol aprofundeaza analiza impactului economiei digitale asupra proceselor de
recrutare si selectie, explorand modul in care organizatiile adoptd si integreaza tehnologiile
emergente pentru a raspunde noilor cerinte ale pietei muncii. Structura capitolului este ganditd
astfel Incat sa evidentieze elementele favorizante ale transformarii digitale si sa ofere o imagine
de ansamblu asupra tendintelor globale si locale in domeniul resurselor umane.

Printre temele centrale abordate se numara:

Ascensiunea economiei digitale si modul in care aceasta redefineste strategiile
organizationale, cu un accent special pe schimbarile din Romania si din lume.

Principiile fundamentale ale economiei digitale, inclusiv inovatia rapida, adaptabilitatea
si globalizarea, alaturi de trasaturile specifice precum automatizarea, big data si mobilitatea.

Revolutia tehnologica si transformarile majore ale procesului de recrutare, punand accent
pe utilizarea inteligentei artificiale, a analizelor predictive si a platformelor digitale pentru
optimizarea proceselor.

Provocarile economiei digitale asupra selectiei de personal, inclusiv riscurile legate de
partinirile algoritmice, securitatea datelor si dependenta excesiva de tehnologie.

Capitolul urmdreste sa evidentieze atat provocdrile, cat si oportunitdtile generate de
economia digitala n procesele de recrutare si selectie. De asemenea, pune in lumina solutiile si
instrumentele inovatoare utilizate de organizatii pentru a raspunde acestor schimbari si pentru a
atrage si retine talentele necesare intr-un mediu extrem de competitiv. Acesta stabileste
fundamentul pentru cercetarea empirica detaliata din capitolele urmatoare.

Capitolul 3 — Cadrul conceptual, epistemologic si metodologic al demersului
stiintific

Capitolul 3 reprezintd fundamentul conceptual si metodologic al cercetarii, oferind un
cadru bine definit pentru analiza proceselor de recrutare si selectie in contextul economiei
digitale. Structura acestui capitol este conceputd pentru a explica abordarile teoretice si
metodologice utilizate, evidentiind logica stiintifica si obiectivele fundamentale ale cercetarii.

Printre elementele centrale abordate se numara:

o Particularitatile proceselor de recrutare si selectie in contextul economiei digitale,

analizate prin prisma teoriilor si conceptelor actuale. Acest subcapitol exploreazd impactul
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transformarilor tehnologice asupra acestor procese, oferind o baza teoretica pentru interpretarea
datelor empirice.

e Abordarea epistemologica a demersului stiintific, care explicd perspectiva de
cunoastere adoptatd, metodologiile aplicate si modul in care acestea sustin interpretarea
rezultatelor.

e Cadrul metodologic detaliat, care descrie instrumentele, tehnicile si procesele
utilizate pentru colectarea si analiza datelor. Accentul este pus pe utilizarea unui chestionar
structurat, metodele de prelucrare a datelor si justificarea alegerii acestora.

o Definirea obiectivelor generale si specifice ale cercetirii, care delimiteaza
domeniul de investigare si stabilesc directiile principale ale studiului. Acestea sunt insotite de
formularea ipotezelor centrale si a celor de lucru, care stau la baza testarii empirice.

o Elaborarea chestionarului si descrierea esantionului specific cercetarii,
evidentiind relevanta si reprezentativitatea datelor colectate.

e Aplicarea si culegerea datelor, urmata de prezentarea instrumentelor utilizate pentru
prelucrarea acestora.

Capitolul contribuie semnificativ la intelegerea modului in care procesul de cercetare a
fost structurat si implementat, oferind o bazd solida pentru validarea rezultatelor empirice
prezentate ulterior. Aceasta sectiune subliniaza rigoarea metodologica si relevanta demersului
stiintific Tn abordarea temei de cercetare.

Capitolul 4 — Prezentarea si analiza rezultatelor cercetarii empirice

Capitolul 4 constituie partea centrala a cercetdrii, in care sunt analizate datele colectate si
sunt interpretate rezultatele n raport cu obiectivele cercetarii. Acest capitol ofera o perspectiva
aprofundata asupra impactului tehnologiilor digitale asupra proceselor de recrutare si selectie,
dar si asupra perceptiilor salariatilor privind transformarile aduse de economia digitala.

Structura acestui capitol este organizata astfel incat sa prezinte:

o Analiza datelor si interpretarea rezultatelor privind impactul noilor tehnologii
asupra eficientei proceselor de recrutare. Aceasta sectiune evidentiaza utilizarea inteligentei
artificiale, a platformelor online si a big data In recrutare, subliniind eficienta acestora in termeni
de reducere a costurilor si a timpului alocat procesului. Se exploreaza, de asemenea, relatia dintre
digitalizare si cresterea calitatii selectiei.

o Analiza perceptiilor salariatilor asupra particularitatilor proceselor de selectie in
contextul economiei digitale. Aici sunt analizate perspectivele angajatilor cu privire la utilizarea
tehnologiei 1n selectie, cum ar fi corectitudinea algoritmilor si efectele acestora asupra

experientei de angajare.
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o Concluzii intermediare, care sintetizeaza principalele constatari din analiza datelor
si valideaza ipotezele formulate in cadrul metodologic.

Acest capitol utilizeazd atat analize descriptive, cat si inferentiale pentru a identifica
tendinte si corelatii semnificative intre variabilele studiate. Rezultatele obtinute sunt interpretate
in contextul teoretic si practic al cercetarii, oferind rdspunsuri relevante la intrebarile formulate
si sustindnd propunerile din capitolul urmator.

Capitolul 4 reprezintd o etapa cruciald in demonstrarea rigurozitatii cercetarii, fiind
punctul in care datele colectate sunt transformate in concluzii relevante pentru problematica
proceselor de recrutare si selectie in economia digitala.

Capitolul 5 — Schita-cadru a ghidului de bune practici care vizeazd imbunéatitirea
performantei proceselor de recrutare si selectie in contextul economiei digitale

Capitolul 5 marcheaza o trecere de la analiza empirica la propuneri concrete pentru
optimizarea proceselor de recrutare si selectie. Structurat ca o contributie practica, acest capitol
oferd o bazad pentru imbunatatirea performantei organizationale prin adaptarea la cerintele
economiei digitale.

In cadrul acestui capitol sunt abordate:

e Necesitatea unei analize SWOT pentru identificarea punctelor forte, punctelor
slabe, oportunitatilor si amenintarilor asociate utilizarii tehnologiilor digitale in recrutare si
selectie. Aceastd sectiune serveste drept punct de plecare pentru construirea unor strategii
eficiente de adaptare si optimizare.

e Elaborarea si implementarea modelului AIRS - in care:

A - Atragerea si analiza asistatd de Al vizeaza utilizarea inteligentei artificiale pentru
colectarea si interpretarea eficientd a datelor,

I - Integrarea organizationala presupune alinierea solutiilor Al cu procesele si cultura
organizatieli,

R - Responsabilitate, etica si reducerea bias-ului se concentreaza pe asigurarea utilizarii
corecte, transparente si echitabile a algoritmilor,

S — Securitatea, supravegherea si Tmbundtétirea continud implicd protejarea datelor si
monitorizarea permanentd a performantei si riscurilor sistemului.

e Elaborarea unui ghid de bune practici menit sd sprijine organizatiile in
implementarea de solutii tehnologice avansate pentru recrutare si selectie. Ghidul oferda
recomandari privind integrarea inteligentei artificiale, utilizarea datelor mari si optimizarea

interactiunii dintre angajatori si candidati.
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e Propuneri pentru imbunititirea infrastructurii tehnologice, ca element esential
pentru sustinerea proceselor de recrutare si selectie In economia digitald. Este evidentiata
necesitatea investitiilor in platforme digitale avansate, solutii de securitate a datelor si instruirea
personalului in utilizarea acestor tehnologii.

Capitolul 5 1si propune sd ofere raspunsuri concrete si aplicabile pentru provocarile
identificate in capitolele anterioare, sustinand ideea ca succesul proceselor de recrutare si selectie
in economia digitala depinde de o abordare strategica si integratd. Totodata, propunerile din acest
capitol oferd un cadru flexibil care poate fi adaptat nevoilor diferitelor organizatii, contribuind
astfel la dezvoltarea unor practici sustenabile si eficiente.

Acest capitol consolideaza contributia practica a tezei, punand bazele unor directii de
implementare care pot sprijini atat organizatiile, cat si profesionistii din domeniul resurselor

umane in tranzitia catre economia digitala.

CONCLUZII GENERALE

1. Transformarea digitala a recrutdrii si selectiei. Cercetarea confirma ca integrarea
tehnologiilor digitale — inteligenta artificiald, Big Data, automatizarea proceselor si platformele
digitale — a transformat fundamental procesele de recrutare si selectie, sporind eficienta, reducand
costurile si accelerdnd identificarea candidatilor potriviti.

2. Rolul strategic al tehnologiilor HR. Tehnologiile emergente devin instrumente
strategice, permitand organizatiilor sd ia decizii informate, sa alinieze procesele de recrutare cu
obiectivele organizationale si sa dezvolte politici orientate spre diversitate, incluziune si echitate.

3. Modelul AIRS si ghidul de bune practici. Dezvoltarea modelului AIRS si a ghidului
de bune practici reprezintd contributii majore ale tezei, oferind un cadru aplicativ pentru
integrarea responsabila a Al in procesele de resurse umane, combindnd eficienta tehnologica cu
experienta umana si respectarea principiilor etice si legale.

4. Impactul asupra competentelor si infrastructurii organizationale. Studiul
evidentiazd necesitatea dezvoltarii competentelor digitale ale personalului si modernizarii
infrastructurii IT pentru a valorifica pe deplin beneficiile digitalizarii si a asigura o implementare
eficienta si sustenabild a tehnologiilor HR.

5. Provocari si riscuri asociate digitalizarii. Cercetarea identifica riscuri precum bias-
ul algoritmic, dependenta excesivd de tehnologie si protectia datelor personale, evidentiind
importanta implementarii unor masuri de supraveghere, calibrare si securitate a informatiilor

pentru mentinerea echitatii si increderii in sistemele digitale.
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6. Contributii teoretice, metodologice si practice. Teza aduce o contributie integrata:
extinde literatura de specialitate printr-un cadru conceptual unitar, oferd un design metodologic
replicabil si instrumente de cercetare validate, si propune solutii practice aplicabile in organizatii
pentru optimizarea proceselor de recrutare si selectie.

7. Perspective viitoare. Economia digitala continua sa evolueze, deschizand directii de
cercetare pentru: analiza impactului Al generative, evaluarea comparativa a eficientei proceselor
in diferite industrii, si investigarea efectelor culturale ale digitalizarii asupra relatiilor de munca.

Digitalizarea recrutarii si selectiei nu reprezintd doar o oportunitate, ci 0 necesitate
strategica. Adoptarea tehnologiilor inovatoare, combinata cu decizii bazate pe date si respectarea
principiilor etice, poate transforma procesele de HR intr-un avantaj competitiv sustenabil,

pregatind organizatiile pentru provocarile si oportunitatile economiei digitale.

CONTRIBUTII PERSONALE

Prin demersul de cercetare intreprins, am contribuit la aprofundarea cunostintelor privind
influenta tehnologiilor digitale asupra proceselor de recrutare si selectie in economia digitala.
Aceasta sectiune detaliaza contributiile personale aduse la nivel teoretic, metodologic si practic,
punand accent pe valoarea addugata a cercetarii si pe relevanta acesteia pentru mediul academic

si organizational.

1. Contributii teoretice

Prezenta cercetare contribuie la dezvoltarea literaturii de specialitate prin elaborarea unui
cadru conceptual integrat, care analizeaza impactul economiei digitale si al inteligentei artificiale
asupra proceselor de recrutare si selectie.

»> Dezvoltarea modelului AIRS: am creat un cadru multidimensional pentru integrarea
inteligentei artificiale (Al) in procesele de resurse umane, structurat pe patru dimensiuni, oferind
o perspectiva sistemica si coerentd asupra transformarii digitale:

1. Atragere si analiza asistata de Al,

2. Integrare organizationald;

3. Responsabilitate etica si reducerea bias-ului;
4. Securitate si supraveghere continua.
>

Totodata, cercetarea aduce clarificiri conceptuale privind:

—_—

. Automatizarea proceselor de resurse umane;
2. Rolul Big Data si al inteligentei artificiale (Al) in recrutare si selectie;

3. Adaptabilitatea si flexibilitatea organizatiilor in contextul digitalizarii pietei muncii.
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Aceastd abordare contribuie la extinderea literaturii de specialitate, oferind un model
teoretic care poate fi utilizat ca baza pentru cercetari ulterioare.

» Ildentificarea provocairilor emergente Cercetarea evidentiaza aspecte precum precum
bias-ul algoritmic, securitatea datelor personale si interactiunea dintre tehnologie si factorul
uman. Prin abordarea acestor aspecte, am propus solutii teoretice pentru reducerea riscurilor
asociate digitalizarii, promovand astfel procese etice si transparente in recrutare si selectie.

> Corelarea eficientei cu tehnologia. Studiul a demonstrat, pe baza datelor colectate si
analizelor efectuate, cd integrarea tehnologiei in procesele de resurse umane are un impact
semnificativ asupra eficientei organizationale. Astfel, am oferit o baza teoretica solida pentru

sustinerea investitiilor in tehnologiile digitale in cadrul departamentelor de resurse umane.

2. Contributii metodologice

Elaborarea unui design de cercetare structurat. Am utilizat un design de cercetare
mixt, care combina analiza cantitativa si calitativa, pentru a oferi o perspectiva completa asupra
impactului tehnologiilor digitale asupra recrutarii si selectiei.

Structura metodologica a inclus:

e Colectarea datelor prin intermediul chestionarelor adresate atdt angajatilor, cat si
managerilor din diverse organizatii;

o Utilizarea tehnicilor de analiza statistica, cum ar fi analiza de regresie si corelatie,
pentru a masura relatia dintre variabile.

Acest design oferd un model metodologic replicabil pentru studii viitoare in domeniul
resurselor umane.

Construirea si validarea chestionarului. Am elaborat si validat un instrument de
cercetare propriu (chestionar), adaptat la specificul cercetdrii, care a inclus itemi relevanti
pentru explorarea perceptiilor angajatilor si a impactului tehnologiilor asupra proceselor de
recrutare si selectie. Validarea acestuia a asigurat obtinerea unor rezultate fiabile si valide,
contribuind la Tmbunatatirea instrumentelor de cercetare utilizate Tn domeniu.

O contributie metodologica relevanta o reprezintd si integrarea analizei SWOT. Am
propus o metodd practicd pentru analiza punctelor tari, punctelor slabe, oportunitatilor si
amenintarilor asociate digitalizarii proceselor de recrutare si selectie. Aceastd abordare

metodologica sprijina luarea deciziilor informate in mediul organizational.
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3. Contributii practice

Principala contributie practica a cercetarii constd in elaborarea si operationalizarea
modelului AIRS, ca instrument aplicativ destinat organizatiilor pentru evaluarea si optimizarea
proceselor de recrutare si selectie in contextul utilizarii inteligentei artificiale.

Pe baza acestui model, a fost dezvoltat un ghid de bune practici, care oferd recomandari
concrete privind:

o utilizarea eficienta a tehnologiilor Al in atragerea si selectia candidatilor;
o integrarea strategica a solutiilor digitale in procesele organizationale;

o reducerea bias-ului algoritmic si asigurarea echitatii,

e protectia datelor si monitorizarea continua a performantei sistemelor.

De asemenea, cercetarea propune masuri pentru imbundtdtirea infrastructurii digitale,
subliniind necesitatea investitiilor in tehnologii moderne si in dezvoltarea competentelor digitale
ale personalului.

Abordarea perceptiilor angajatilor. Prin analiza perceptiilor angajatilor asupra
proceselor digitale, am contribuit la intelegerea importantei experientei candidatului in recrutare.
Acest aspect poate ghida organizatiile in crearea unui mediu de selectie mai echitabil si mai

atragator.

4. Contributii strategice

Sustinerea deciziilor bazate pe date. Am demonstrat ca utilizarea tehnologiilor avansate
permite organizatiilor sa ia decizii informate in procesul de recrutare si selectie. Rezultatele
cercetarii ofera dovezi empirice care sustin necesitatea integrarii analizei predictive in strategiile
de resurse umane.

Promovarea diversitatii si incluziunii. Prin identificarea limitarilor algoritmilor de
selectie, am subliniat importanta implementarii unor masuri proactive pentru promovarea
diversitatii. Concluziile studiului sprijind dezvoltarea unor politici incluzive si echitabile.

Optimizarea proceselor de selectie. Propunerile facute pentru integrarea tehnologiilor
digitale ofera organizatiilor solutii pentru reducerea timpului si costurilor asociate proceselor de

selectie, contribuind astfel la cresterea competitivitatii.

5. Perspective pentru viitor

Contributiile personale aduse de aceasta cercetare oferd o baza solida pentru:
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o Dezvoltarea unor studii comparative care sd exploreze impactul tehnologiilor digitale
in diverse industrii;

o Crearea unor modele predictive avansate pentru selectia talentelor;

e Promovarea colaborarii intre mediul academic si cel organizational pentru
solutionarea provocarilor emergente din economia digitala.

Contributiile personale rezultate din acest studiu se disting prin abordarea integratd a
aspectelor teoretice, metodologice si practice intr-un demers coerent, avand ca element central
modelul AIRS si ghidul de bune practici, care oferd organizatiilor instrumente concrete pentru
adaptarea managementului resurselor umane la cerintele economiei digitale. Acestea sustin
dezvoltarea unui management modern al resurselor umane, capabil sa raspunda provocarilor si

oportunitatilor generate de transformarea digitala.

LIMITELE CERCETARII

Prezenta cercetare privind integrarea inteligentei artificiale in procesele de recrutare si
selectie, fundamentatd prin modelul AIRS, prezintd o serie de limite care trebuie luate in
considerare 1n interpretarea rezultatelor.

1. Dimensiunea si structura esantionului, precum si focalizarea asupra contextului
organizational din Romania, pot limita gradul de generalizare a rezultatelor la alte industrii sau
spatii geografice.

2. Caracterul dinamic al tehnologiilor digitale si ritmul accelerat al dezvoltarii
acestora fac ca rezultatele cercetarii sa reflecte in mare masurd specificitatea momentului
analizat.

3. Limitarile metodologice, generate de utilizarea predominantd a metodelor cantitative
(chestionar), implicad un anumit grad de subiectivitate al raspunsurilor si reduc profunzimea
analizei, In absenta unei abordari calitative complementare.

4. Accesul limitat la date si la mecanismele interne ale algoritmilor de inteligenta
artificiala, precum si complexitatea acestora, ingreuneaza evaluarea completd a impactului
acestora asupra proceselor de recrutare si selectie.

5. Caracterul conceptual al modelului AIRS necesita validari suplimentare in contexte
organizationale diverse pentru a-1 confirma aplicabilitatea practica.

6. Specificul organizational si nivelul diferit de digitalizare, precum si focalizarea
cercetarii asupra proceselor de recrutare si selectie, pot influenta aplicabilitatea bunelor practici

propuse si limita extinderea concluziilor.
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DIRECTII VIITOARE DE CERCETARE

Avand in vedere rezultatele obtinute si limitele identificate, se contureaza o serie de
directii relevante pentru dezvoltarea viitoare a cercetarii in domeniul utilizarii inteligentei
artificiale in procesele de recrutare si selectie.

O directie importanta o reprezinta validarea empirica a modelului AIRS in cadrul unor
organizatii din diverse domenii de activitate, in vederea testarii aplicabilitatii si eficientei acestuia
in contexte reale.

De asemenea, se recomanda extinderea cercetarii la nivel international, pentru a
analiza diferentele dintre practicile de recrutare digitald in functie de contextul economic, cultural
si legislativ.

O alta directie vizeaza realizarea unor studii longitudinale, care sa urmareasca evolutia
in timp a impactului inteligentei artificiale asupra performantei proceselor de recrutare si selectie.

In contextul dimensiunii etice a modelului AIRS, sunt necesare cercetiri aprofundate
privind identificarea si reducerea bias-ului algoritmic, precum si asupra mecanismelor de
asigurare a transparentei si echitdtii decizionale.

Totodata, cercetarile viitoare pot analiza gradul de acceptare si incredere al
candidatilor si al specialistilor HR in utilizarea tehnologiilor bazate pe Al, precum si impactul
acestora asupra experientei candidatului.

O alta directie relevantd o constituie integrarea tehnologiilor emergente (machine
learning avansat, analizd predictiva, automatizare inteligentd) in procesele de recrutare si
evaluarea contributiei acestora la cresterea eficientei organizationale.

Nu in ultimul rand, se recomanda investigarea modului in care organizatiile pot dezvolta
capabilitati digitale si strategii integrate, care sd sustina utilizarea responsabila si sustenabila

a inteligentei artificiale Tn managementul resurselor umane.
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THE IMPORTANCE, CURRENTNESS AND USEFULNESS OF THE
THEME

The research topic, focused on the influence of digital technologies and artificial
intelligence on recruitment and selection processes in the digital economy, proves to be of
major importance in the current context. At a time when organizations are facing rapid labor
market transformations, the digitization of HR processes is becoming essential to increase
efficiency, reduce costs and attract the right talent.

The topicality of the theme is given by the accelerated pace of adoption of emerging
technologies such as automation, digital platforms and data analytics, which fundamentally
change the way organizations recruit and select candidates. This research responds to a
concrete need to understand the impact of these technologies on decision-making processes
and how the human factor interacts with digital tools.

The usefulness of the theme can be found both on a practical and a theoretical level.
On the one hand, the AIRS model and the research-developed best practice guide provide
organizations with concrete tools for the responsible and effective integration of artificial
intelligence in recruitment and selection. On the other hand, the research makes significant
contributions to the specialized literature, clarifying concepts such as the automation of
human resources processes, the role of Big Data and Al in candidate selection, and
organizational adaptability in the context of the digitalization of the labor market.

Thus, the research topic is located at the intersection between modern theories of
human resource management and emerging technological innovations, providing both the
academic and organizational environment, a solid basis for the development of efficient,

ethical and sustainable practices in recruitment and selection.

GENERAL OBJECTIVES AND SPECIFIC OBJECTIVES

In the context of accelerating digitization and the increasing adoption of automated
technologies across all sectors, it is crucial for organizations to understand how these
changes are shaping employment dynamics and human resource management.

In the long term, the study aims to support the development and implementation of
innovative and effective recruitment and selection methods that can meet the ever-evolving
demands of organizations in the digital age, while addressing the changing expectations of
candidates.

Accordingly, the analysis of the impact of emerging technologies on these processes

aims to demonstrate how technological innovations can optimize and transform talent
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attraction, assessment and integration activities, while identifying the benefits and
opportunities they create to improve the overall quality and efficiency of recruitment and
selection.

The overall objective

The general and specific objectives of the scientific research establish a clear and
well-founded framework for examining the transformations of recruitment and selection
processes in the context of the digital economy, being based on the identified research
problem and the recognized importance of analyzing the impact of digital technologies on
human resources.

In this framework, the main objective of the study is to investigate the tools, methods
and models through which human resource management has evolved and continues to evolve
under the influence of automation technologies, while also exploring the ways in which these
technologies can be effectively integrated into future recruitment and selection processes.

The specific objectives provide a detailed structure of the issues to be addressed in
this study. Theese objectives are essential in research, providing a clear and comprehensive
image on how new technologies affect recruitment and selection process in organizations.

The objectives that make up the fundamental objective and that will be addressed in
this research are:

¢ The first operational objective is to present conceptual aspects specific to
digitization and digital transformation of the Recruitment & Selection process;

% The second objective aims to capture the driving force of social media on the
digitization of human resources in the Recruitment & Selection process;

¢ The third objective is represented by the critical analysis of the quo status and
development trends in digitized recruitment in the Recruitment & Selection process;

The objectives pursued by this research concerned the following main aspects:

evaluation of TIC adaptation to the recruitment and selection (R&S) processes of human

resources;

- understanding the benefits of technology brought to the R&S processes for candidates, on
the one hand, and companies, on the other hand;

- discovering the challenges and limits of new technologies applied in R&S;

- evaluation of candidates' experience during e-recruitment and e-Selection;

- examining the efficiency of Recruitment & Selection processes;

- identifying opportunities to improve e-Recruitment and e-Selection
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These objectives enable a broad and detailed understanding of human resource
dynamics in the digital economy, providing an analytical framework for investigating the
impact of technologies on organizations and employees. In addition, they support the
formulation of practical conclusions and recommendations, supporting both researchers and
HR professionals.

Realizing these objectives will lead to the identification of optimal strategies for
adapting to the challenges of the digital economy and maximizing the benefits offered by
new technologies.

Recommendations for optimizing recruitment and selection processes in the
digital age:
- Proposing strategies for integrating digital technologies into human resources processes.
- Suggestions for reducing risks and increasing efficiency in recruitment and selection.
- - Establishing possible future applications of automation in human resource management,

starting from the conclusions drawn from the analysis of existing case studies.

WORKING HYPOTHESES

The formulation of the central hypothesis and the working hypotheses is a
fundamental element in the structure of the scientific approach, providing a clear direction
in the investigation of the impact of the digital economy on the recruitment and selection
processes. These assumptions are built on the basis of specialized literature, preliminary
observations and the identified issues.

The main hypothesis

The implementation of digital technologies in recruitment and selection processes
brings significant benefits to organizations, contributing to operational efficiency, reducing
costs and improving the quality of selection, but also raises challenges related to algorithmic
biases and data privacy.

The recruitment and selection of human resources through social media is a natural
and necessary trend.

This paper aims to highlight aspects of the impact of the "digital era" on the
recruitment and selection process.

The problem that this paper identifies and aims to study in detail, is the establishment
of a reference system in terms of recruitment and selection processes, based on which to

quantify the contribution of automation information and communication technology
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compared to traditional models that depend much more on the human factor (human analysis
and judgment).

Automation and information and communication technologies have improved the
efficiency of recruitment and selection processes, but they have had a significant impact on
the humanization of these processes.

The paper seeks to certify whether, over time, the forays of technology have brought
benefits or not in the selection and recruitment processes. Also, if it is proven that these
benefits exist, the paper will balance the pros and cons results by comparing them with
traditional systems. The paper aims on the one hand to find ways and means of improving
the information provided to candidates, and on the other hand to demonstrate whether the
adoption of automation technologies really makes the recruitment and selection process of
an organization more efficient and to quantify this contribution of efficiency.

Starting from all the mentioned considerations, in order to achieve the proposed goal
and objectives, the following research hypotheses are proposed in the entire content of the
paper:

H1 - An online recruitment ad based on the principles of non-discrimination, ethics,
equity, social responsibility and sustainable development will attract the right candidate at
the right place and time;

H2 - New technologies bring minimal costs in R&S processes;

H3 - The most used online platforms for submitting CVs are E-Jobs and LinkedIn;

H4 - The most important features of a recruitment website are easy navigation and
content customization;

HS - Modern ad R&S technologies simplify the recruitment process;

H6 - Virtual platforms are vital in the modern recruitment process;

H7 — The efficiency of the Recruitment & Selection process consists in making an
effective recruitment announcement.

These working hypotheses can provide detailed information about various aspects of
the recruitment and selection process in the digital era.

Both the central hypothesis and the working hypotheses are essential for structuring
and guiding the research. The central hypothesis gives us an overview of what we expect to
find, while the working hypotheses allow us to explore and understand in detail the

individual components of the studied phenomenon.
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In order to validate the formulated hypotheses, we proceeded to the analysis of the
specialized bibliography and developed and applied a questionnaire to employees working
in the field of human resources.

These hypotheses allow the research to be structured and the essential aspects to be
identified in the analysis of the impact of the digital economy on recruitment and selection.
Hypothesis testing will provide concrete answers to research questions, helping to improve

organizational practices and promote equity and efficiency in HR processes.

STRUCTURE OF THE DOCTORAL THESIS

The structure of the present scientific paper is designed in such a way as to provide
a progressive and coherent approach to the researched theme, starting from the theoretical
and conceptual foundations and reaching the empirical analysis and the formulation of some
application proposals. Each chapter contributes to outline an integrated perspective on
recruitment and selection processes in the context of the digital economy, highlighting both
the transformations generated by new technologies and their implications for organizations.

The scientific approach aims, on the one hand, to clarify the relevant concepts and
trends in the specialized literature, and on the other hand, to empirically investigate how
these transformations are perceived and implemented in practice. In this sense, the structure
of the thesis reflects a combination between the theoretical and the applied dimension, with
the final objective of formulating some useful recommendations for improving the
performance of human resources processes.

Next, the main chapters of the scientific paper and their contributions to achieving

the proposed objectives are briefly presented.

Chapter 1 — The place, role, importance, implications and risks of integration of
new technologies into the human resources activity of the organization

This chapter represents the theoretical foundation of the scientificpaper, focusing on
the recruitment and selection process in the context of the transformations brought about by
the digital economy. Fundamental concepts and their evolution are analyzed, considering the
major influences of digital technologies on HR practices. The chapter addresses the defining
elements of recruitment and selection, identifying emerging challenges and opportunities.

In this context, the following are presented:
- Definition and characteristics of recruitment and selection processes in organizations, with

emphasis on the transition from traditional to digital methods.
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- The impact of the digital economy on human resource management, including the use of
online platforms, artificial intelligence and data analysis.

- Global and local technological changes, focusing on Romania, where the implementation
of digital technologies is still at an early stage, but with a significant development potential.

The chapter lays the foundations for a deeper understanding of the dynamics of
recruitment and selection in the digital economy, identifying existing gaps and providing
starting points for further research in the scientific paper. It serves as a foundation for the
detailed exploration of the theme in the following chapters.

Chapter 2 — Recruitment and selection and the transformation of these
processes in the context of the digital economy

This chapter deepens the analysis of the impact of the digital economy on recruitment
and selection processes, exploring how organizations adopt and integrate emerging
technologies to meet new labor market demands. The chapter structure is designed to
highlight the enabling elements of digital transformation and provide an overview of global
and local HR trends.

Among the central themes addressed are:

The rise of the digital economy and how it redefines organizational strategies, with a
special focus on changes in Romania and the world.

The fundamental principles of the digital economy, including rapid innovation,
adaptability and globalization, alongside specific features such as automation, big data and
mobility.

The technological revolution and major transformations of the recruitment process,
focusing on the use of artificial intelligence, predictive analytics and digital platforms to
optimize processes.

Challenges of the digital economy on staffing, including risks related to algorithmic
biases, data security and over-reliance on technology.

The chapter aims to highlight both the challenges and opportunities generated by the
digital economy in recruitment and selection processes. It also highlights the innovative
solutions and tools used by organizations to respond to these changes and to attract and retain
the necessary talent in a highly competitive environment. It lays the foundation for the

detailed empirical research in the following chapters.
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Chapter 3 — The conceptual, epistemological and methodological framework of
the scientific approach

Chapter 3 represents the conceptual and methodological foundation of the research,
providing a well-defined framework for the analysis of recruitment and selection processes
in the context of the digital economy. The structure of this chapter is designed to explain the
theoretical and methodological approaches used, highlighting the scientific logic and
fundamental objectives of the research.

Among the central elements addressed are:

e The particularities of recruitment and selection processes in the context of
the digital economy, analyzed through the prism of current theories and concepts. This
subchapter explores the impact of technological transformations on these processes,
providing a theoretical basis for interpreting the empirical data.

o The epistemological approach to the scientific demarche, which explains the
knowledge perspective adopted, the applied methodologies and how they support the
interpretation of the results.

e Detailed methodological framework, which describes the tools, techniques and
processes used for data collection and analysis. Emphasis is placed on the use of a structured
questionnaire, data processing methods and the justification of their choice.

o Defining the general and specific objectives of the research, which delimit the
field of investigation and establish the main directions of the study. These are accompanied
by the formulation of central and working hypotheses, which are the basis of empirical
testing.

o Elaboration of the questionnaire and description of the specific research
sample, highlighting the relevance and representativeness of the collected data.

o The application and collection of data, followed by the presentation of the tools
used for their processing.

The chapter contributes significantly to the understanding of how the research
process was structured and implemented, providing a solid basis for validating the empirical
results presented later. This section emphasizes the methodological rigor and relevance of
the scientific demarche in approaching the research topic.

Chapter 4 — Presentation and analysis of empirical research results

Chapter 4 constitutes the central part of the research, in which the collected data are
analyzed and the results are interpreted in relation to the research objectives. This chapter

provides an in-depth perspective on the impact of digital technologies on recruitment and
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selection processes, but also on employee perceptions of the transformations brought about
by the digital economy.

The structure of this chapter is organized to present:

o Data analysis and interpretation of results regarding the impact of new
technologies on the efficiency of recruitment processes. This section highlights the use of
artificial intelligence, online platforms and big data in recruitment, highlighting their
effectiveness in terms of reducing costs and time spent on the process. The relationship
between digitization and increased selection quality is also explored.

o Analysis of employees' perceptions of the particularities of selection processes
in the context of the digital economy. Here, employee perspectives on the use of technology
in selection, such as the fairness of algorithms and their effects on the hiring experience, are
explored.

o Intermediate conclusions, which summarize the main findings from the data
analysis and validate the hypotheses formulated in the methodological framework.

This chapter uses both descriptive and inferential analyzes to identify significant
trends and correlations among the variables studied. The obtained results are interpreted in
the theoretical and practical context of the research, providing relevant answers to the
formulated questions and supporting the proposals in the next chapter.

Chapter 4 represents a crucial stage in demonstrating the rigor of the research, being
the point where the collected data are transformed into relevant conclusions for the issue of
recruitment and selection processes in the digital economy.

Chapter 5 — Outline of good practice guidance aimed at improving the
performance of recruitment and selection processes in the context of the digital
economy

Chapter 5 marks a transition from empirical analysis to concrete proposals for
optimizing recruitment and selection processes. Structured as a practical contribution, this
chapter provides a basis for improving organizational performance by adapting to the
demands of the digital economy.

Within this chapter the following are addressed:

e The need for a SWOT analysis to identify the strengths, weaknesses,
opportunities and threats associated with the use of digital technologies in recruitment and
selection. This section serves as a starting point for building effective adaptation and
optimization strategies.

e Development and implementation of the AIRS model - in which:
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A - Al-assisted capture and analysis aims to use artificial intelligence to efficiently
collect and interpret data,

I - Organizational integration involves aligning Al solutions with the organization's
processes and culture,

R - Accountability, ethics and bias reduction focuses on ensuring fair, transparent and
reasonable use of algorithms,

S — Security, surveillance and continuous improvement involves protecting data and
constantly monitoring system performance and risks.

o Elaboration of a good practice guide intended to support organizations in the
implementation of advanced technological solutions for recruitment and selection. The guide
offers recommendations on integrating artificial intelligence, using big data and optimizing
the interaction between employers and candidates.

e Proposals for improving the technological infrastructure, as an essential
element for supporting recruitment and selection processes in the digital economy. The need
for investment in advanced digital platforms, data security solutions and staff training in the
use of these technologies is highlighted.

Chapter 5 aims to provide concrete and applicable answers to the challenges
identified in previous chapters, supporting the idea that the success of recruitment and
selection processes in the digital economy depends on a strategic and integrated approach.
At the same time, the proposals in this chapter provide a flexible framework that can be
adapted to the needs of different organizations, thus contributing to the development of
sustainable and effective practices.

This chapter reinforces the practical contribution of the doctoral thesis, laying the
groundwork for implementation directions that can support both organizations and HR

professionals in the transition to the digital economy.

GENERAL CONCLUSIONS

8. Digital transformation of recruitment and selection. Research confirms that the
integration of digital technologies — artificial intelligence, Big Data, process automation and
digital platforms — has fundamentally transformed recruitment and selection processes,
increasing efficiency, reducing costs and accelerating the identification of suitable
candidates.

9. The Strategic Role of HR Technologies. Emerging technologies are becoming

strategic tools, enabling organizations to make informed decisions, align recruitment
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processes with organizational goals, and develop policies geared toward diversity, inclusion,
and equity.

10. AIRS model and good practice guide. The development of the AIRS model
and good practice guide are major contributions of the thesis, providing an application
framework for the responsible integration of Al into HR processes, combining technological
efficiency with human experience and compliance with ethical and legal principles.

11. Impact on skills and organizational infrastructure. The study highlights the
need to develop the digital skills of the staft and modernize the IT infrastructure to fully
leverage the benefits of digitization and ensure an efficient and sustainable implementation
of HR technologies.

12.  Challenges and risks associated with digitization. The research identifies
risks such as algorithmic bias, over-reliance on technology and personal data protection,
highlighting the importance of implementing oversight, calibration and information security
measures to maintain fairness and trust in digital systems.

13.  Theoretical, methodological and practical contributions. The thesis makes
an integrated contribution: it extends the specialized literature through a unitary conceptual
framework, provides a replicable methodological design and validated research tools, and
proposes practical solutions applicable in organizations to optimize recruitment and
selection processes.

14.  Future Prospects. The digital economy continues to evolve, opening research
directions for: analyzing the impact of generative Al, benchmarking the efficiency of
processes in different industries, and investigating the cultural effects of digitization on labor
relations.

The digitization of recruitment and selection is not just an opportunity, but a
strategic necessity. The adoption of innovative technologies, combined with data-driven
decisions and adherence to ethical principles, can transform HR processes into a sustainable
competitive advantage, preparing organizations for the challenges and opportunities of the

digital economy.

PERSONAL CONTRIBUTIONS

Through the research approach undertaken, we have contributed to the deepening of
knowledge regarding the influence of digital technologies on recruitment and selection

processes in the digital economy. This section details personal contributions at theoretical,
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methodological and practical levels, emphasizing the added value of the research and its

relevance to the academic and organizational environment.

1. Theoretical contributions

The present scientific research contributes to the development of specialized
literature by developing an integrated conceptual framework that analyzes the impact of the
digital economy and artificial intelligence on recruitment and selection processes.

» The development of the AIRS model: we created a multidimensional framework
for the integration of artificial intelligence (AI) in human resources processes, structured
along four dimensions, offering a systemic and coherent perspective on digital
transformation:

5. Al-assisted attraction and analysis;

Organizational integration;;
Ethical responsibility and reducing bias;

Continuous security and surveillance.

V o 2 o

At the same time, the scientific research brings conceptual clarifications regarding:
4. Automation of human resources processes;
5. The role of Big Data and artificial intelligence (Al) in recruitment and selection;
6. The adaptability and flexibility of organizations in the context of the digitization of
the labor market.
This approach contributes to the expansion of the specialized literature, providing a
theoretical model that can be used as a basis for further research.

» Identifying emerging challenges The research highlights issues such as algorithmic
bias, personal data security and the interaction between technology and the human factor.
By addressing these aspects, we proposed theoretical solutions to reduce the risks associated
with digitization, thus promoting ethical and transparent processes in recruitment and
selection.

» Correlation of efficiency with technology. The study demonstrated, based on the
data collected and the analyzes performed, that the integration of technology in human
resources processes has a significant impact on organizational efficiency. Thus, we have
provided a solid theoretical basis for supporting investments in digital technologies within

HR departments.
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2. Methodological contributions

Developing a structured research design. We used a mixed research design,
combining quantitative and qualitative analysis, to provide a comprehensive perspective on
the impact of digital technologies on recruitment and selection.

The methodological structure included:

o Data collection through questionnaires addressed to both employees and
managers from various organizations;

o Using statistical analysis techniques, such as regression and correlation analysis,
to measure the relationship between variables.

This design provides a replicable methodological model for future HR studies.

Questionnaire construction and validation. We developed and validated our own
research instrument (questionnaire), adapted to the specifics of the research, which included
relevant items for exploring employee perceptions and the impact of technologies on
recruitment and selection processes. Its validation ensured reliable and valid results,
contributing to the improvement of the research tools used in this field.

A relevant methodological contribution is the integration of the SWOT analysis. We
have proposed a practical method for analyzing the strengths, weaknesses, opportunities and
threats associated with the digitization of recruitment and selection processes. This
methodological approach supports informed decision-making in the organizational

environment.

3. Practical contributions

The main practical contribution of the research consists in the development and
operationalization of the AIRS model, as an application tool intended for organizations for
the evaluation and optimization of recruitment and selection processes in the context of the
use of artificial intelligence.

Based on this model, a good practice guide was developed, which offers concrete
recommendations regarding:

o effective use of Al technologies in attracting and selecting candidates;
» strategic integration of digital solutions in organizational processes;
e reducing algorithmic bias and ensuring equity;

e data protection and continuous monitoring of systems performance.
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The research also proposes measures to improve the digital infrastructure,
underlining the need for investment in modern technologies and in developing the digital
skills of staff.

Addressing employee perceptions. By analyzing employee perceptions of digital
processes, we contributed to understanding the importance of candidate experience in
recruitment. This aspect can guide organizations in creating a fairer and more attractive

selection environment.

4. Strategic contributions

Data-driven decision support. We have demonstrated that the use of advanced
technologies enables organizations to make informed decisions in the recruitment and
selection process. Research findings provide empirical evidence supporting the need to
integrate predictive analytics into HR strategies.

Promoting diversity and inclusion. By identifying the limitations of selection
algorithms, we have highlighted the importance of implementing proactive measures to
promote diversity. The study's findings support the development of inclusive and equitable
policies.

Optimizing selection processes. The proposals made for the integration of digital
technologies offer organizations solutions for reducing the time and costs associated with

the selection processes, thus contributing to increasing competitiveness.

S. Future prospects

The personal contributions of this research provide a solid foundation for:

o Development of comparative studies to explore the impact of digital technologies
in various industries;

o Creation of advanced predictive models for talent selection;

o Promoting collaboration between academic and organizational environments to
solve emerging challenges in the digital economy.

The personal contributions resulting from this study are distinguished by the
integrated approach of theoretical, methodological and practical aspects in a coherent
approach, having as a central element the AIRS model and the good practices guide, which
offer organizations concrete tools for adapting human resources management to the

requirements of the digital economy. They support the development of a modern human
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resources management, able to respond to the challenges and opportunities generated by the

digital transformation.

LIMITATIONS OF THE RESEARCH

The present research on the integration of artificial intelligence in recruitment and
selection processes, informed by the AIRS model, presents a number of limitations that must
be taken into account in the interpretation of the results.

7. The size and structure of the sample, as well as the focus on the organizational
context in Romania, may limit the degree of generalization of the results to other industries
or geographical areas.

8. The dynamic character of digital technologies and the accelerated rate of
their development make the research results largely reflect the specificity of the analyzed
moment.

9. The methodological limitations, generated by the predominant use of
quantitative methods (questionnaire), imply a certain degree of subjectivity of the answers
and reduce the depth of the analysis, in the absence of a complementary qualitative approach.

10.  Limited access to data and the internal mechanisms of artificial
intelligence algorithms, as well as their complexity, make it difficult to fully assess their
impact on recruitment and selection processes.

11.  The conceptual nature of the AIRS model requires further validations in
diverse organizational contexts to confirm its practical applicability.

12. The organizational specificity and the different level of digitalization, as
well as the research focus on the recruitment and selection processes, can influence the

applicability of the proposed good practices and limit the extension of the conclusions.

FUTURE DIRECTIONS OF RESEARCH

Considering the obtained results and the identified limits, a series of relevant
directions for the future development of research in the field of using artificial intelligence
in recruitment and selection processes are outlined.

An important direction is the empirical validation of the AIRS model within
organizations from various fields of activity, in order to test its applicability and efficiency

in real contexts.
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It is also recommended to expand the research internationally, to analyze the
differences between digital recruitment practices according to the economic, cultural and
legislative context.

Another direction aims to carry out longitudinal studies, which will follow the
evolution over time of the impact of artificial intelligence on the performance of recruitment
and selection processes.

In the context of the ethical dimension of the AIRS model, in-depth research is
needed on the identification and reduction of algorithmic bias, as well as on mechanisms to
ensure transparency and decisional equity.

Also, future research can analyze the degree of acceptance and confidence of
candidates and HR professionals in using Al-based technologies, as well as their impact on
the candidate experience.

Another relevant direction is the integration of emerging technologies (advanced
machine learning, predictive analysis, intelligent automation) in recruitment processes and
the evaluation of their contribution to increasing organizational efficiency.

Last but not least, it is recommended to investigate how organizations can develop
digital capabilities and integrated strategies that support the responsible and sustainable use

of artificial intelligence in human resource management.
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