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Those organizations developing team activities need to use new methods of analysis, 
recruitment and socializing activities. Thus, more concern for human resources (HR) 
management implications upon labour force diversity is generated. The impact of organization 
structure upon HR management is more obvious within international and multinational 
organizations. Developing knowledge, abilities and skills becomes a long term task of the 
organization's employees and managers. Continuous development helps both employees and 
organizations to reach the targets. HR development is a key factor in motivating and keeping 
the good employees. It will give the employees the chance to hold high level responsabilities, to 
have more authority, to set targets and measurement indicators and to work in teams. HR 
development delegates the employees and increases their loyalty. Globalization and fast 
exchange of working environment determine organizations to invest more money in HR 
development. Knowing that HR are the fundamental element in the organization success, it has 
been considered that by analyzing the strategies of recruitment, selection, employment and 
integration of the new comers into organization, we will find the solution to acquire and keep 
the most suitable persons for organization in order to get organizational and individual 
performances. 
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1. Introduction   HR development helps employees and organizations to improve abilities, knowledge and skills. Organizations compete for their key resources including knowledge which is rare, valuble and hard to imitate and, which becomes a strategic resource when it comes to get competitive advantage.  These organizational structures acting outside borders include multinational, global, international and transnational structures and represent alternative solutions for differentiation and integration problems. The uncertainty and the risk existing within an international environment but also the forms of organizational structures have unique implications upon the HR management.  In order to avoid the future problems with staff, an increased attention shoul be paid to the recruitment process of HR. The further development of the modern organization as well as its performances depend on the quality of HR recruitment process. Organizations should attract both employees and customers; in order to be considered a real "magnet" for candidates, the organization has to make use of its attracting potential and once relationship between candidates established, it has to hire and keep them. The study is to obtain a relevant amount of information on recruitment strategies, selection and hiring and developing new methods of recruitment, selection and employment necessary to attract talented candidates, which will increase the performance of the Romanian organizations. The research is to analyze strategies for recruitment, selection and employment used in Romanian organizations and to enable the possibility to compare them with the best practices for recruitment, selection and employment presented in the literature and with the innovative ones used by high performance 
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organizations. The organizations analyzed belong to different fields of industry, and all belong to the private internal and external sector (because if they had been considered public sector organizations, recruitment and selection would have been made mandatory under rules established by national law). The research is based on a questionnaire addressed to managers of human resources departments and specialists in these departments responsible for recruitment, selection and hiring. The number of respondents who actively participated in the questionnaire was 11 people, 4 people were managers of human resources departments, and 7 people were specialists of the same departments.  
2. Removing barriers and the opportunities to achieve efficiency in recruitment, selection and  
employment  The role of the recruitment process is to find "the right man at the right place" [Petrescu I., 1995, p.53]. To avoid future problems with the staff, attention should be paid to the recruitment of human resources. The quality development of this process depends on further development of modern organization and performance.  Organizations working in teams need to use new methods of analysis, recruitment and social activities. This leads to better care for human resources management implications of workforce diversity. The impact of organization structure on human resources management is more evident in multinational and international organizations. These organizational structures operating outside structural boundaries include multinational, global, international or transnational structural shapes and represent alternative solutions to problems of differentiation and integration. Existing uncertainty and risk in an international environment, as well as organizational structures and forms, have unique implications on human resources management. The literature says that the methods of recruitment, selection and evaluation must be made according to the life cycle stage in which the organization is [Schuller R., S. Jackson, 2007, p.177]. Because the organizations analyzed are in the growth stage, general managers employees are recruited, selected and employed outside the organization. In periods of stagnation and decline top managers should be recruited and selected as being extroverted personality and impulsive nature. Individual performance decreases and negotiation of aspects of promotion, training, salaries, etc. do not remain objective processes, but are affected / influenced by their behavior. Organizations must attract employees in the same way that attracts customers. To be a real "magnet" among the candidates, the organization must know how to draw, and once established the relationship between them, they have to hire and to retain them [Schumann M., L. Sartain, 2009, p.87]. Talent is a brand marketing tool that provides the necessary number of employees. Usually people are interested in certain aspects when looking for a vacancy, such as what products it sells, who leads the work, who is manager of the company, etc. Thus, the brand becomes an easy and familiar way to compare jobs. The brand becomes not only a way for the organization to tell the "story", but a way to make known to prospective employees progress and career development. Employees are the most important asset of the organization through which to obtain performance and competitiveness. Organizations should involve employees in developing and improving organizational brand [M. Schulz et al., 2005, p.11]. Brand is important in building customer relationship [LePla FJ et al., 2003, p.4]. Brand fails where the product or service does not fully satisfy customer needs. Especially in organizations that provide services, employees are customer brand image [D. Sexton, Trump D., 2008, p.19]. When the organization is a leader, it has some influence on people they employ, what positions and how they are organized to operate [LePla FJ et al., 2003, p.11]. In the current period people react more to their organization's name and reputation and rumors or information provided by knowledge [JN Kapferer., 2008, p.4]. In a recent study of 703 men, 61% said that their most recent job has been obtained with the aid of acquaintances [Cassidy C., R. Kreitner, 2010, p.114]. The message is simple: employees of organizations talk about their job to their friends and their friends’ families. They will encourage those who want to submit an application for a vacancy in their organization if thinking better about it, about leaders and about the job. Even for organizations attracting and retaining suitable long-term talent is a challenge [of St. Aubin D., Carlsen BJ, 2008, p.1]. Thus, the organization to attract talented candidates must start within the organization, which means that the brand must not only be a smart and attractive advertising developed by the company's marketing department, but it must also ensure that what looks on the outside, so is the inside [of St. Aubin D., Carlsen BJ, 2008, p.13]. According to "Among the most powerful Romanian brands" made by Wall Street in 2009, the Arctic is ranked 26. Michael Dragoi, director of human resources in the Arctic, said in September 2009 that "there are no problems in attracting and recruiting skilled candidates, but in their retention, 
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because of their going abroad or to the two direct competitors: PROTRUCK and Renault". Their retention policies include career development plans, better pay packages, training programs, development opportunities and flexibility. Arctic continues the recruitment agreements with universities – The University of Valahia, Targoviste and the University of Bucharest, through scholarships to students with potential and their possible employment after graduation. In October 1997, SAMSUNG DEUTSCHLAND GmbH - a subsidiary of Samsung Corporation of Korea, has acquired majority stake (51%, today holds 91% stake) of SC OTELINOX S.A.. According to "Top global brands" in 2010, Samsung was ranked 19th. As a retention strategy, the company offers good pay, even attracting the best employees of firms Erdemir and Mechel, offers bonuses and competitive training programs. After integration of new employees, the company begins its assessment programs to 3 months, 6 months and 1 year to promote the most outstanding employees, or to reject the employees with the worst results. The way in which the analyzed organizations use their organizational brand to attract candidates and to retain current employees is reflected on the use of: 
 special events organized by companies. Only three of the six organizations analyzed are known to candidates after developing human resources managers or general managers in the newspapers and the media; they organize special events to attract and know the candidates better, such as contests, meetings and projects. 
 involvement of the organization in sponsoring activities – organizations use different activities to attract candidates: laboratory equipment (Arctic OTELINOX and Mechel), donate equipment for universities (three organizations), provide scholarships for eminent scholars (ARCTIC), employ the best students after graduation (ARCTIC), participate in student graduate dissertation (Mechel), they keep their promises made during recruitment. 
 attracting candidates with advertising. Not all of the analyzed companies have a specialized team in advertising the vacancies; nor teams are specialized in recruitment and composition of an advertisement to attract candidates or provide all information necessary to attract them, such as presentation of development programs or information about remuneration package. 
 welfare of organization. To raise awareness among candidates, organizations allow conducting official tours for knowledge of organizational culture, its policies, strategies they have, their history; companies organize special events, days like "Open days" to develop career, product presentations and information on discounts; offer scholarships and visits to convince their prospective candidates to submit their resume. 
 partnerships to attract candidates. Organizations, to attract the most outstanding candidates, have to enter into partnerships with universities, educational partnerships, with some specialists, recruitment agencies, or other specialized institutions; but many of the analyzed organizations use CAE (County Agency for Employment) as a source of recruitment (which are free sources, but also offer badly-prepared candidates, with few qualifications or little experience, for example the unemployed).  
 the strategic role of human resources department. In large and multinational firms, alignment of recruitment and selection processes is achieved according to vision and objectives of the organization, while in small and medium businesses there is no human resources department to conduct recruitment and selection processes, and business manager is directly involved in choosing employees through an intuitive management.  

3. Training and development of specialists, recruitment and selection teams and human 
resources managers Human resource development helps employees and organizations to develop your skills, knowledge and skills. Organizations compete for their key resources, including knowledge, which is rare, valuable and difficult to imitate and become strategic resources to achieve competitive advantage. Developing knowledge, skills and abilities is a long-term task for employees and managers in organizations. Further development helps employees and organizations to achieve objectives. Human resources development is a key factor in motivating and retaining competent employees. Human resource development will give employees a chance to hold high-level responsibilities, to have more authority, to set goals and metrics, but also to work in teams. Developing human resources delegates employees and increases their loyalty. Globalization and the rapid change of the working environment make organizations invest more money in human resource development more than ever. Those who are involved in making the recruitment process can be found inside and outside their organization. They work with those who are hiring to define the needs of employment [Pause VA, 
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2006, p.223]. They must be familiar with the organization's human resource policies, or if a service is outsourced, with the organizations they work for. They should be able to communicate with potential employees about personnel policies, salaries, benefits, working conditions and promotion opportunities. They develop and design messages for recruiting, selecting, interviewing, testing and check references of applicants. Many within the organization specialize in a particular field, such as interviews. And those working outside the organization may have areas of specialization. Those who have technical knowledge help finding IT professionals for the organization. Some of those who carry out the recruitment process can be specialized in seeking key management teams. They must use the best methods to attract potential employees: advertising, searching the Internet or taking interviews in schools. Hence, the need for good training in communication science and organizational communication, and in applying the techniques of recruitment and selection of employees [Pause VA, 2006, p.224]. Recruitment and selection team should consist of economists, specialists in the art of negotiation and communication and at least a sociologist and a psychologist in determining the candidate's character, mind and the way of thinking and acting in relationships. Capabilities are more durable than the resources, because of the organization's ability to maintain quality by substituting them - recruitment of new resources. 
 transparency and portability - reputation may be transferred only by purchasing the whole organization, and even then reputation can be lost when the owner changes. Existing capabilities within a team are more difficult to transfer than the individual ones; even if the whole team is transferred, due to the nature of organization, routine tasks, different working environment and tacit knowledge, recreating them is uncertain. 
 replicability - the transfer of resources and capabilities limits the organization's ability to imitate successfully. Another way to obtain resources and capabilities is through inward investment. Competitive advantage depends on the resources and capabilities owned by the organization. The roles played by human resource managers depend on several factors, including: nature of competitive business environment, legal restrictions, the manager’s professionalism and the position enjoyed in the organization, organizational structure etc. [Pause V.A., 2006, p.223]. Human resource professionals must be educated in business management, organizational development, change management, organizational and individual psychology [Morgan M. et al .., 2010, p.102]. For a long period, students have been educated only in human resources management (labor law, compensation, benefits administration, health and safety at work, training). An effective human resource management is a combination of art and science. To meet ever-changing needs, the education and human resource development must change. Students must hold a master much earlier, to think more in depth, to know the psychological and organizational behavior, and change management, too. There must a clear distinction between human resource specialists and human resource managers. Human resources managers should be in the center of any organizational changes if these changes prove to be successful. More and more organizations recognize the value of human resources and human resource management integration in the general plans of the organization. A human resources manager should be well placed in the organization to inform on the labour market trends, legislation and the impact of human resources on its product and services diversification. With a human resource information system, organizations can achieve relevant cost plans of human resources and strategic alternatives. Policies and human resource management practices can be aligned to the strategy of the organization in at least three ways [Compton RL et al., 2009, p.6]: 
 can be used to strengthen existing strategies 
 can be used to support changes in the organization 
 can provide information necessary for the strategic planning process This alignment has been studied by many researchers and put in the form of models. Thus, the "The matching model", developed by academics at Michigan Business School, introduced the concept of matching human resources policies with corporate strategic objectives [Beardwell J., T. Claydon, 2007, p.7]. The model stresses that there must be certain factors that should lead to proper development of human resources policies and systems: 
 recruiting and selecting the right people to meet the needs of the organization; 
 evaluating and monitoring of performance and providing feedback to the organization and employees; 
 compensation of employees; 
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 developing skills and knowledge necessary to achieve organizational objectives. A second model was developed in 1984 in Harvard University, called "Map of human resource management", which recognizes that there is a wide variety of participants in the organization, such as shareholders, employees, government and community. This model recognizes the legitimate interests of groups and states that human resource management strategies will need to reflect these interests and to merge with the human resources strategy and with the business strategy. Recognition of these interests raises questions about organizational policies: 
 behavioral commitment, which involves targets and the attitude that seeks to identify the organization; 
 quality, covering all aspects of the behavior of managers, and ultimately will be reflected in the quality of products and services; 
 functional flexibility, which refers to the ability to adapt the organizational structure to the management of innovation. To demonstrate its strategic role, the resources department must develop new skills and attitudes to lead to change, to facilitate business development and innovation in the organization [Domsch ME, Hristozova E., 2006, p.2]. From this perspective human resources start their process of change at the strategic level and run at the same time its role of strategic partner and change agent. Therefore, we must develop new skills, such as guidance and support rather than direction and answers. To lead to change activities such as mentoring, networking, coaching must be used and add value to business by developing skills at the director level. As a change agent it must support transformation of leadership by changing wishes and ideas into value. Because strategic management of human resources depends on understanding the  activities of organizations, then the human resources department is closely linked to managers who are directly involved in developing the organization's overall strategy and its implementation [Schuller RS, Jackson SE, 2007, p 177]. Because human resources are a strategic partner in any organization, human resource professionals must understand two things: the business itself and human resource activities to start the business. This means that human resources professionals should know which products and services the organization provides, the position on the market, customers and suppliers. Realizing the alignment of human resources strategy with the overall strategy, human resource department will get a better position to achieve value and demonstrate credibility, confidence and get better positioning in the organization - that of strategic partner. When asked if the human resource strategy is aligned with the objectives of the organization, 80% said yes and when they were asked to describe the human relationship with the organization's strategy, they all said that human resources are an important partner in the development and implementation of organizational strategy. As human resource activities, they said that planning and recruitment are the most aligned activities with the strategy of the organization. According to the analysis conducted in large organizations over whether human resource specialists are present in the Board of Directors, organizations have replied:  

Table 1.  Human resources specialists who are part of the Board of Directors in large 
organizations Organization  H R specialists who are in the Board of Directors OŢELINOX YES ARTCIC YES MECHEL YES ERDEMIR YES UPET YES ELSID NO  As we can see 5 of 6 human resource managers of the organizations analyzed are in the board of directors. Ulrich believes that human resources create value, and managers, employees, consultants and HR professionals work together to achieve goals. He says that each of the four roles is important, and human resources activities must be based on their integration and differentiation.  

4. Conclusions The existing competition between organizations has greatly increased, and they are subject to changes. Corporate success depends on identifying and focusing on those factors leading to competitive advantage. Many of these organizations may copy certain processes, such as technology, 
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production processes, products and strategy. More difficult to copy, human resource management represents a unique competitive advantage. Thus, organizations have found that attracting and retaining skilled people that can respond to these changes, will lead them to success. People have skills, competencies, personality, motivation, behavior and unique knowledge, valuable, hard to copy, that can influence the organization performance. Only anticipating and retaining the right employees, an organization can achieve success in a competitive environment and dynamically changing world. People are active resources of the organization because of their potential, experience and passion, their development and initiatives actively contribute to increasing efficiency and organizational effectiveness. Without actual human presence is simply impossible for an organization to achieve its objectives. Human resources are the only inexhaustible resources of creativity, solutions and new, original and valuable ideas. Human resources are a key resource, vital for organizations in their competitive success. More and more the competitive advantage of an organization lies in its people. Starting from the fact that human resources are considered the cornerstone of a successful organization [Lakhdar S. et al., 2001, p.4], we considered that analyzing recruitment, selection, employment strategies and integration of new employees in the organization would help us find the solution to purchase the most suitable people for the organization and to maintain them to achieve individual and therefore organizational performance.  
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