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Abstract. Human resources are a determining factor in ensuring business 

prosperity. Skilled, educated and motivated employees are a source of 

competitive advantage for businesses and they are an active part of the 

business. They secure the production of goods, the provision of services, 

the fulfillment of objectives and the definition of strategies, how to achieve 

these goals. Recruiting and selecting of qualified employees is a 

challenging process at the time of globalization. It is particularly important 

for candidates to have a combination of soft skills, technical and digital 

know-how. The company has to deal with the issue of occupation of jobs 

by suitable employees and at the same time the conditions have to be 

created in order to maintain and stabilize employees. They must constantly 

strive to maintain, respectively increasing employee satisfaction. The paper 

deals with the issue of recruitment and selection of employees as part of 

the personnel policy of the company, based on the knowledge that the 

inefficient process of filling vacancies can negatively affect the course of 

other personnel activities, but also the operation of the whole company and 

its profitability. The paper includes an analysis of the process of filling 

jobs in the company. In the paper an expert interview and survey is carried 

out, based on which effective approaches in recruiting and selecting 

employees in the selected enterprise are proposed. 

1 Introduction  

In the current labour market, there are job-seekers who represent the supply of labour 

and employers that influence labour demand; i.e. by employees.  

The labour market is that even today, which is characterized by globalization, some 

companies cannot find suitable employees for their jobs. The unemployment rate may 

reflect two very different facts, namely an active labour market with many discharges and 

recruitments, or an inadaptable labour market, low recruitment rates, and a stagnant number 

of unemployed persons.  

Companies are under increasing pressure to reduce margins and increase efficiency and 

are forced to produce more, with the same or less human resources, which puts much 

greater demands on the organization and management of human resources and of course on 

employees at all levels. 
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In the current era of globalisation, people with the right skills has become the main 

source of the company's economic growth, at the same time companies cannot find suitable 

employees for the required jobs. With the advancement of technology, companies' demands 

for employees are changing at a faster pace than the population's skill structure. 

In addition, the demographic evolution of society leads to a shrinking active population 

in developed countries. There are therefore fewer people in the labour market with adequate 

skills and abilities. These are the reasons why companies will need to be more active in the 

labour market in finding, recruiting and developing their employees, reviewing work 

processes and workforce structure. 

Due to the transformation in the labour market, many processes are being automatized 

and robotized. Therefore, employees need to be digitally trained to be prepared for new 

jobs. The impact on individual positions varies; the most promising are IT positions, where 

the largest increase in the number of employees is expected. In Slovakia, the trend of 

increasing the number of skilled workers prevails without reducing the number of blue-

collar professions, as indicated by the Labour Market Index in Slovakia. On the contrary, a 

decline is expected in administrative and office positions. The Intelligent Industry Concept 

and its Action Plan in the Slovak Republic create conditions for implementing digitization, 

innovative solutions and increasing competitiveness. 

2 Personnel policy in the company 

The most relevant and efficient resource for an organization lies in the human resources. 

An employee can be a source of income for the organization, if he provides the necessary 

opportunities for that individual. [1] 

Successful companies consider their employees as a key resource necessary for the 

survival of the company. Companies can work only if they are able to ensure sufficient 

human resources. [2] 

The labour market is the place where the demand for labour meets the offer of available 

positions by companies, where job applicants are considered to be customers and offer is 

provided by employers. There is a fight for employees between competing companies. [3]  

The recruitment and selection policy is an important part of the company's personnel 

policy. It includes the process of filling vacancies that have been created by the company, 

either because of the expansion of the company or the change in the organizational 

structure, and the conclusion of this process is the selection of the most suitable candidate 

and the conclusion of an employment contract.  

It is necessary to plan and then obtain a new workforce to supplement the required 

number of employees in the company. The process of recruiting and selecting employees of 

a company involves several steps. 

2.1 Recruiting and selection of employees 

Recruiting is a key phase in shaping the workforce of a company and largely decides 

what employees will be available to the company. Thus, it decides whether the company's 

objectives are met by these employees, decides on the success, prosperity and 

competitiveness of the company. [4]  

"Hiring is a process that aims to ensure that an organization has a sufficient number of 

suitable jobseekers in time and that the costs of the individual activities of the process are 

adequate." [5] Blašková [6] defines hiring as a process, the purpose of which is to 

effectively present free and open job opportunities to the internal and external job potential 

market, thus attracting and attracting suitable and motivated job seekers (reassignment) in 

the company.  
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The company seeks to meet the need for staff and at the same time people are looking 

for new jobs. In addition to new job seekers, the recruitment process may also affect the 

company's current employees who are interested in changing jobs or are transferred to 

another job position for organizational reasons.  At the same time, the author describes the 

recruitment of employees as a "two-way communication process." The internal and external 

conditions influence the applicants' response to the job offer. [6] 

Given the dynamic situation on the labour market, affected by tendencies such as the 

natural growth rate, the aging of societies, falling unemployment rates, and migration, we 

should expect socially responsible human resource management to be more and more 

frequently used as an inseparable and permanent element of the personnel strategy. [7]  

Besides the internal conditions, the external recruitment process also affects the 

recruitment process. Koubek [4] ranks among the most important external conditions 

demographic, economic, social, technological and political-legislative conditions. The 

internal conditions of recruitment influence the individual decision-making of candidates 

whether they will respond to the job offer, the external conditions are objective and cannot 

be influenced by the company and must be taken into account in the decision-making 

process. 

Recruitment is part of the overall process of forming the work potential of the company, 

staffing, which is based on personnel planning and work analysis. Subsequently, the 

recruitment process is followed by other personnel activities such as selection, orientation 

and adaptation, skills development and career management. Recruitment has to be 

understood as a methodologically sophisticated process that goes through several stages. 

The different stages of the recruitment process are illustrated in Figure 1. [8] 

 
 

Fig. 1. The different stages of the recruitment process. Source: own processing 

Therefore, the first phase of this process is to define the need to fill a vacancy, i.e. to 

determine the number and structure of staff, based on a staffing plan that sets out the need 

for staff and how it can be covered. After defining the needs of employees, it is necessary to 

know the essential characteristics of the job and setting requirements for employees. [9]  

The second phase of the process is the selection of candidates' resources, whereby the 

company can decide between internal (own employees) or external resources or combine 

these resources. External sources of recruitment are: graduates of educational institutions, 

employees of other companies, free human resources at the labour market and other 

external resources. [8]  
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The essence of the process of recruiting and selecting employees in an enterprise is to 

ensure that the enterprise can achieve its goals. Employees of the company are the most 

important source of fulfilling the goals of the company and it is therefore important to be 

the right people, with the right skills in the right place and at the right time. 

Specific work with people’s attitudes and values helps to really fire up the motivation 

and proactivity. [10] 

2.2 Methods of recruitment of employees 

Companies have a choice of several ways to choose the most suitable employee for the 

job to be filled. [5] The most commonly used methods of recruitment are online 

recruitment, advertising, external services, business cooperation with labour offices, referral 

of own employees and business cooperation with educational institutions. E-recruitment is 

a method of recruiting employees that can bring value to the business and can reach diverse 

and qualified job seekers in a cost-effective way. Through e-recuitment it is possible to 

reach a wider range of applicants, a cheaper and faster way than traditional advertising. [11, 

12] classify own business website, work servers and social networking among the effective 

ways of e-recruitment.  

In addition to classic methods of recruiting applicants, HR specialists when looking for 

employees should focus on Facebook, Google+, Pokec, Skype and YouTube. [13] 

Headhunting is a modern method of recruiting, targeting and directing the job offer to a 

suitable candidate, mainly in filling highly professional positions. [14] Overview of the 

recruiting methods from internal or external sources shows Table 1. 

Table 1. Overview of method of recruiting of employees 

Method Advantages Disadvantages 

Web site of the 

company  

Websites allow you to reach your 

candidates using a business brand 

Websites require the support of 

other media 

Job offering web site  
Job web site help to find job offers 

and CVs 

Job web site do not satisfy 

passive candidates 

Social networks 
Social networks make it possible to 

stay connected 

Social networks force employers 

and jobseekers to develop their 

own user profiles 

Job advertisments 
Allows to reach people who are not 

actively seeking employment 

Social networks force employers 

and jobseekers to develop their 

own user profiles 

Public employment  

agencies 

Saving time, reduce problems and 

use the established database of 

candidates 

Candidates may not be satisfied 

and the database created may not 

be sufficient 

Recruitment agencies 

provide expertise and facilitate the 

process of recruiting and selecting 

employees 

Consulting services are expensive 

Recruitment agencies 

for direct search 

Search for qualified candidates who 

might not have shown interest in 

any other case 

The services of consulting firms 

are expensive and their use is 

limited 

Job fairs No costs and records of applicants  
Focusing on relatively routine 

work 

Educational 

institutions 
Enables to atract talents  

Graduate campaigns can be 

expensive 

Source: [12] 
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Despite the advantages and disadvantages of individual recruitment methods, it is not 

possible to clearly determine which of the methods is most effective and will appeal to the 

most suitable candidates. Therefore, it is recommended to combine different methods of 

recruitment to make it as efficient as possible. [12] 

The recruitment process is followed by the selection of the appropriate employee. The 

aim of the selection of employees is to recruit a candidate into the company that best meets 

the requirements of the vacancy. [4] While the recruitment task is to find suitable 

candidates, the job selection task is to assess the prospects of these candidates with regard 

to the job vacancies. [15] Blašková similarly to recruiting employees, perceives their 

selection as a “two-way communication-motivation process”. [6] 

3 Survey of recruitment process of employees  

3.1 Materials and methods  

The selected company operates in the field mechanical engineering. It is an middle size 

company in the field of electrical and mechanical engineering and it tends to grow in the 

future. An analysis of the recruitment process in the selected company was carried out in 

form of an interview with company’s HR managers. The aim of the survey was to analyse 

the personnel policy in middle size company. The survey was focused on recruitment and 

selection of employees by the mean of the expert interviews with personalist and studying 

of internal documents in order to analyse the recruitment methods and proposal of effective 

recruitment process in the selected company. 

3.2 Survey of recruitment process of employees according to personal 
agency 

According to one of the most trusted recruitment surveys conducted by the 

ManpowerGroup carried out on a representative on 750 employers in Slovak republic have 

optimistic hiring plans for the second quarter of 2019. The ManpowerGroup Labour Market 

Index is conducted every three months in order to monitor employers' intentions to reduce 

or increase the number of employees during the next quarter of the year. 23% of employers 

of big companies (with more than 250 employers) expect an increase in the workforce. 

Based on this data, the Net Labour Market Index in Slovakia is + 11% for the second 

quarter of 2019. This means that the percentage of employers who plan to increase their 

employees in the second quarter of 2019 is higher than the percentage of employers who 

plan to reduce their employees. Results from 2018 claimed that 86% of employers stated 

that their number of employees will not change or will increase over the next 2-3 years as a 

result of automation. [16] 

Most employees plan to recruit large enterprises with a Net Labour Market Index of + 

20%. Medium-sized enterprises also expect a favourable recruitment environment with an 

index of + 13%. Employers in small businesses report an index of +8% and in micro 

enterprises +7%. Unemployment in Slovakia is falling and foreign investment creates new 

jobs. It companies are increasingly complaining about the lack of suitable workers. In the 

required profiles, companies emphasize specialized IT, engineering and business skills, but 

also report a lack of candidates for unskilled positions in manufacturing and logistics. [16] 

Subsequently, employers are forced to try and apply new HR strategies. They regulate 

the remuneration and benefits system, reorganize production, make more frequent use of 

part-time and flexible forms of employment, and recruit in more remote regions, even 
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abroad. The best recruitment opportunities in Slovak companies are in branches of 

manufacturing, finance, insurance, real estate and other business services. [16] 

3.3 Survey of recruitment process of employees in selected company 

As the company expects an increase in the number of employees in the future, the work 

with the documents and documents of the candidates will be more difficult, and therefore 

the acquisition of software for maintaining the database of candidates could make it easier 

for the company to register them. 

Recruiting and then selecting employees is a challenging process for a company to deal 

with. While the company manages to fill vacancies, has to strive to retain qualified and 

competent employees in these jobs.  

On the basis of an analysis the first recruitment proposal for the company was to focus 

more on e-recruitment using social networks, job offering web sites, and company´s own 

web site. An important proposal for streamlining the recruitment process is to maintain a 

database of candidates through appropriate software. 

• Job fairs used by the company - e.g. Job Expo a Profesia days.    

• References by employees - are used by the company very frequently   

• Public employment agency - are used rarely, mostly in the case when other recruitment 

methods are  not efective.  

• Cooperation with middle and high schools in the region – provides the company with a 

supply of young manual workers. Currently the company cooperates with 2 middle 

schools and also with University in the region to provide master thesis tutorials. 

• Recruitment agences – enables the recruitment of suitable job candidates and 

subsequently their selection for the vacancy in the form of personnel leasing and 

recruitment. 

• Job advertisement - each vacancy of the company is advertised through job offering 

web sites - www.profesia.sk a www.istp.sk. The combination of other recruiting 

methods is always used.  

The advantage of filling a job position from internal sources is that the company knows 

the employee and the employee knows the company culture. At the same time, offering a 

job to one's own employee increases his motivation with the employee's career growth. Of 

course, external resources are also important for the company because they bring new ideas, 

ideas and experience to the company. In the case of recruitment methods used, the company 

uses, in addition to traditional methods (recommendations of current employees), job 

portals, increasingly social network and cooperation with secondary schools in the region. 

Choice between internal and external resources - the company uses internal and external 

resources to fill jobs. Internal resources include the company's own employees or career 

advancement. Applicants from the external environment are external sources. If the 

company's own employees meet the requirements for the vacancy, they are first offered the 

post. If the requirements are not met, the company must contact external sources. 

Every vacancy can be advertised through the internet portals www.profesia.sk and 

www.istp.sk. The company can use also another method to recruit employees. Advertising 

through these portals, which allows the job vacancy to be presented to the general public. 

Combination of various recruitment methods increases the chance to find an appropriate job 

candidate. In the event that an undertaking wishes to fill a vacant post from external 

sources, it must endeavour to attract candidates in an appropriate manner by informing 

them of the vacancy.  
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4 Conclusion 

The employees with adequate skills are now considered to be the strongest factor in 

transforming the economy. Nowadays it is difficult for companies to find employees with 

necessary skills. The Concept of Intelligent Industry and the Action Plan as a strategic 

document in the Slovak Republic creating conditions for increasing competitiveness in the 

conditions on the labour market in the period of globalization. From a global perspective, 

employers are planning to increase the workforce in the future, according to the Net Labour 

Market Index which reflects employers' recruitment plans. According to expert interviews 

carried out in the selected company the mostly used methods in recruitment processes were 

advertisement through job offering web sites, references and use of recruitment agences´ 

services. The combination of traditional and new e-recruitment methods could be more 

effective in order to find suitable job candidates for most of the vacancies in the company 

and to implement the software to maintain a database of candidates for company purposes. 
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