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Abstract: Social networks are phenomenon that changes the way we communicate in both
personal and professional lives. Due to them, the private and work dimensions are intertwined
and so no wonder that the use of social networks is also penetrated into the recruitment policy
of companies. This fact is the result of a growing demand for labour force associated with a low
level of unemployment. The aim of the paper is to find out whether the preferred form
(traditional vs. e-recruitment) affects the success of the whole recruitment process. Based on
the statistical testing using Chi-square, there is no dependence between the preferred form and
its impact on the success of the recruiting process. Because social networks in their essence
have a high potential to improve not only e-recruiting, but also traditional forms of recruiting,
therefore, we have expanded the research in this paper by including the moderation analysis.
The results confirm the importance of using social networks in both preferred forms of
recruitment due to their positive impact on the success of the whole recruitment process in the
Czech Republic and Slovakia.

Keywords: Social recruitment, Social networks, Moderation analysis, Czech Republic,
Slovakia.
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1. Introduction

Personnel recruitment has been growing in importance on the labour market for years. The
shortage of skilled workers is one of the greatest strategic challenges for the majority of
companies, followed by remuneration and employer brand issues (Institute for Competitive
Recruiting, 2012, Raven51 AG - HRM Research Institute GmbH, 2019, Tumasjan et al. 2020).
Therefore, a proactive approach is required from the company's own recruiting department
(Borisova et al., 2019). With the ever-increasing popularity of social networks, the possibilities
of their use are expanding and penetrating into the recruitment policy of companies. (Briscariu,
2019). In addition to traditional recruitment techniques, companies around the world have
demonstrably started using social networking tools to recruit employees (Muduli and Trivedi,
2020, Vetrakova et al., 2018, Bartakova et al., 2017).
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The expansion of recruiting activities on social networks is largely due to the current
situation on the labour market (Sengul, 2017). The unemployment rate in the Czech Republic
jumped to 3.4 % in April 2020 from 3.0 % in the previous month. That was the highest jobless
rate since March 2018 as the number of unemployed increased by 28.4 thousand to 254.0
thousand amid the coronavirus pandemic (Trading economics, 2020a). The unemployment rate
in Slovakia increased to 6.6 % in April 2020, the highest since July 2017, as efforts to contain
the coronavirus pandemic forced many non-essential businesses to close. The number of
unemployed rose by 46.0 thousand from a year earlier to 180.8 thousand (Trading economics,
2020b). Considering the European Union as a whole, the jobless rate of the analysed countries
is at the same or even lower level than the average in the European countries. The analysed
countries also deal with the problem of inequality of the unemployment rate between individual
the individual geographical parts (Svabova, et al.). In case of interregional comparison of the
Czech Republic and Slovakia, some regions have long lower unemployment than the national
average, so from a long-term perspective there is a trend where the number of vacancies exceeds
the number of registered job seekers (Czech Statistical Office, 2020, Central Office of Labour,
Social Affairs and Family, 2020). This fact constitutes a problem with filling vacancies, because
there is a shortage of people in the labour market who are actively looking for work. The Czech
Republic and Slovakia are also characterized by another factor causing problems in recruiting.
The Czech as well as the Slovak labour market is threatened by the inadequate structure of the
labour force, which can be perceived in two points of view. The first one is the discrepancy
between the fields of study, the number of students admitted to them and the needs of the labour
market. According to the Kuchat (2007), the differences in the employability of graduates of
various fields on the labour market will deepen further. Since the early 1990s, economic fields
of study have been significantly preferred. However, their graduates have an increasingly
difficult situation finding employment in the labour market (Kaczor, 2013). The graduates of
some humanity fields of study are in a similar situation. This discrepancy is reflected in
changing personnel strategies and changes in the ways of finding new sources of labour, for
example through social networks. The second point of the view is the inadequate level of
university graduates. Most secondary and higher education institutions have set their capacities
at a time when strong population grades were entering them and there were relatively enough
students in the education market (Kaczor, 2013, s. 39). Currently, population-poor grades are
entering universities and they are reducing selection criteria to fill the capacity. As a result, the
quality of graduates decreases and the university diploma ceases to be proof for companies of
a certain professional, intellectual and personal level of its holder (Kaczor, 2013, s. 39).

Social networks are a place where it is possible to find out more information about
candidates, thereby the topicality of the article is more than obvious. However, the use of e-
recruiting cannot be interpreted as a substitute for traditional forms of recruitment. World
surveys (Rabe, 2020, Mishra and Cuman, 2019, Awdu et al., 2019, Social Talent, 2016,
Sekaquaptewa et al., 2019, Bazan et al., 2019) and surveys conducted in the countries studied
(Hlavackova, 2018, Grant Thornton, 2019) clearly confirm the parallel existence of the
application of tools using and not using the Internet. However, these surveys were performed
only to analyse the current state of the various recruitment channels. They, apart from the
Mazarean (2020) and Golovko and Schumann (2019) research, did not deal with the overall
success of the recruitment process in the surveyed companies, which represents the research
gap. Therefore, the aim of the paper is to find out whether the preferred form (traditional vs. e-
recruitment) has an impact on the success of the whole recruitment process.
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2. Literature Review

Social recruitment is the process of recruiting candidates by using data from social networks
for the targeted placement of the advertising messages by employers and recruiters who are
oriented towards the interests of the target persons - potential candidates (Dannhauser, 2015).
First of all, it is important to define and differentiate terms in the area of recruiting. Instead of
social recruiting, the term e-recruiting is often incorrectly used for activities in the online
personnel search (Dannhéuser, 2015). E-recruitment, also known as online recruitment, refers
to the use of web-based technology for the various processes of attracting, assessing, selecting,
recruiting and on boarding job candidates (Mishra, 2019, Raghavendra, 2018, Tyagi, 2016).
Social networks are one of the platforms for e-recruiting but may also be applicable to
traditional one (de Juana-Espinosa, 2011).

Social networks are gaining more and more attention in the field of recruitment. They play
an important role in the recruitment strategy of companies (Alleyene, 2011). About 40% of
recruiters actively use social networks for recruitment and 46% of recruiters planned to start
using them in the coming year (Jobvite, 2015). The use of social networks for recruiting
purposes is directly proportional to the size of the companies (Forum for In-house Recruitment
Managers, 2019). Around 72% of companies already use social networks to recruit specialists
and managers (Dannhéuser, 2015). Other statistics, e.g. according to Jobvite (2016) show that
48% of the candidates surveyed used social networks, especially Facebook, to find their last
job. According to Talent Works (2017), 83% of candidates are active on Facebook, 40% on
Twitter, and 30% on LinkedIn. However, Facebook is used by recruiters only in 55% of cases,
most recruiters still occur primarily on LinkedIn, up to 87% (Talent Works, 2017). The above
statistics show a discrepancy between the use of the social networks by candidates and
recruiters. Instagram has not yet been mentioned in the above list of social networks in
recruitment, because this network is used mainly by younger generation (Jobvite, 2017).
Another survey showed a very relevant differences in the rate of usage for each of these
networks in three different geographical regions of the study. While 93 % of the North
American human resources professionals and hiring managers surveyed said they used
LinkedIn for recruitment purposes, this figure went down to 42 % and 32 % for the human
resources professionals and hiring managers located in Europe and Asia-Pacific. The North
American human resources professionals use Facebook in 34 %. In contrast, the European and
Asia Pacific hiring managers use Facebook much more often - 62% and 75%. In North America
(18%) and in Europe (35%) Twitter is the least used social network in recruiting (Alleyne,
2011). Within the available information regarding data describing the analysed phenomenon in
the Czech Republic and Slovakia, much higher percentage data on the use of social networks
by companies are presented, but this is due to the fact that the data describe e-recruitment, not
only social recruitment itself (Kozmova, 2018).

Social networks have a high potential to improve not only social recruiting, but also
traditional forms of recruiting through screening. Screening can be defined as finding additional
information about a candidate that is not included in his/her Curriculum Vitae. Screening of
candidates on social networks allows human resource professionals access to personal
information about the candidate, often information of a private nature that has little to do with
the performance of work (Caers and Castelyns, 2011). This information is also obtained without
the candidate's consent (Jones et al., 2012). Human resources professionals believe that on
social networks the candidate has no reason to style himself/herself in the role of a desirable
job seeker. In this way, they hope to obtain more accurate information about the candidate's
personality. However, on social networks, the candidate also stylizes, only for other reasons.
For example, he/she tries to impress his/her friends. Thus, the use of social networks in
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screening may have the opposite effect than that for which it is used. Rather than finding more
accurate information about the candidate, it can lead to prejudice and discrimination against the
candidate (Davidson et al., 2011, Jeske and Shultz, 2016). However, most authors report the
positive impact of screening, but also agree that the use of social networks in screening remains
an unresolved area with a number of potential legal implications. (Davidson et al., 2011, Jones
et al., 2012, Blacksmith and Poeppelman, 2014).

3. Methodology

The aim of the paper is to find out whether the preferred form (traditional vs. e-recruitment)
has an impact on the success of the whole recruitment process. The causal relational hypothesis
was established to answer the research statement as follows. There is no statistically significant
relationship between the preferred form of recruitment and its impact on the whole recruitment
process.

By testing causal hypotheses, researchers not only test their hypotheses or theories about the
relevant phenomenon of science, but also find answers to practical questions about whether or
not the intervention has the expected effect. However, researchers go beyond the simple reason
for the cause and effect of a relationship and try to understand what bridges causality (Rose et
al, 2004, Amery and Zumbo, 2008). A number of authors (Liu et al., 2020, Ma et al., 2020,
Zhao et al., 2020) pay close attention to the moderating variables in research. Moderator is a
qualitative or quantitative variable that affects the direction or intensity of the relation of a
predictive variable (independent) and another dependent one (MacKinnon, 2008). Specifically,
in the analysis, the moderation corresponds to individual differences or situational conditions,
which change the relation initially proposed between two other variables (Edwards & Lambert,
2007). The relation can be specified according to the Figure 1.

Figure 1: Conceptual Model of Simple Moderation

M

Source: Hayes (2013)

In a formal statistical model of this nature, the relation involves independent variable,
moderator and dependent variable, according to the following equation

Y=i+cX+ M+ csXm+ ¢, (1)

Where i is the regression intercept, eY is the error when estimating Y and c1, ¢2, and ¢3
correspond to the main effect of the independent variable X on Y, main effect of M on Y, and
interaction effect between X and M on Y, respectively. This last one is used to check the
moderation effect of M on the relation between X and Y. The proposed model can be used with
independent and moderating variables and qualitative and non-qualitative variables (Prado et
al., 2014).
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In our research and in accordance with the hypothesis between the independent variable X
(preferred form of recruitment) and the dependent variable Y (the success of the whole
recruitment process), the variable M will be the use of social networks in the preferred form of
recruitment. This is based on the literature review according to which it is possible to state that
social networks can affect not only the e-recruiting but also the traditional one. Respondents
could rate the success of the whole recruitment process with a 5-point Likert scale, where 1 was
the lowest level (very poor) and 5 was the highest one (excellent). Respondents had the
opportunity to choose from the answers always, occasionally and never in the answering of the
question about the frequency of using social networks within the preferred form of recruitment.

Statistical hypothesis testing as well as moderation was performed on the whole sample,
which consisted of Czech and Slovak human resources professionals and hiring managers. An
index, was used to observe discrepancies between the countries studied. It is an expression that
measures each value based on its relative significance to the other values in the table. The index
indicates the relative significance of a particular value in a pivot table cell (nij) relative to other
cells and the total number of responses (n). The index calculates the weigh that an item
contributes to the overall total. The index compares each value to its row total, its column total,
and the overall total, using a weighted average (Dalgleish, 2007). Put simply, the index
expresses the degree of protrusion or backwardness in a given sample. That is, how much the
index for a particular cell loses to or exceeds number 1. If all values in the pivot table were
equal, each value would have an index of 1. If an index is less than 1, itis of less importance in
its row and column. If an index is greater than 1, it is of greater importance in its row and
column (Dalgleish, 2008). The formula for calculating the index is as follows.

Index = 2% (2)
n.jxni.
where nij is frequencies in the pivot table;
n is sum of all frequencies in the pivot table;
n.j is sum of frequencies in pivot table rows;

ni. is sum of frequencies in pivot table columns (Dalgleish, 2007).

The survey was conducted in May 2020 by means of the CAWI method on a representative
sample of Czech and Slovak recruiters. The CAWI method (Computer Assisted Web
Interviewing) is interviewing using websites, portals and also emails. The size of the
representative sample was determined by the following equation.

> to?x p x(1—p)

" 3)

Where n is the minimum number of respondents;
ta is the critical value of the normal distribution at significance level o = 0.05;
p s the likely sample proportion, expressed as a decimal;
d isthe confidence interval, expressed as a decimal (Moravcikova et al., 2017).

The confidence level was set at 95%. The critical value of the normal distribution at
confidence level o = 0.05 was 1.96. This is based on the fact, that % of the area of the normal
distribution is within 1.96 standard deviations of the mean. For those cases where the likely
sample proportion was not known, p was set at 50%. The confidence interval was set at 8%. In
order to conduct a survey of the impact of preferred form of recruitment on the success of the
whole recruitment process also with the moderation, it is necessary to provide a sample of at
least 150 respondents.

69 ISSN 1337-0839 (print) / 2585-7258 (online)



The social recruitment as a new opportunity

in the Czech Republic and Slovakia

Authors: Lubica Gajanova, Margareta Nadanyiova,
Mihaela Musat and Alexandru Bogdan

4. Results

The role of statistical inference is to decide on the basis of information on the available
choices whether to accept or reject certain hypotheses with respect to the basic sample set. In
order to do so, we proceeded in accordance with the methodology of statistical hypothesis
testing, which consists of the following steps: Formulation of the null hypothesis
(HO); Formulation of the alternative hypothesis (H1); Determination of the level of
significance (a); Calculation of test statistics and probability; and Conclusion (Rimar¢ik, 2007).
To calculate the test statistics for the hypothesis, IBM SPSS Statistics software was used
(Table 1). Because the primary data in this research is of a nominal nature as well, the test
statistic is a Chi-square test of independence.

Table 1: Chi-Square Test

Value df Asymptotic Significance (2-sided)
Pearson Chi-Square 8.4452 4 0.077
Likelihood Ratio 8.685 4 0.069
Linear-by-Linear Association 5.069 1 0.024
N of Valid Cases 150

a. 0 cells (0,0%) have expected count less than 5. The minimum expected count is 5.44.
Source: authors according to SPSS

A significance level was determined at 0.05 and corresponded to a 95% confidence
interval. Based on the comparison of the significance level with the P-value (Asymptotic
Significance), the null hypothesis was confirmed, so there is no statistical dependence
between the variables examined (the preferred form of recruitment and the success of the whole
recruitment process).

Despite the non-confirmation of the dependence between the examined variables, we can
find out the internal structure of the answers in order to determinate the differences between the
respondents from individual countries. Table 2 provides an overview of the number of
responses (N), percentage (%) and calculated index of responses in a specific target group
(Czech and Slovak recruiters) for a particular item (preferred form of recruitment).

Table 2: Pivot table of responses (Country/Preferred form)

Country/Preferred form Traditional recruitment E-recruitment

N % Index N % Index
Czech republic 25 39.68 0.8754 38 60.32 1.1034
Slovakia 43 49.43 1.0903 44 50.57 0.9251

Source: authors

The use of e-recruitment predominates among Czech recruiters according to the results of
the internal structure, in contrast to the Slovak ones, which prefer the traditional forms of
recruitment. Table 3 provides an overview of the number of responses (N), percentage (%) and
calculated index of responses in a specific target group (Czech and Slovak recruiters) for a
particular item (success of the whole recruitment process).

The results of the evaluation of the success of the entire recruitment process do not show a
clear difference in the comparison of the examined countries. The answers of Czech recruiters
are unbalanced as data with a value greater than 1 are significant, i.e. very poor, above average
and excellent. The answers of Slovak recruiters were more consistent, they leaned towards
neutral respectively a very positive success.
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Table 3: Pivot table of responses (Country/ Success of the whole recruitment process)

Success of the whole Czech 0republlc SIo:)/akla

recruitment N % Index N % Index
1 - very poor 7 11.11 1.3889 5 5.75 0.7184
2 - below average 15 23.81 0.9921 13 24.14 0.8005
3 - average 15 23.81 0.7441 33 37.93 1.1853
4 - above average 13 20.63 1.1054 15 17.24 0.9236
5 - excellent 13 20.63 1.19048 21 14.94 1.0649

Source: authors

The results of the evaluation of the success of the entire recruitment process do not show a
clear difference in the comparison of the examined countries. The answers of Czech recruiters
are unbalanced as data with a value greater than 1 are significant, i.e. very poor, above average
and excellent. The answers of Slovak recruiters were more consistent, they leaned towards
neutral respectively a very positive success. Table 4 provides an overview of the number of
responses (N), percentage (%) and calculated index of responses in a specific target group
(Czech and Slovak recruiters) for a particular item (Using the Social Networks in the preferred
form of recruitment).

Table 4: Pivot table of responses (Country/Using the Social Networks)

Using the Social Czech republic Slovakia

Networks/Country N % Index N % Index
1 - always 19 30.16 1.0771 23 26.44 0.9441
2 - occasionally 26 41.27 1.0147 35 40.23 0.9893
3 - never 18 28.57 0.9119 29 33.33 1.0638

Source: authors

According to the internal structure of responses based on the country and using the Social
Networks in the preferred form of recruitment, we can clearly determine that Czech recruiters,
unlike Slovak recruiters, clearly use social networks in the preferred form of recruitment.

Based on the summary of data from Tables 2 to 4, it is not possible to determine whether the
social networks themselves have an impact on the success of the overall recruitment process.
For this reason, it is justified to examine the effect of social networks on the success of
recruitment using moderation analysis. IBM SPSS statistical software was used to test
moderation effect by PROCESS, a tool developed for conditional process modelling in SPSS.
In analyse presented below, the significance of the moderating effect was obtained by
computing 95% confidence intervals using 5 000 bootstrap samples. The calculation is
presented in Figure 2.

71 ISSN 1337-0839 (print) / 2585-7258 (online)



The social recruitment as a new opportunity

in the Czech Republic and Slovakia

Authors: Lubica Gajanova, Margareta Nadanyiova,
Mihaela Musat and Alexandru Bogdan

Figure 2: Calculation of Moderation
Model: 1
Y: Success of whole process
¥: Preferred form
W: Social Networks

Sample
Size: 150

A A A A A A A A A A A A A A A A A A A r A A A A A A A A A v A A v A A v A A v A A v A v A v v v v v ov v d v

COUTCCOME VARIABLE:
Success of whole process

Model Summary

E E-s5g MSE F dfl dfz &
,8431 , 7108 44597 119,6711 3,0000 146,0000 , 0000

Model
coeff se t & LLCT ULCT
constant -, 5956 4962 -1,2002 r 2320 -1,5763 r 3851
Pref. form , 7863 ;3111 2,5272 , 0126 1714 1,4012
Social Net. 1,7733 23862 71,5085 , 0000 1,3066 2,2401
Int 1 -, 2922 1444 -2,0229 , 0449 -, 5776 -, 0087

Froduct terms key:
Int 1 : Preferred form = Social Networks

Test(s) of highest order unconditional interaction(s):
EZ-chng F dfl dfz P
AW L0081 4,0622 1,0000 146, 0000 , 0449

Source: authors according to SPSS

The results of the analysis begin with summary of the chosen model (Model 1 - simple
moderation model), the established variables (independent X, dependent Y and moderator W)
and the sample size. Various indicators of calculation are presented in the Model Summary.
The R-sq and p-value indicators, which present the high quality of the regression model, have
the greatest explanatory power. The Model section presents the results of performing of three
different linear regression analyses. The first one expresses the influence of the independent
variable (X) on the dependent variable (Y). The second linear regression demonstrates the effect
of the moderating variable (W) on the dependent variable (). The third and most important
interaction (Int_1) is automatically generated based on the effect between the independent
variable and the moderating variable (XW) on the dependent variable (). At the significance
level a = 0.05, social networks represent a positive moderator of the relationship between the
variables X and Y. This clearly confirmed the importance of using social networks in both
preferred forms of recruitment due to their positive impact on the success of the whole
recruitment process in the Czech Republic and Slovakia.

5. Discussion

Although the literature demonstrates various forms and channels in recruitment process in
the companies, these claims are not well documented from the point of view about their impact
on the welfare of the whole recruitment process. The aim of the paper was to find out whether
the preferred form (traditional vs. e-recruitment) has an impact on the success of the whole
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recruitment process. The dependence between the examined variables was not confirmed. From
which we can deduce that the parallel use of traditional forms of recruitment together with e-
recruitment is justified in the Czech Republic and Slovakia and this situation correlates with
research presenting the coexistence of the application of tools using and not using the Internet.
(Rabe, 2020, Mishra and Cuman, 2019, Awdu et al., 2019, Social Talent, 2016, Sekaquaptewa
etal., 2019, Bazan et al., 2019, Hlavackova, 2018, Grant Thornton, 2019). The aim of the paper
was also to analyse the current state and opinion of human resources managers in the field of
recruitment in the Czech Republic and Slovakia, based on the fact that the phenomenon is
addressed by a minimum number of research in the monitored area and their results cannot be
compared due to different approaches in acquiring of data.

Unambiguous results of comparison based on internal structure of answers show that the
use of e-recruitment predominates among Czech recruiters, in contrast to the Slovak ones,
which prefers the traditional forms of recruitment such as internal sourcing, recommendations
of current employees, contracting employees already during the study at vocational schools and
universities (Giannantonio et al., 2019, Awdu et al., 2019, Sekaquaptewa, 2019). According to
the internal structure of responses based on the country and using the social networks in the
preferred form of recruitment, we can clearly determine that Czech recruiters, unlike Slovak
recruiters, clearly use social networks in the preferred form of recruitment. In this way, Slovak
recruiters showed distrust of social networks and thus manifested themselves as human
resources managers, who again and again underestimate the complexity and possibilities of
recruitment through social media, and therefore do not deal with this entity intensively enough.
(Dannhéuser, 2015). Whereas foreign research presents social networks as a common tool for
finding candidates (Keleher, 2020, Jobvite, 2016). The results of the use of social networks in
the analysed countries point to the situation that up to one third of the respondents do not use
social recruiting at all. And so our assumption was confirmed that the researches in the Czech
republic and Slovakia erroneously state high values due to the fact that the data describe e-
recruitment, not only social recruitment itself. (Kozmova, 2018). The unambiguity of the
answers among the representatives of the analysed countries was no longer in the evaluation of
the impact of the preferred form of recruitment on the overall success of it. While Czech
respondents provided answers at both limits of the assessment scale and thus demonstrated
inconsistencies of opinion, Slovak recruiters evaluated the influence of the preferred form of
recruitment on its success, especially in the neutral or excellent level. From the information
obtained in this way it is not possible to deduce the very effect of social networks on the success
of the recruitment process and because social networks in their essence have a high potential to
improve not only e-recruiting, but also traditional forms of recruitment, so we have expanded
the research in this paper by including the moderation analysis, which clearly confirmed the
positive impact of using social networks on the whole recruitment process in the Czech
Republic and Slovakia. So this paper strengthens the justification for the use of social
recruitment and thus there is a consensus with other sources that have recently identified an
enormous increase in the use of social networking tools to recruit the employees (Briscariu,
2019, Muduli and Trivedi, 2020, Vetrakova et al., 2018, Bartakova et al., 2017).

6. Conclusion

Demographic change, low unemployment, globalization and increased competition make it
difficult for businesses to retain and hire suitable employees. For these reasons, finding
potential candidates on the Internet is becoming increasingly important for recruitment, and in
recent years, in this context, much attention has also been paid to social networks. Under the
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current conditions, the use of exclusively traditional means of recruiting and reaching
employees is insufficient. Today, it is no longer possible to rely on only one source of
candidates, but it is necessary to engage and learn to use new resources, the most accessible of
which are social networks. Today, social networks are an important source of information about
potential job seekers and a place to look for suitable job candidates. Our study clearly confirmed
the importance of using social networks in both preferred forms of recruitment due to their
positive impact on the success of the whole recruitment process in the Czech Republic and
Slovakia. In our paper, we did not deal with the forecast of the development of the
unemployment rate due to COVID-19 disease, which may represent a limit of research.
However, Nassim Nicholas Taleb, an expert in the field of probability, does not consider the
COVID-19 disease as a black swan but as a somehow preventable event. In addition, in the
countries studied, the problems with a shortage of skilled workers are not only due to low
unemployment rate. The questionnaire survey was conducted only in the presence of a
geographically limited population. This was done to find out the parochialism of Czechs and
Slovaks. From a certain point of view, it may represent another limitation to this paper. It can
be removed if the research results will be subsequently verified and compared in an
international environment. If these barriers were removed, more accurate results could be
achieved.
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