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Actual trends in the recruitment process
at small and medium-sized enterprises
with the use of social networking

Abstract

Scientific and technological progress has influenced all areas of public life, as well as human resources management. Modern
technologies enable us to obtain information easily and effortlessly. Recruitment is a process which aims to ensure a sufficient
number of suitable candidates on time and at the lowest cost. In addition to classic methods used by enterprises in the recruiting
process, new ways have been gradually developed. These modern methods include social networks which are currently used
by almost everybody.

Our purpose is to define the potential and usability of social networks for employers at small and medium-sized enterprises. The
authors of the article used a questionnaire to collect research data in 2016. The sampling unit consists of university students
and graduates because young people mostly use social networks, in particular to search for available jobs. A total of 392
respondents were involved in the research including 211 respondents from Slovakia and 181 respondents from other countries.
The respondents were university students and graduates from 16 Slovak universities and 24 foreign universities established in
Austria, Great Britain, Hungary, ltaly, Lithuania, the Netherlands, Poland, Sweden and the USA.

Following the outcomes of the research, there exist statistically significant differences mainly between the use and evaluation
of social networks, which are relevant to the perception of advantages and use of social networks while searching for jobs by
Slovak and foreign university students and graduates. All the respondents see advantages and the potential of social networks
in the case when such networks are used to search for jobs.

Based on the results obtained, we may conclude that the social networks which recruiters in Slovakia should focus on when
looking for employees include Facebook, Google+, Pokec, Skype and YouTube. In addition to classic methods of recruiting
applicants, HR specialists should use the aforementioned social networks. The reason is that these social networks are the
most used in Slovakia. Social networks provide great potential and are increasingly used by recruiters, too.

At the same time, we found that only 3.32% of the Slovak respondents significantly use social networks in their search for jobs.
The most frequent answer was searching for jobs through friends’ recommendations. This option was used by 52.13% of the
Slovak and 62.43% of the foreign respondents. The evaluation of social networks by the Slovak and the foreign respondents was
not statistically significant. However, a significant difference was observed in the evaluation of advantages of social networks
mainly in the «low time consumption», «a lot of information in one place», «availability» and «quick feedback». Such advantages
were crucial for the Slovak respondents. As part of the future potential of social networks, the opinion of the Slovak and the
foreign respondents was highly similar.

Social networks have growing popularity since the time they were launched. When respondents use social networks to search
for a job, they turn to their friends who can help them to find suitable employment or they use websites where vacancies are
presented. However, it also depends on employers who have begun to use social networks as a quick way to reach potential
applicants by offering eye-catching employment. In order to attract potential applicants, we recommend employers to place job
offers in social networks. Now they are widely used and we expect that the impact will continue to grow.

Keywords: Social Networks; Recruiting; Employee; Employer; Headhunter; University; Students; Graduates; LinkedIn; Twitter;
Chi-square Statistics
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ManTiHkoBa BapTakoBa I.

KaHOmMaaT eKOHOMIYHUX HayK, AoLeHT, YHiBepcuteT KomeHriyca B Bpatucnasi, Bpatncnasa, Cnosaupka Pecny6nika

I'y6iHboBa K.

KaHOmaaT eKOHOMIYHUX HayK, AoLeHT, YHiBepcuteT KomeHriyca B bpatucnasi, bpatncnasa, Cnosaupka Pecny6nika

BpTkoBa 1.

acnipaHTka, YHiBepcuTeT KomeHiyca B bpatucnasi, Bpatucnasa, Cnosaubka Pecny6nika

lFitka M.

KaHauaaT eKOHOMIYHMX HayK, OOLEHT, TexHi4Hul yHiBepcuTeT y 3BoneHi, 3soneH, Cnosaubka Pecny6nika

AKTyanbHi TeHAeHLUii Ha6opy NepcoHany Ha Manux i cepegHix NiANPUEMCTBaX i3 BAKOPUCTAHHAM coLjialibHUX MepeXx
AHoTauifl. HaykoBO-TEXHIYHUIA NPOrpec BrMBaEe Ha BCi cepu CyCnilbHOro XUTTS, 30KPEMa N Ha yNpasniHHA JOACBKUMUA
pecypcamn. CyyacHi TexHosnorii 4O3BONAIOTL NErko oTpuMmyBaTy iHbopmauito. Habip nepcoHany — ue npouec, CnpsMoBaHuin
Ha 3abesnevYeHHs MignpMeEMCTBA LOCTATHLOK KiNbKICTIO NPUAATHUX ONS BUKOHAHHSA OOOB’A3KIB OCI6 y HaneXHuin 4ac 3a
YMOBU HalMeHLWnx ciHaHcoBMX 3aTtpaTt. Pasom i3 KnacuyHuMyM MeToouKamuy PEKPYTUHIY, SIKi BXe 3aCTOCOBYHOTbCS Ha
nignpuemMmcTeax, NOCTYNoBO 3’ABNSAOTLCA HOBI cnocobu Habopy nepcoHany. Lli cydacHi metogn nepenbadvatoTb 3anyyeHHs 0o
NpoLeCy PEKPYTUHIY MOXMBOCTEN CoLianbHUX MEePeX, SKi CbOrodHi LMPOKO BMKOPUCTOBYOTLCH. MeTa Liei poboTu nonsirae
y BM3HA4YeHHi NOTeHUjiany coujianbHNX MeEPEX Ta 3PYHHOCTI iX BUKOPUCTaHHS B NpoLeci Habopy nepcoHany Ha Mannx i cepegHix
nignpuemcTeax. Ons Toro, wob 3sibpatn iHdhopmaLito, HeobXiaHY ANna NpoBedeHHsA AocniokeHHs, y 2016 poui aBTopu cTaTTi
npoBeny onuTyBaHHs. Bubipka cknagaeTbes 3i CTYAEHTIB | BUMYCKHUKIB YHIBEPCUTETIB, OCKINIbKM ANS MOLLYKY BakaHCiii Monogi
JIOON BUKOPUCTOBYIOTb MEPEBaXKHO coLjasibHi Mepexi. 3aranom y OoCnigKeHHi B3snun ydacTb 392 pecrnoHAeHTH, cepen SKux
214 oci6 6ynu 3i CnoBa44mHu, a pewwTa (181 ocoba) penpesdeHTyBanu iHWi kpaiHu. PecnoHgeHTamu 6ynu npegctaBHuKM 16-
TV cnoBaubkux Ta 24-x 3apyb6ikHUX yHiBepcuTeTiB 3 ABCTpIi, BennkobpuTanii, YropwwHi, ITanii, Jintei, Hinepnangis, MonbLui,
Leeuji Ta CLUA. Pe3synstaTi nNpoBefeHOro AOCHIOKEHHS [OBOAATb, L0 CTATUCTUYHO 3Hayylli BiAMIHHOCTI CTOCYOTbCSA
nepeBa>kHO BUKOPUCTAHHS M OLHKU couianbHUX MepeX Ta BKasyloTb Ha MepeBarn BUKOPUCTAHHSA TakMxX Mepexx Afs MOLyKy
pO6OTY CTYAEHTaMN CNOBaLbKNX YHIBEPCUTETIB, a TaKOXK CTYAEHTaMM BULLMX HaBYaNbHUX 3aKnagis iHWMX KpaiH. byno 3apobneHo
BMCHOBOK, LLIO NepeBary  NoTeHLian BUKOPUCTaHHSA CoLianbHNX MEPEX OJ1A MOLLYKY BakaHCii pO3yMiloTb YCi PECNOHAEHTN.
Knto4oBi cnoBa: coujanbHi Mepexi; Habip nepcoHany; npauiBHNK; poboToaaBeLb; PEKPYTUHIOBUIA areHT; YHIBEPCUTET; CTYOEHTY;
BUNYyCKHUKY; LinkedIn; Twitter.

ManTtuHkoBa BaprakoBa I

KaHauaaT 3KOHOMUYECKUX HayK, AoueHT, YHuBepcuteT KomeHnyca B Bpatucnaee, BpaTtucnaea, Cnoaukas Pecnybnvka
ly6uHeBa K.

KaHamaaT 3KOHOMUYECKMX HayK, OoueHT, YHuBepcuteT KomeHunyca B bpatucnase, Bpatucnaea, Cnosaukas Pecnybnvka
BpTkoBa 1.

acnupaHTka, YHusepcuteT KomeHuyca B BpaTucnase, bpatncnasa, Cnosaukasa Pecny6nvka

Mitka M.

KaHanaaT 3KOHOMUYECKUX HayK, AOLEHT, TeXHnYecKuin yHnBepcuTeT B 3BoneHe, 3BoneH, Cnosaukas Pecnybnuka
AKTyanbHble TeHAeHLMN Habopa nepcoHana Ha MasblX U CpefHUX NPeanpUAaTUSaX C UCNONb30BaHUEM COLMaNbHbIX ceTel
AHHOTauma. HayyHO-TEXHNYECKMIA NPOrpecc BAUSIET Ha BCe cdpepbl 06LLECTBEHHOM XXU3HW, B TOM YUCIE N HA ynpasieHne
Yyenose4vecknmn pecypcamu. CoOBpEMEHHbIE TEXHOMOMMN MO3BOAAIOT NErko nonyyatb MHgopmauuo. Habop nepcoHana —
3TO MpPOLECC, HaMnpaeBNeHHbIN Ha obecneYveHne NpPeanpuaTuS AOCTAaTO4YHbIM KOJIMYECTBOM UL, MPUrOAHbIX ANS BbINOMHEHNS
06A3aHHOCTEN B Hagnexallee Bpems Mpu HaMMeHblMX (UHAHCOBbIX 3aTpatax. Bmecte ¢ knaccuyeckmmu metogamu
PEKPYTMHIa, KOTOPbIE Y>KE NPUMEHSIIOTCA Ha NPeanpUSTUSIX, MOCTENEHHO NOABNSIOTCS HOBbIE CNOCO6bLI HAGopa NepcoHana. dTu
COBpPEMEHHblE METOAbI MpenycMaTpuBaloT 3a4eCTBOBaHE B MPOLIECCEe PEKPYTUHIA LUMPOKO UCMOSMb3YEMbIX BO3MOXHOCTEN
coumanbHbix ceTeil. Llenb gaHHol paboTbl 3aknoyaeTcs B OnpedesnieHnn noTeHumana coumanbHbiX ceTeln u ygobctea ux
MCnonb30BaHUss B Mpouecce Habopa nepcoHana Ha Manbix U cpegHux npeanpusatusx. C uenbio cobpaTb MHGopmMaumio,
HeobxoouMmyto 4Ns NpoBeaeHns nccneposaHmus, B 2016 rogy aBTopbl CTaTby NPoBeny onpoc. Beibopka cocTonT U3 CTyLEHTOB U
BbIMYCKHVNKOB YHWBEPCUTETOB, MOCKOJbKY A5t MOMCKa BakaHCU Mosiofple IIogu UCMofb3YOT NPEUMYLLECTBEHHO CoLMalbHbIe
ceTun. Bcero B uccnegoBaHuy NpuHsann ydactme 392 pecnoHpeHTa, 13 Kotopbix 214 yenosek 6binn n3 Cnosakuu, a ocTanbHble
(181 4enosek) npepcTaBnsnu gpyrne crTpaHbl. PecnoHgeHTamu 6binv npeactaButen 16-Tu cnosauknx 1 24-x 3apy6edxHbIX
YHUBEpCcUTETOB 13 ABCTpUK, Benukobputanum, BeHrpum, itanuu, Nlutesl, HugepnaHgos, Monbwwu, LLseunn n CLLA. Pe3ynstatsl
NPOBEOEHHOIO UCCEQOBaHNS [OKa3bIBAIOT, YTO CTAaTUCTUYECKN 3HAYMMble Pasnnyns KacaloTcsi B OCHOBHOM MCMNOMb30BaHNSA U
OLEHKUN coUMalibHbIX CETEN M yKa3blBalOT Ha NMPEVMYLLECTBA NX UCMOML30BaHNA AN novcka paboTbl CTyAeHTaMn CloBaLKux
YH/BEPCUTETOB, @ TakXXe y4alLMUCS BbICLUNX y4ebHbIX 3aBefeHUn apyrnx cTpaH. bbin caenaH BbiBoA, YTO NpenmyLlecTsa n
noTeHUman Ncnonb30BaHUs ColmanbHbIX CETEN AN MoMCcKa BakaHCUiA NOHMMaIOT BCE PECMOHAEHTHI.

KnioueBble cnoBa: couuanbHble CeTu; Habop nepcoHana; paboTHUK; paboToaaTtenb; PEKPYTUHIOBbIN areHT; YHUBEPCUTET;
CTygAeHTbl; BbinyckHuKY; LinkedIn; Twitter.

1. Introduction and Brief Literature Review

Reality confirms that today’s world changes quickly and
considerably [1-2]. Following the widespread prevalence of
the Internet in the 1990s, social networking sites have flou-
rished in popularity [3]. Social media have quickly become
an integral part of people’s personal and professional life [4].
Social networks are a very effective communication chan-
nel when looking for employees in this digital age. The Inter-
net as a new medium is used mainly by the youth popula-
tion [5-6]. Enterprises are aware of the potential of social net-
works, which is why they build their own closed but also open
communities in them [7-8]. It is an innovative way to offer and
find employment. Numerous studies [9-13] have examined the
possibility of using social media for participant recruitment.
However, according to Olexova [14], social networks are a
more supportive than dominant tool for recruiting employees.
User profiles are an essential element of social networks [15].

Registered users of social networks can create personal (or
company), public or partially public profiles; they can commu-
nicate and share information, pictures, videos, chat and use
many other services [16].

Traditional in-person recruitment methods often involve
visiting schools, however, recruiting employees by using
modern tools of information and communications technolo-
gies is not exceptional these days [17]. The reason is that em-
ployees are an effective source of activities in the enterprise
and, together with good reputation, represent the strengths
and competitive advantages of companies [18-20]. It is con-
firmed by Aguado, Rico, Rubio and Fernandez (2016) [21],
that human resource professionals are increasingly using so-
cial networking websites for personnel recruitment and se-
lection processes. The competitive fight is forcing busines-
ses to bring new ideas, products or services to the market,
therefore, companies have not remained oblivious to such
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changes and have started using social networking websites
to increase their competitiveness [22-24]. A Spanish survey
presents that LinkedIn (77%), Twitter (29%) and Facebook
(24%) are used for recruitment and selection [25]. Many com-
panies use registration to social networks as a tool to attract
new employees, where applicants can send their questions
and receive regular updates on job offers and internships [26].
One of such social networks, which specialises exclusively in
creating professional relationships, is LinkedlIn. It is a profes-
sional web network which, according to a research conduc-
ted by the Society of Human Resource Management in 2014,
was used by 95% of the 541 surveyed HR specialists recrui-
ting passive applicants [27]. According to Ollington, Gibb and
Harcourt (2013) [28] who researched the opinions of 25 re-
cruitment specialists from New Zealand, LinkedIn is the most
popular network for finding and attracting applicants. Appli-
cants can publish a short message about themselves or in-
formation with an external link for more detailed information
on education, experience, skills, etc. through another social
network, which is Twitter. A wide variety of studies have al-
ready been conducted using Facebook as a platform for re-
cruitment [29], however there are many other social networks
and applications around the world which enable a more di-
rect and faster connection between the employer and the po-
tential employee. These include, for example XING social net-
work, Craigslist and Plaxo or BranchOut application [30-32].

2. Purpose of the Study and Methodology

The purpose of the questionnaire research, carried out
in 2016, was to define the prospects and usability of social
networks for employers at small and medium-sized enterpri-
ses when recruiting employees. The research was especially
aimed at selected university students and graduates in Slova-
kia and abroad because they are the people who use social
networks most, in particular to search for employment when
they have completed their studies. A total of 392 respondents
were involved in the research including 211 respondents from
Slovakia and 181 respondents from other countries, such as
Austria, Great Britain, Hungary, Italy, Lithuania, Netherlands,
Poland, Sweden, USA, structured according to Table 1.

Most students and graduates from foreign universities who
took part in the research came from Lithuania (104; 57.46%),
Great Britain (29; 16.04%) and the USA (22; 12.15%). The other
respondents who took part were from Poland (6; 3.31%), the
Netherlands (5; 2.76%), Italy (5; 2.76%), Hungary (4; 2.21%),
Austria (4; 2.21%) and Sweden (2; 1.10%).

To distribute the questionnaire, we used
Facebook and Pokec, as well as websites
of universities in Slovakia and abroad. The
STATISTICA 12 program (Dell, Oklahoma
City, Oklahoma) was used to process data.
The purpose was to consider if the structure
of the responses by Slovak respondents to
individual questions was statistically signifi-
cantly different from the structure of the re-
sponses by foreign students. To consider
the difference, we used the method of con-
tingency tables and Chi-square statistics in
the contingency tables. The statistical signi-
ficance of differences in preferences of Slo-
vak and foreign university students and gra-
duates was established through the p-value
significance level (p-level).

If p > 0.05, then there is no statistically
significant difference between the opinions of
Slovak and foreign respondents.

If 0.01 < p < 0.05, then the difference be-
tween the opinions of Slovak and foreign re-
spondents is of small statistical significance.

If 0.001 < p < 0.01, then the difference
between the opinions of Slovak and foreign
respondents is of medium statistical signifi-
cance.

If p < 0.001, then the difference between
the opinions of Slovak and foreign respon-
dents is of large statistical significance.

The highly statistically significant difference is shown in
bold in the following tables.

3. Results

Among all the analysed social networks (Facebook,
Google+, Haboo, ICQ, Linkedin, MySpace, Netlog, Pokec,
Skype, SkyRock, Tuneti, Twitter, Twoo and YouTube), Facebook
was the most used social network. It was used by 98.58% of
the Slovak students or university graduates and 98.34% of the
foreign students or university graduates. YouTube was the se-
cond most used social network. It was used by 81.04% of the
Slovak and 85.64% of the foreign respondents. The highly sta-
tistically significant difference (p < 0.001) was observed in the
use of Google+, LinkedIn, MySpace, Pokec and Twitter. If com-
pared to the foreign respondents, the Slovak respondents used
Google+ and Pokec more frequently. LinkedIn, MySpace and
Twitter were preferred by the foreign students and university
graduates.

In addition to functions such as chatting, playing games,
relaxing, obtaining information, personal presentation
through statuses and content sharing (photos, videos, etc.),
we examined how intensively the respondents used social
networks in their search for jobs (Table 2). The respondents
could indicate whether they use social networks significant-
ly, on average, occasionally or never. The highly statistically
significant difference was found in the «significantly» option
(p < 0.001). Only 3.32% of the Slovak respondents signifi-
cantly use social networks in their search for jobs. The ma-
jority of the respondents only occasionally used social net-
works for this purpose.

Further, we were interested in the way the respondents
used social networks in their search for jobs (Table 3). They
could choose from the following options: fan sites, friends’
recommendations, advertising banners, specific applications,
particular company websites, HR specialist profiles and the
«| do not use social networks» option as a last resort. The
most frequent answer in both surveys was searching for jobs
through friends’ recommendations. This option was used
by 52.13% of the Slovak and 62.43% of the foreign respon-
dents. The second most frequent option indicated by appli-
cants was the use of a particular company’s websites. We did
not notice any statistically significant differences in this an-
swer. The options, such as fan sites and HR specialist profiles,
were popular neither in Slovakia, nor abroad. For the «adver-
tising banners» option, we noticed only small statistically sig-
nificant differences in the use (p = 0.004). This option was not

Tab. 1: Composition of the research sample

Source: Own research

Tab. 2: Intensity of using social networks in a job search

Source: Own research
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popular as well. The statistically significant diffe-
rence (p = 0.000) was observed in the case of not
using social networks. The results show that social
networks as one of the job search options in Slova-
kia are used as much as abroad.

The participants in both surveys said that so-
cial networks as a tool for job search are perceived
as less trustworthy. This option was indicated by
58.77% of the Slovak and 54.14% of the foreign
students and university graduates. The results ob-
tained and presented in Table 4 show a small statis-
tically significant difference (0.01 < p < 0.05).

Further, we investigated what advantages the
respondents saw in social networks as a tool for job
search (Table 5). The statistically significant diffe-
rence was observed in the «low time consumption»,
«a lot of information in one place», «availability» and
«quick feedback» options. A greater number of Slo-
vak respondents saw advantages in all those op-
tions, even though such a method of searching for
a job was not much used by them. For the «con-
venience» and «no advantages» options we did not
notice any statistically significant differences in the
opinions of the Slovak and the foreign students and
university graduates.

Finally, we examined the potential of social
networks for the future (Table 6). The respondents
who took part in both surveys responded similar-
ly. Based on the results obtained, we can conclude
that both the Slovak and the foreign students and
university graduates see the potential in this job
search method.

The use of social networks is non-negligible
in recruiting employees, because the strengthe-
ning influence of social networks belongs to the
10 strongest trends in recruitment and talent ma-
nagement. Based on the results obtained, we can
conclude that the social networks which recruiters
in Slovakia should focus on when looking for em-
ployees include Facebook, Google+, Pokec, Skype
and YouTube. In addition to classic methods of re-
cruiting applicants, HR specialists should use the
aforementioned social networks. The reason is that
these social networks are the most used in Slova-
kia. Social networks provide great potential and
are increasingly used by recruiters, too. It is de-
monstrated by the results of the study carried out
by LMC on a sample of 234 respondents, accor-
ding to which social networks such as Facebook or
LinkedIn are used for work by 24% and for personal
use by 27% of the respondents. A total of 44% of
HR specialists do not use social networks because
it would be a waste of time for them, whereas 11%
of the respondents consider using community networks for
the future [12].

Recruiting potential employees is dependent on the acti-
vity of the user of social networks. Nowadays, young people
use social networks especially to chat, watch videos and re-
lax. It follows from our research that the respondents use so-
cial networks to search for jobs rarely. One of the factors why
they have not used social networks to a greater extent is their
untrustworthiness when searching for employment. Most re-
spondents indicated that social networks are less trustworthy,
which can be the result of the fear that their personal data may
be abused or other information may be provided in the re-
spondents’ profiles. However, according to Claeys-Jackson
[13], social media offer graduates the one and only oppor-
tunity to build their personal profile which can be of interest
to headhunters. The importance of applicants’ personal pre-
sentation on the Internet, and especially in social networks, is
confirmed by the research conducted by the Mashable com-
pany. These activities can impact not only the invitation for an
interview but also the offer of employment. Up to 91% of em-
ployers enquire about applicants on the Internet. The research
done by the Mashable company further shows that HR officers

ECONOMICS AND MANAGEMENT OF ENTERPRISES

Tab. 3: Possibilities of using social networks in a job search

Source: Own research

Tab. 4: Evaluation of social networks

Source: Own research

Tab. 5: Advantages of social networks

Source: Own research

Tab. 6: Future potential of social networks

Source: Own research

look for additional information related to future employees es-
pecially in Facebook (76%), Twitter (53%) and LinkedIn (48%)
[12]. Through the social network profile, employers are able to
get a compact image of the applicant; they can get to know
the real personality of the applicant. Eventually, such informa-
tion can influence the employment decision.

4. Conclusions

Human resources are starting to pay great attention to the
incoming generation, i.e. the university students of today who
are bringing a new worldview, new habits and ideas into the
work environment. Searching for a position is a significant step
in everybody’s life. The present time opportunities enable us
to publish resumes on the Internet easily and search for a job
through social networks. When looking for job offers, young
people often use recommendations of their acquaintances or
pay attention to online advertising. It follows from our research
that there are no big differences in searching for jobs while
using social networks. In the area of intensity of the use of so-
cial networks in job search, we observed a statistically signi-
ficant difference between the Slovak and the foreign respon-
dents (only 3.32% of the Slovak respondents significantly use
social networks to search for jobs). A similarity was identified
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between the Slovak and the foreign respondents in the area of
possibilities of using social networks. Medium statistical sig-
nificance was found in advertising banners. The evaluation of
social networks by the Slovak and the foreign respondents
was not statistically significant. However, a significant diffe-
rence was observed in the evaluation of advantages of social
networks mainly in the «low time consumption», «a lot of in-
formation in one place», «availability» and «quick feedback».
Such advantages were crucial for the Slovak respondents. As
part of the future potential of social networks, the opinion of
the Slovak and the foreign respondents was highly similar.

Social networks have enjoyed growing popularity since
the time they were introduced. When respondents use social
networks while searching for a job, they turn to their friends
who can help them to find suitable employment or they use
websites where vacancies are presented. However, it also
depends on employers who have begun to use social net-
works as a quick way to reach potential applicants by offering
eye-catching employment. In order to attract potential appli-
cants, we recommend employers to place job offers in social
networks. Now they are widely used and we expect that the
impact will continue to grow.
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