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Abstract: Human resources play a significant role in a company as human capital affects the
company’s success and competitiveness. Effective HR management helps the company achieve
its goals. Key HR activities in acquiring human capital are recruitment, training, and retention
of employees. Finding the right employees is of great importance to a company and this process
should be fast and efficient. E-recruitment, as an ICT-based process, can increase the efficiency
of the recruitment process and HRM. Bosnia and Herzegovina (B&H) is struggling with strong
migration processes, mostly the workforce since numerous youth and families are migrating to
Europe. This affects the ability of companies to find new employees, retain existing employees
and attract talented ones. The main aim of this paper is to investigate to what extent the compa-
nies in B&H use e-recruitment and how it affects the overall effectiveness of the HR management
process. The paper is based on survey research conducted among 100 medium and large compa-
nies with developed HR departments in B&H. The results indicate that the companies are aware
of the importance of HR for the company's success, they are aware of technological advances and
the impact of ICT on the HRM processes, but they still do not rely only on e-recruitment in ac-
quiring new talents and employees. However, the results also indicate that the e-recruitment pro-
cess leads to the time and cost efficiency of the HR recruitment process.
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1. INTRODUCTION

Human resource management is one of the management functions with the most impact on or-
ganizational performance. Contemporary organizations are pressured to remain competitive in
the market and improve their overall performances. Human resources and intellectual capital are
crucial in achieving these goals. It is a common understanding among researchers and practition-
ers that human resources are the most important resource of a company and that efficient human
resource management is the key to a company’s success. However, nowadays we are witnessing
many changes in HR and they are mostly impacted by technological development, in the past cou-
ple of years by the global pandemic, etc.

The impact of modern technology (ICT, Al, etc) on HR practices is inevitable and overwhelming.
According to consulting agencies, the market for HR technology will be worth around 30 billion
USD. According to Butina “the speed at which new HR tools are being created is breathtaking....
even though many companies are unable to jump on every new piece of bleeding-edge technolo-
gy”. This is especially the case for companies in the Western Balkans.

Recent study conducted by the European training foundation in 2022 “The future of work in the
Western Balkans” indicates problems related to the digitalization of work, human capital devel-
opment, and HR management.

Finding the right employees is a challenging task for human resource managers. Therefore recruit-
ment is one of the most important activities in human resource management. Many companies now-
adays rely on modern recruitment techniques and tools (e.g. E-recruitment) to ensure numerous can-
didates, increase the possibility of finding the best employees and increase the efficiency of the hu-
man resource management process. Electronic human resource management (¢tHRM) and artificial
intelligence (Al) can help to recruit and select qualified employees, increase individual retention
rates, and decrease the time needed to replace employees (Johnson et al., 2021).

In this paper, we will present the research findings of a survey focusing on e-recruitment practic-
es in companies in B&H. The paper is structured in five sections. The first section is the intro-
ductory part followed by the presentation of the theoretical background in the second section. The
research methodology is presented in section three and the research findings are presented in the
fourth section. The discussion of the research findings is presented in the fifth section along with
the conclusions and recommendations for future research.

The main aim of this research is to provide the answer to the research question: 7o what extent
does e-recruitment impact the efficiency of the recruitment process in companies in Bosnia and
Herzegovina?

2. THEORETICAL BACKGROUND

Human resource management goals are part of organizational goals and must be compatible with
them. Human resources management should discover talents, and develop and initiate human re-
sources for the realization of the organization’s goals, while at the same time, the work and per-
sonal engagement of employees does not represent frustration, but personal satisfaction. Recruit-
ment as a fundamental function of the HR department is a process in which the right personnel
for the organization is found through a series of steps. Employee recruitment is very important for
the business of any company, especially since the contemporary labor market is driven by the con-
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cept of ““skills development” and there is an increased awareness among companies that recruiting
process and finding the right candidate for a specific job is becoming more and more important.

The tasks of recruiting (acquiring) human resources are directly followed by planning tasks and
represent a guideline for the further development of the human resources management function.
Recruiting is the process of identifying, attracting, and providing qualified candidates, in a suf-
ficient number that allows the organization to choose among several applicants, who meet the re-
quirements of vacant positions. Human resource needs can be met in two ways: by hiring new
people and developing the potential of existing ones.

The recruitment process begins with the decision to hire new employees, that is, to fill vacant po-
sitions and collect data on potential candidates. Recruiting as a process is expensive and takes a
long time, and in order to reach certain candidates, the organization must provide significantly
more candidates than the organization lacks. Recruitment is a two-way process because two par-
ties participate in it: the organization that needs to fill vacant positions and the candidate who is
interested in establishing a working relationship with the organization.

The aim is to attract a qualified group of candidates from outside the organization for a specific, va-
cant position in such a number that will enable the organization to choose the best candidate. Fun-
damentally, there are two different ways of recruiting staff: internal within the company or exter-
nal from the labor market. The internal labor market offers potential candidates according to the tar-
get group, from the same company’s organizational parts, from different companies’ organizational
parts, or the entire company. On the external labor market, one can find groups of job seekers, those
just starting their careers, and those who want to change jobs and are motivated to change.

Recruitment includes all those activities that in any way affect the number and qualifications of
people who apply for a vacant position, as well as the probability that candidates (applicants) will
accept the position, of course, provided they meet all the eligibility requirements (Figure 1).
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Recruitment Objectives

e Filling "X number of
positions
e Type of applicants
sought:
- Education
Knowledge, skills,
ability
- Work experience
- Interests
- Diversity
e Time frame for filling
positions
e Number of applicants
e Job performance of new
hires
e New hire retention rate
e Job satisfaction of new
hires

Strategy Development

e  Whom to recruit?

‘Where to recruit?

e Timing of
recruitment
activities?

e How to reach
targeted individuals?

e What message to
communicate?

e Nature of job offer?
e Budget
considerations?

Recruitment activities

e Recruitment method
used
e Information
conveyed:
Completeness
Realism
Timeliness
e Recruiters used
Hosting the site visit
e Extending the job
offer

Recruitment Results

(see Recruitment Objectives)

Intervening Job Applicant Variables

Applicant attention

Message credibility

Applicant interest

- Position attractiveness

- Expectancy of job offer

- Alternative opportunities

- Person-job/organization fit
Accuracy of applicant’s position
expectations

Applicant self-insight

Applicant decision-making process

Figure 1. A model of the recruitment process (Breaugh, 2008)
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An effective recruitment strategy implies practices aimed at finding the most willing candidates
with appropriate competencies (Breaugh, 2008). Many authors believed that the purpose of re-
cruitment is to find the largest possible number of candidates, others that the purpose of recruit-
ment is to sell the organization to potential candidates in the best possible way (Singh & Finn,
2003; Wanous, 1992). It can be said that the most important aspect of recruitment is finding the
right people for the right job.

According to Breaugh (2008), the recruitment process requires a systematic approach to achiev-
ing the goals of the recruitment process, which are defined in the first step of the process (Figure
1). Defining goals is crucial for choosing the right recruitment strategy, implementing activities,
and optimizing recruitment results.

In addition to defining the goal of the recruitment process, it is crucial for employers to choose
the resources and methods of recruitment. In the literature, as well as in practice, three sources of
recruitment are known: internal recruitment, external recruitment, and walk-in recruitment. The
key advantage of internal recruiting is in finding the best candidates within the organization it-
self, which means that the potential candidate knows the organization and its culture well, and the
recruitment costs are lower. On the other hand, attracting candidates from external sources allows
refreshing the team of employees, and introducing new ideas and approaches. Studies investigat-
ing sources of recruitment have shown that companies most often use a combination of the three
sources of recruitment given that no single source can be considered the most reliable.

When it comes to external staff recruitment, companies often use traditional and increasingly
modern recruitment methods. Traditional recruitment methods (contacting employees for recom-
mendations, advertisements through newspapers, etc.) in a business environment that is increas-
ingly changing, where the demand for employees with the right skills dominates, where business
is increasingly internationalized and influenced by global trends, are not sufficient for timely at-
tracting a sufficient number of interested job applicants. Many companies today apply more mod-
ern recruitment methods or combine different recruitment methods (El-Gohary, 2012).

“Every sector, every job, every function, was, is or will be disrupted by the Internet” (Girard &
Fallery, 2009; Kalika, 2000). The use of technology in the company’s operations has also affect-
ed human resource management processes. These technological organizational changes have also
affected recruiting and it has undergone a major change as a whole, with new technologies provid-
ing a fast, effective, and efficient way to find potential employees. In theory and practice, numer-
ous opportunities and risks that may arise when using new recruitment technologies have been
identified. Among other things, speeding up the recruitment process, automating routine tasks,
and increasing objectivity, were seen as possibilities. The risk of discrimination, data distortion,
and invasion of privacy are considered risks.

The use of the Internet has enabled the application of modern recruitment methods, primarily
e-recruitment, i.e. electronic recruitment, in which the use of the Internet plays a key role. In the
beginning, recruiting via the Internet was done only by publishing ads on this network, and after
a certain time, the volume of Internet use for these purposes increased significantly, so today we
have virtual worlds that give applicants a better introduction to the state of a company, thus giv-
ing them a better basis for an application. Today, it is common knowledge that any virtual ad gives
better results and a much larger response than any regional printed newspaper. However, when
publishing virtual ads, it is very important to choose the right place for the ad on the Internet, as
well as its content and wording.
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E-recruitment implies the use of the company’s website, e-mail, online radio station, social net-
works, and similar, for the purpose of finding, attracting, evaluating, interviewing, selecting, and
hiring suitable personnel. A number of studies point to various advantages of using e-recruitment,
such as: reducing risks related to candidate information, qualifications, and experiences (Parry &
Tyson, 2008), reducing the burden of using recruitment agencies, and reducing costs (Galanaki,
2002), increasing satisfaction by work, shortening the recruitment cycle (Gopalia, 2012), improv-
ing the consistency and efficiency of the recruitment process (EI-Gohary, 2012), the application
contributes to improved employee productivity, etc.

3. RESEARCH METHODOLOGY

Starting from the fact that the defined subject of the research in the paper is the impact of the ap-
plication of e-recruitment on the efficiency of the human resources management process in Bos-
nian companies, a research hypothesis was formulated as follows:

HO:  “The use of e-recruitment positively affects the efficiency of the recruitment process in
companies in Bosnia and Herzegovina”.

The research variables are identified, namely, e-recruitment as an independent variable, and the
efficiency of the human resources management process as a dependent variable, as well as indi-
cators for measuring the aforementioned variables. The collection of primary data for the purpos-
es of this research was carried out using the method of written examination, using a survey ques-
tionnaire as a data collection form.

The subjects of the research are production and service companies operating in the territory of
Bosnia and Herzegovina. Based on the 100 collected answers from the respondents, empirical re-
search is conducted for the purposes of this paper. The survey questionnaire that was used in the
research was designed in several parts, with the aim of collecting indicators for the identified re-
search variables. The survey questionnaire included three sections, namely the demographic char-
acteristics of the respondents, the use of e-recruitment, and the efficiency of the human resourc-
es management process. The collected data were statistically processed using the methods of de-
scriptive and inferential statistics.

4. RESEARCH FINDINGS

According to the results of the descriptive analysis, 91% of companies have been using the Inter-
net in business for more than 9 years, 7% for more than seven years, and 2% for less than seven
years. Moreover, 74% of the companies in the sample have been operating for more than 15 years,
9% for 10 to 15 years, and 6% for between 5 and 10 years. When it comes to the criterion of com-
pany size, 43% of companies have more than 100 employees, 20% have up to 50 employees, and
17% of companies have 50 to 100 employees.

In the total sample, 60% of companies operate exclusively on the domestic market, 37% of compa-
nies operate both domestically and on the foreign market, and only 3% of companies operate ex-
clusively on the foreign market, with the fact that 7% of companies were founded through a part-
nership with a foreign investor, and 11% exclusively by foreign capital.

The results of the descriptive analysis of the responses related to the use of recruitment sourc-
es indicate that 23% of companies use only one recruitment source (dominantly an external re-
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cruitment source), while 77% use a combination of different recruitment sources. Also, the results
show that electronic media and the Internet are used in combination with other methods of re-
cruitment, and 26% of companies use the Internet as an exclusive source of recruitment. (Table 1).

Table 1. Used source of employee recruitment

Source of employee recruitment Frequency (%)
Internet 26
Consultants (headhunters) 9
Print media 12
Electronic media 23
Employment agencies 18
Employee recommendations 22
Partnership with higher education institutions 12

Source: Author’s calculations based on data from the sources

The approach of 56% of companies is that changes in the global economy are changing the sourc-
es of recruitment they use, and 59% of them believe that it would be useful to replace traditional
sources of recruitment with electronic recruitment. Companies use electronic recruitment servic-
es in the form of employment portals, social networks, their own websites, and other services, as
well as their various combinations. The following table shows the number of companies that use
individual electronic recruitment services when recruiting employees, and different combinations
of two, three, or more of them.

Table 2. Individual and combined services of electronic recruitment of employees
used by companies

Electronic recruitment employees services Frequency (%)
Employment portals 24
Social networks 14
Own website 10
Other 17

Employment portals, social networks

9

Employment portals, own website 3
Employment portals, other 3
4

1

Social networks, own website

Social networks, other

Employment portals, social networks, own website 14
Employment portals, social networks, own website, and other 1
Total 100

Source: Author’s calculations based on data from the sources

In order to determine the frequency of use of each individual service, based on the data shown in
the previous Table, the number of companies that, individually or in combination with other ser-
vices, use individual electronic employee recruitment services was calculated. The obtained re-
sults are presented in Table 3.

Based on the findings, it can be concluded that employment portals and social networks are the two
electronic recruitment employees services that Bosnian companies use most often. Social networks,
as well as when it comes to sources of recruitment in general, and electronic recruitment services, are
used in the form of individual social networks, or different combinations of two, three, or more of them.
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Table 3. Individual electronic recruitment employees services used by companies

Electronic recruitment employees services Number of companies
Employment portals 54
Social networks 43
Own website 32
Other 22

Source: Author’s calculations based on data from the sources

Table 4. Descriptive indicators of general attitudes about employee recruitment channels

Item Average Mode Stal_ldz}rd
deviation

Our employees are very important to our company. 4,43 5 0,935

Our company pays special attention to finding competent,

professional, and capable employees who fit into our 4,12 5 0,988

environment.

Our company has a website with a recruitment portal
where potential candidates are offered relevant 3,08 land 5 1,574
employment information.

On our website for each open position, the candidate can

upload his application, biography, and other required data. 2,83 ! 1,688
Our company hires recruitment agencies through 2.7 | 1,448
outsourcing.
Online recruitment portals filter candidates before

. L 2,42 1 1,505
sending applications to our company.
Our company conducts final tests and the selection of
candidates based on the recommendation of the online 2,66 1 1,571
portal.
Our company continuously posts job ads on social 3.10 5 1,592
networks.
Our company often communicates with candidates 2.52 | 1382

through social networks.

Our HR department scans the social media profiles of the

applied candidates to determine if their personality fits the 2,61 1 1,510

company and its organizational culture.
Source: Author’s calculations based on data from the sources

The results show that the respondents expressed a high degree of agreement with the statement
“Our employees are very important to our company”, where 86% of the respondents answered
in the zone of agreement with the above (22% of the respondents answered “I agree” and 64% of
them “completely agree”). “Our company pays special attention to finding competent, profession-
al, and capable employees who fit into our environment” - 77% of respondents answered “agree”
and “completely agree”. On the other hand, the lowest degree of agreement was expressed for the
statement “Our company often communicates with candidates via social networks”, with only
20% of the respondents agreeing to a greater or lesser extent, and “Our company engages recruit-
ment agencies through outsourcing”, with which a lesser or greater degree of agreement was re-
corded only in 23% of responses.

The advantages of electronic recruitment in production and service companies were investigated
through a total of fifteen questions in the third part of the questionnaire. According to the results
of the research, the most effective method and the greatest time saving, according to the opin-
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ion of 49% of respondents, are electronic recruitment methods. 45% of respondents point out that
these are traditional, as well as 6% other methods of recruiting employees. According to 62% of
respondents, traditional recruitment methods should be completely replaced by electronic recruit-
ment methods.

The effectiveness of electronic recruitment by the respondents was evaluated through four differ-
ent segments: the cost segment, the segment of the easier finding of workers, the segment of the
quality of the candidate’s responses, and the segment of the quality of the application. The effec-
tiveness of electronic recruitment for each of these segments was assessed by assigning a grade
from 1 (lowest) to 5 (highest). Descriptive statistical indicators of respondents’ responses are
shown in Table 5.

Table 5. Descriptive statistical indicators of evaluation of electronic recruitment effectiveness.

Segment of effectiveness rating Average Modus Star_ldz}rd
deviation
Effectiveness of electronic recruiting for the cost segment 3,71 3 1,149
Effectiveness of electronic recruitment in the segment of
B . 3,77 3 1,072
an easier finding of candidates
Effectiveness of electronic recruitment for the segment of
. . . 3,29 3 0,977
the quality of received candidate responses
Effe.ctlveness of electronic recruitment in the application 337 3 1,012
quality segment

Source: Author’s calculations based on data from the sources

According to the obtained results, the effectiveness of electronic recruitment is to the greatest
extent reflected in the segment of easier findings of candidates and the segment of costs, and
less intensively in the segment of the quality of the application and the quality of the candidate’s
responses.

As can be noticed, the highest degree of agreement among the respondents, when it comes to the
advantages of electronic recruitment, was shown in the statement “Electronic recruitment al-
lows us to publish detailed descriptions of the jobs we are looking for online for candidates in the
country and abroad”, where 66% of the respondents responded with a lower or complete degree
of agreement, and the statement “Electronic recruitment enables the reduction of financial and
administrative costs” where 59% of respondents confirmed their agreement. On the other hand,
the lowest degree of agreement within the group of statements related to the advantages of elec-
tronic recruitment was recorded with the statement “By using electronic recruitment, we achieved
a lower level of employee turnover in our company”, to which only 38% of respondents agreed.

In order to give general conclusions and ensure the conditions of comparison between individu-
al claims, descriptive statistical indicators were calculated for this group as well. The obtained re-
sults are presented in Table 6.

The results of the descriptive analysis, when it comes to this group of statements, show that the arith-
metic means are in the interval between 3.20 and 3.85, and the dispersion indicators of the answers
are in the interval between 1.048 and 1.231. Average values in the amount of over 3.00 for all nine
statements show that the responses of the production and service companies included in the research
are in the “zone of agreement” with all nine advantages brought by electronic recruitment of em-
ployees, although in some cases the intensity of agreement is lower and in others higher.
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Table 6. Descriptive statistics of the results on the advantages of electronic recruitment

of employees
Statement Average Modus Star‘ldz.lrd
deviation
Electror.n.c recruitment enables our company to achieve a 342 3 1,075
competitive advantage.
Electronic recruitment allows us to publish detailed job 3.85 4 1,048
descriptions online for candidates at home and abroad. ’ ’
Electronic recruitment allows us to reduce the number of
. 3,53 3 1,159
employees in the HR department.
Electron%c .recru'ltment enables the reduction of financial 376 3and 5 1,046
and administrative costs.
With electronic recruitment, we achieve greater flexibility 3.68 5 1,145
at work.
Elect?omc recrultment. enables us to shorten the 3.50 3 1,210
recruitment and selection cycle.
Electronic recruitment is a great aid in decision-making
and enables the reduction of errors in human resource 3,46 3 1,132
management.
Electronic recruitment enables the reduction of
L . 3,64 3 1,097
subjectivity in the personnel selection process.
By using electronic recruitment, we achieved a lower level
. 3,20 3 1,231
of employee turnover in our company.

Source: Author’s calculations based on data from the sources

By ranking the obtained arithmetic averages, it is concluded that the greatest advantages brought
by the electronic recruitment of employees are reflected in the opening of the possibility of pub-
lishing detailed job descriptions that companies are looking for online for candidates in the coun-
try and abroad, reducing financial and administrative costs, achieving greater flexibility at work
and reducing subjectivity in the personnel selection process. Electronic recruitment allows com-
panies to reduce the number of employees in the human resources department and shortens the
recruitment and selection of candidates.

As the last three advantages of electronic employee recruitment, according to the average val-
ue, companies see help in decision-making and the possibility of reducing errors in the manage-
ment of human resources, achieving a competitive advantage, and reducing the level of employ-
ee turnover.

Based on all of the above, it can be stated that the results support the basic research hypothesis
and the conclusion that the application of modern recruitment methods has a significant impact
on the effectiveness of human resource management in Bosnia and Herzegovina companies, pri-
marily on easier access to job seckers, the cost-effectiveness of the process, shortening of the cy-
cle and consistency of the recruitment process.

In order to examine the relationship between modern recruitment methods and the effectiveness
of human resources management, two variables were defined. The first variable represents the ap-
plication of modern recruitment methods, and its operationalization was carried out through four
dichotomous indicators:

. use of the Internet,

. use of social networks,
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. use of the employment portal and
. use of the company’s website.

On the other hand, the second variable represents the effectiveness of human resources manage-
ment, and its operationalization was carried out through five indicators:

. the effectiveness of the process for the cost segment,

. effectiveness in the segment of easier access to candidates,

. effectiveness in the segment of the quality of received answers from candidates,
. effectiveness in the application quality segment,

. effectiveness in the segment of shortening the recruitment cycle.

With the survey questionnaire, the above indicators were measured through a five-point Likert re-
sponse scale, and for the purposes of this part of the research, respondents’ answers were catego-
rized into two groups, in such a way that the answers “insufficient”, “sufficient” and “good” rep-
resent ineffective, and the answers “very good” and “excellent” effective process in the observed
segment. Given that it is about categorical data, the relationship between these variables was in-
vestigated through the chi-square test of independence, taking into account Yates’ continuity cor-
rection, bearing in mind that each of the individual indicators has two categories, so the table in
which the categories of one indicator are crossed with the categories of the second indicator re-
sults in a 2x2 table.

The results are presented in the following table which provides an overview of only a key part
(significance of the chi-square test), based on which the existence of a relationship between the
observed categorical variables was assessed. At the same time, the table shows only statistically
significant results, i.e. results with a significance value of 0.05 or less. In all other cases, the ob-
tained results did not show statistically significant chi-square test results.

Table 7. Chi-square test results

Easier Quall.ty of .. Recruitment
received Application
Costs access to . cycle
R answers from quality .
candidates . shortening
candidates

Internet usage 0,040 0,015 0,015

Use of social networks 0,045 0,003

Use of employment portals 0,012 0,037 0,043
Use of the company's website

Source: Author’s calculations based on data from the sources

The obtained results confirmed the set central research hypothesis, given that they show that there
is a connection between:

. the use of the Internet and the effectiveness of human resources management in the cost
segment, easier finding of candidates and shortening of the recruitment cycle,

. the use of social networks and the effectiveness of human resources management in the
segment of the quality of candidate responses and shortening the recruitment cycle, and

. the use of employment portals and the effectiveness of human resources management in the

cost segment, easier finding of candidates, and shortening of the recruitment cycle.
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5. CONCLUSION

Keeping in mind the impact that technological development, especially the development of infor-
mation and communication technologies and the Internet, has on business operations, but also on
our daily lives, it is quite expected that companies must adapt to these new trends. Socio-econom-
ic trends in Bosnia and Herzegovina have significant consequences on the labor market. There-
fore, it is not easy for companies to find suitable personnel.

Research results indicate that employers find it increasingly difficult to find staff with certain
competencies, knowledge, and skills, that less than expected candidates apply for vacancies, of-
ten finding themselves in the situation where they are forced to hire staff who do not have the for-
mal education or experience required for certain job positions. Therefore, it is necessary for com-
panies to reconsider their recruitment process and create an approach that will enable attracting
the largest number of quality prospective employees.

E-recruitment enables the combination of different communication channels and access to a much
larger number of potential candidates, compared to traditional forms of recruitment through ad-
vertisements in newspapers, on the radio, etc. Especially members of Generation Z or Y spend
much more time online, so electronic recruitment is more adequate for that generation of prospec-
tive employees.

In recent years, Bosnian companies have recognized the importance of adequate organization of
functional human resources management, and especially the importance of recruiting employees
in the human resources management process. According to the results of the conducted research,
B&H companies use the benefits of electronic recruitment (especially social networks, employ-
ment portals, and the Internet), which results in the rationalization of costs and time of the recruit-
ment process and human resources management functions. There is an opportunity for improve-
ment in the development of its own applications and a web portal through the company website for
managing the recruitment function, in order to optimize the recruitment process.

Although the research sample was of sufficient size, it is necessary to take into account the lim-
itation of the research resulting from the sample size, and future research should be focused on a
larger number of companies in Bosnia and Herzegovina.
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