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Ziskavani zaméstnanctli v mezinarodni spole¢nosti

Anotace

Tato diplomova prace se zaméruje na oblast ziskavani zaméstnancl v mezinarodni
spole€nosti Lasvit s.r.o. Hlavnim cilem této diplomové prace je analyzovat sou¢asny
stav procesu ziskavani zaméstnancl v mezinarodni spole¢nosti Lasvit s.ro.,
identifikovat problémy sou¢asného procesu a nasledné navrhnout doporuceni spolu
s jejich ekonomickym zhodnocenim pro zlepSeni naborového procesu spolecnosti.
Teoretickd Cast prace zacind Uvodem do problematiky fizeni lidskych zdrojd, jeho
vyvoje, definice, cilll a hlavnich ¢innosti, zejména v mezinarodnim prostiedi. Poté se
zabyva celym procesem ziskavani zaméstnancl, pocinaje planovanim, analyzou
pracovnich mist, zdroji a metodami ziskavani zaméstnancl, poZadovanymi
dokumenty, inzerci pracovnich mist a predvybérem, s pokracujicim dlrazem na
mezinarodni prostfedi. Prakticka ¢ast prace analyzuje proces mezinarodniho naboru
ve spolecnosti Lasvit s.r.o., identifikuje slaba mista stavajiciho procesu a navrhuje
doporuceni k jejich odstranéni v€etné ekonomického zhodnoceni.
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Recruitment of Employees in an International Company

Annotation

This master thesis focuses on the recruitment of employees in an international
company named Lasvit s.r.o. The aim of this master thesis is to analyse the current
state of recruitment in the international company Lasvit s.r.o., to identify
the challenges of the current recruitment process and then to propose
recommendations along with their economic evaluation to improve the company's
recruitment process. The theoretical part of the thesis starts with an introduction to
human resource management, its evolution, definition, objectives, and main activities,
particularly in the international environment. It then covers the entire recruitment
process, starting from planning, job analysis, sources and methods of recruitment,
required documents, job advertisement, and pre-selection, with a continued
emphasis on the international environment. The practical part of the thesis analyses
the international recruitment process in Lasvit s.r.o., identifies the challenges in the
current process, and proposes recommendations proposes recommendations for

their elimination, including an economic evaluation.
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Human resources, international, management, process, recruitment
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Introduction

Effective international recruitment practices are paramount in today's global
economy, as organisations must recruit talent worldwide to stay competitive.
Effective international recruitment practices involve building bridges between
cultures, promoting inclusivity, and tapping into a globally dispersed workforce's
collective genius. This helps organisations overcome geographical barriers, enter
emerging markets, and stay ahead of the curve in an increasingly interconnected
world. International recruitment is a transformative force that propels organisations

towards global success and sustainability.

This master thesis deals with the topic of recruiting employees in an international
company, which is a topic of current importance. The aim of this master thesis is to
analyse the current state of the recruitment process in the international company
Lasvit s.r.o., to identify the challenges of the current recruitment process, and then to
propose recommendations along with their economic evaluation to improve

the company's recruitment process.

The master thesis is divided into three main chapters. The first chapter provides
an overview of human resource management, including the stages of its evolution, its
definition and objectives, its main activities, and international human resource

management.

The second chapter delves into the recruitment process, describing in detail all
the steps involved, such as planning, job analysis, recruitment sources and methods,
required documents, formulating, and publishing a job advertisement, and pre-
selecting suitable candidates. The master thesis also covers the topic of international

recruitment.

The last chapter examines international recruitment in Lasvit s.r.o. In the beginning,
for a better understanding of the whole context, attention is paid to the labour markets
of the individual countries where Lasvit s.r.o. operates. Next, the international
recruitment process in Lasvit s.r.o. is discussed in greater depth. Based on the
evaluation of the results, recommendations for improving the current recruitment

process and their economic evaluation are suggested.
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1 Human Resource Management

The first chapter of this master thesis outlines the fundamental concepts of human
resource management (further HRM), including the stages of its evolution,
the concept, and objectives of HRM, and its main activities. Furthermore, it touches
the topic of international human resource management (further IHRM).

HRM is essential for business owners and managers in the current business
environment. This applies to both managers and HR managers, who are expected to
adopt a strategic, business-oriented, customer-focused, and analytical approach.
Their role is to ensure the overall operational success of the business in the face of
increased competition and a rapidly changing external context that demands
organisational agility. The significance of this shift in management practice is of
utmost importance, as organisations must maintain their competitiveness by
enhancing their flexibility and efficiency. Therefore, HR managers need to
strategically evaluate how to optimally utilise their organisation's human resources

(further HR) to compete with their rivals. (Lussier and Hendon, 2022)

According to Das Gupta (2020) and Lussier and Hendon (2022), the recognition that
people are the most valuable asset for any organisation and the direct impact of HRM
on business performance underscore that HR are a primary way to gain competitive
advantage in today's businesses. A company's ability to outperform its competitors
in terms of productivity and profitability depends on its effectiveness in managing its
workforce (Das Gupta, 2020; Lussier and Hendon, 2022).

Furthermore, in the broader organisational context, the operation of any business
depends on the effective gathering, linking, mobilising, and utilising of material,
financial, human, and information resources. While material and financial resources
require activation, HR are the driving force that propels the organisation forward.
Information resources, rooted in human capabilities, serve as the driving force behind
HR. (JeZzkova Petrl 2021)
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1.1 Evolution of Human Resource Management

The role of the HR professional is constantly changing due to the dynamic interplay
of changing social, economic, and political environments and technological
advances. This evolving field reflects a dynamic landscape in which the methods and
responsibilities for managing the HR function are changing and evolving. Influenced
by changing organisational needs, external circumstances have reassessed the
relative importance of different HR tasks. (Foot et al., 2016)

The evolution of HR work does not occur in isolation but is aligned with changing
perspectives in organisational management theory and practice. The concepts and
stages of the evolution of HR work reflect the increasing importance of people and
HR functions to organisational success. This evolution is particularly evident in the
context of constantly changing business and management conditions in international
markets. The main drivers of these changes are increased competition and changing
customer needs driven by the forces of globalisation. This transformation is further
supported by the growth of information and communication technologies, coupled
with the removal of trade barriers, which contribute to the continuous evolution of HR
work. (SikyF, 2016)

The historical development of human resource management, as shown in Figure 1,
which both Dvorakova (2012) and Koubek (2015) refer to as personnel administration,
personnel management, and HRM, reflects different levels and concepts within the
organisational management hierarchy. It also highlights the progression from
administrative support to strategic management (Dvorakova, 2012; Koubek, 2015).
Although SikyF (2016) mentions that each term has a specific historical context, their
use in HR work varies in different companies today, highlighting these terms'
adaptability and contextual flexibility.

Figure 1: Development Stages of HRM

Source: Own processing according to SikyF (2016)
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The historical roots of HR lie in the concept of personnel administration. This phase
focused primarily on administrative tasks related to employee documentation,
information management, and organisational support. In this era, HR was supportive
and passive, especially in weakly empowered organisations with authoritarian
management styles. Today, some companies still embody this approach and
underestimate the potential of HR. (Das Gupta, 2020; Dvorakova, 2012)

As organisational management became more dynamic and forward-looking,
the concept of HRM evolved. This phase emphasised the strategic role of a well-
selected, developed, and motivated workforce in achieving competitive advantage.
HR departments developed, creating organisational policies and procedures, and
HRM became professionalised, with specialists taking the lead. Despite significant
development, HR in this phase focused more on intra-organisational staffing and
operational management, often neglecting long-term strategic workforce issues. The
power within HR departments increased, and operational management remained the
main focus during this phase. (Sanghi, 2014; Siky¥, 2016)

The most recent development is HRM, which has gained prominence in wealthy
countries. Here, HR are recognised as the foundation of an organisation and the most
crucial element and position for all managers. This phase represents a shift from
administrative tasks to a conceptual and truly management-oriented approach. HRM
places a high value on people and their work as a critical production component,
marking a transition to a more strategic and integral role in organisational success.
(Sanghi, 2014)

Human capital management (further HCM) is the latest approach to HRM.
It recognises that intangible assets, particularly employees' skills, knowledge, and
motivation, are an organisation's powerhouse of value creation. HCM involves
accurately assessing talent, motivating employees, and placing them in positions
where they can contribute effectively to the organisation's goals. The aim is to retain
capable employees whose activities are vital to the overall operation of the business
and to ensure that every employee contributes to overall productivity through their
skills and knowledge. In addition, HCM involves implementing policies and practices
to maintain and enhance the value created by people, both as individual contributors
and as teams. (Kuchafi¢kova, 2021; Mayo, 2016)
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1.2 Definition and Objectives of Human Resource Management

Beardwell and Thompson (2017) define human resource management as
a comprehensive set of policies designed to structure the employment relationship,
focusing on managing work and the people involved. It includes various aspects such
as recruitment, selection, learning and development, reward systems,
communication, employee involvement, teamwork, and performance management
(Beardwell and Thompson, 2017). Watson (2010) offers an extended definition,
characterising HRM as a management approach that aims to channel the efforts,
skills, and commitment of individuals to secure the prospective future of
the organisation.

According to Jezkova Petr( (2021), a key feature of HRM is its strategic approach,
which integrates all HR activities within a strategic framework. It emphasises external
factors in workforce development, transforming HR work from the exclusive domain
of HR managers to an integral part of the daily responsibilities of all managers. HRM
establishes a robust relationship between HR work and the organisation's strategies
and plans. HR has become the backbone of the organisation's management, with the
head of HR often occupying a key leadership position within top management. HRM
emphasises people development as a critical tool for organisational adaptability and
change readiness. It also emphasises the importance of work-life balance and
employee satisfaction. In addition, it promotes participative management and
employee ownership of the organisation. The overall aim is to build a positive
employer reputation for the organisation. (Jezkova Petrd, 2021)

Sikyf (2016) believes that the overall objective of HR is to ensure that an organisation
has enough competent and motivated employees who can deliver the expected
performance and contribute to achieving strategic goals. Achieving this requires
proactive management and leadership of people, as it is through these efforts that
one can successfully influence the skills, motivation, circumstances, and overall
performance of individuals, which in turn has a positive impact on the organisation's

performance (SikyF, 2016).
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According to Armstrong and Taylor (2015), the main objective of strategic HRM is to
develop and implement a HR strategy that is aligned with and supports
the achievement of the organisation's strategic objectives. It also aims to contribute
to creating a high-performance culture within the organisation. Another key objective
is ensuring the organisation has a talented, skilled, and committed workforce. At the
same time, strategic HRM seeks to foster positive working relationships among
employees, emphasising building mutual respect. Finally, it encourages using ethical
methods in managing people. (Armstrong and Taylor, 2015)

1.3 Main Human Resource Activities

Through a structured system of HR activities, a company can consistently attract,
use, and develop competent and motivated people, ensuring the successful
execution of agreed work and achieving desired performance results (SikyF, 2016).

Various HR activities represent the main activities of HR work illustrated in Figure 2.
According to Gilbert (2020), managerial activities include critical functions such as
planning, staffing, directing, controlling, and organising.

Main HR activities

Figure 2: Main HR Activities
Source: Own processing according to Gilbert (2020) and SikyF (2014)
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Sikyf (2014) lists the operational activities as job creation and analysis, HR planning,
filling vacancies, performance management and appraisal, rewarding employees,
training and development of employees, employee care, and use of the human
resource information system (further HRIS). At the same time, Jezkova Petr (2021)
states that recent observations suggest that activities related to survey techniques,
information gathering and processing, compliance with labour and employment
legislation, and employee health care have been added as distinct HR activities.

According to Koubek (2015), the foundational activity in this system is job
development and analysis, a critical step that sets the stage for the efficient
performance of all other HR functions. Once jobs have been created, HR needs are
planned and met through recruitment, selection, and hiring. This is followed by
an assessment of the nature of the job and the work involved, which forms the basis
for evaluating job performance - a key step in the deployment of employees,
termination of employment, reward systems, training initiatives, employee
development, and the establishment of positive working relationships.
The interconnectedness, alignment, and mutual supportiveness of the objectives and

guiding principles used in different HR operations are crucial. (Koubek, 2015)

The size of the HR department must be sufficient for all of the above HRM activities
to run smoothly. Blaha (2013) states that the size of the HR department should depend
on the number of employees. Up to 150 employees, one HR manager may be
sufficient; up to 250 employees, there could normally be up to three HR managers.
Up to 500 employees, there could be up to four HR managers, and above that, a
benchmark of 1.3 HR managers per 100 employees could be used. (Blaha, 2013)

Understanding the HR system as an integral part of organisational management,
aimed at achieving the expected performance of the organisation in line with
the competitive strategy, taking into account the business environment and
addressing the interests of stakeholders, is essential for effective management and
leadership of people in an organisation (Sikyf, 2016).
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1.4 International Human Resource Management

The globalisation of business creates significant complexities for individuals
navigating the expanding global environment. International operations involve
crossing economic, regulatory, and legal systems that profoundly affect
organisational activities. At the centre of the global business landscape are
transnational corporations, entities that operate abroad and employ individuals in
multiple countries. (Taylor and Perkins, 2021)

IHRM is emerging as a systematic approach to managing individuals within
international organisations operating in different countries. It encompasses
the principles and practices necessary for the effective management of HR within
global organisations. The overall objective of IHRM is to ensure that a global
organisation can attract, deploy, develop, and integrate high-calibre individuals to
achieve its strategic objectives. The challenge lies in the increased complexity and
the need to navigate diverse cultures and business landscapes with cultural
sensitivity. (Armstrong and Taylor, 2017)

When IHRM is compared to domestic HRM, fundamental differences emerge.
The complexity of managing HR in international organisations arises from their
transnational nature, involving multiple nations with different cultures and institutions.
Managing a heterogeneous group of individuals that includes the parent company's
headquarters and overseas subsidiaries adds another layer of complexity. The
challenge is determining the extent to which subsidiaries should align themselves
with the HRM policies of the parent company, requiring decisions about centralising
or decentralising HR decision-making within international companies. Effective
management of expatriates requires specific selection, training, and career
management strategies, focusing on facilitating their adjustment to working abroad
and addressing challenges on their return to the parent company. International
organisations are playing a more active role in the personal lives of expatriates.
(Wilkinson et al., 2019)
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Operating within a defined framework that considers the global context, IHRM
employs various approaches tailored to managing HR internationally, considering
cultural and institutional differences. A key issue within IHRM is the degree of
alignment or divergence in HRM policies and practices. In the international context,
policies deal with the conflicting forces of global standardisation and local diversity.
Standardisation, or convergence, reflects the extent to which subsidiaries adhere to
the HRM policies and practices of the parent company. (Armstrong and Taylor, 2017)

Pattanayak (2020) determined that the four main areas of IHRM are compensation,

repatriation, performance management and recruitment and selection.

IHRM involves the coordinated efforts of companies to efficiently manage
the workforce across their entire structure, which includes employees at
the headquarters of the parent company as well as those employed in overseas
subsidiaries. This workforce consists of a mix of local employees, expatriates, and
workers from different countries. HRM within subsidiaries is subject to influences
such as local labour laws, collective labour relations practices, and cultural norms and

may also be shaped by policies from headquarters. (Armstrong and Taylor, 2017)

Despite the influence of local factors, there are specific areas within HRM where
the parent company can have a significant impact. The centralisation of HR planning
can be used strategically for senior management and to ensure the security of HR,
including parent company employees and international workers. Centralising talent
management and oversight of top executives and expatriates is also a viable
approach. While subsidiaries manage the implementation of work performance
management, headquarters ensures that processes are aligned with
the organisation's best practices and provides guidance on talent management and
workforce decisions. A global HR function can adopt strategies to foster
a multicultural working environment that is integrated throughout the organisation.
(Armstrong and Taylor, 2017; Lazarova et al., 2021)

28



The first chapter of this master thesis presents an overview of HRM, discussing its
evolution from personnel administration to contemporary HR practices. It emphasises
the strategic importance of HRM, describing its broad scope, objectives, and critical
activities, as well as emphasising the alignment of HR practices with organisational
strategies to achieve competitive advantage. Additionally, this chapter delves into the
topic of IHRM, addressing the complexities of managing a diverse workforce across
cultures and nations, as well as the strategies involved in managing expatriates and
affiliate employees within global organisations. It emphasises the importance of
balancing global HRM policies with local influences and cultivating a multicultural

working environment for the organisation's success.
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2 Recruitment

The second chapter of this master thesis is dedicated to the recruitment process
itself, explicitly describing all the steps in the recruitment process, such as planning,
job analysis, identifying sources and methods of recruitment, determining
the required documents from candidates, formulating and publishing a job offer, and
pre-selecting suitable candidates. International recruitment is also covered in

this chapter.

The process of finding and hiring the people an organisation needs is referred to as
recruitment by Armstrong and Taylor (2017). Following recruitment, the selection
phase determines which applicants or candidates should be hired for specific
positions, with a keen awareness of the potential challenges, particularly in the case
of senior staff, where recruitment costs can become a significant issue

(Armstrong and Taylor, 2017).

Foot et al. (2016) state that organisations recognise their workforce's significant role
in achieving and sustaining competitive advantage. Attracting and retaining talent are
critical elements contributing to an organisation's success. While talent management
focuses primarily on developing and retaining employees, the first step is to recruit
and select individuals with the right competencies to align with the organisation's
strategic goals. As a result, selection and recruitment processes take on strategic
importance in organisational planning. (Foot et al., 2016)

The recruitment and selection processes are closely related. Both share the common
goal of recruiting individuals with the necessary skills and attitudes. By providing a
pool of candidates, recruitment activities lay the groundwork for the subsequent
selection process. Although closely related, each process requires specific skills and
knowledge and requires different people to carry out the tasks in practice. In
particular, the recruitment process can sometimes be outsourced to an agency,

although not typically the selection process. (Hook and Jenkins, 2019)
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According to Foot et al. (2016) and Kocianova (2010), recruitment aims to attract
a diverse pool of qualified candidates, ensure fairness, and demonstrate procedural
fairness. It seeks to conduct operations cost-effectively and efficiently while aligning
recruitment efforts with organisational goals and cultivating the desired
organisational image. (Foot et al., 2016; Kocianova, 2010)

The recruitment process, presented in Figure 3, involves a series of interrelated steps
to ensure a systematic and informed approach. It begins with assessing recruitment
needs and preparing a comprehensive job description and specifications.
Alternatives for recruitment are then considered, and specific attributes from the job
specification and description are selected as the basis for the subsequent recruitment
and selection process. This is followed by the identification of potential sources of
candidates and the selection of appropriate recruitment techniques. The process
includes determining the documentation and data required from candidates,
formulating the job advertisement, and publicising it. At the same time, emphasis is
placed on gathering information from and communicating with candidates. The
preselection of candidates based on the information and documents provided follows
this. The final step is to draw up a list of candidates to be invited to the selection
process. Each step in this comprehensive process contributes to the overall
effectiveness and efficiency of the recruitment effort. (Koubek, 2015)

Figure 3: Recruitment Process
Source: Own processing according to Koubek (2015)
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Several factors influence the recruitment process, and, as Durai (2010) points out,
these factors can be divided into two groups: internal and external. It should be noted
that internal factors are those that are easily controlled by an organisation. The
recruitment process can be influenced by various internal factors, such as
the organisation's HR policies, the nature of the job, the organisation's reputation, and
shared knowledge. On the other hand, external forces refer to elements that are
beyond an organisation's control. When designing the recruitment policy, it is
important to consider these variables, such as socio-economic variables, legal
requirements, and labour market conditions, as they may affect an organisation's
labour supply. (Durai, 2010)

2.1 Human Resource Planning

Workforce planning is a critical element of an organisation's operations, serving as
the foundation for various HR activities and overall business planning.
By comprehensively understanding HR needs, including the number of people
required, their skills, and timing, workforce planning becomes integral to
organisational success. This strategic workforce planning involves four key factors:
quantitative, qualitative, temporal, and geographical considerations. The number of
people required is indicated by the quantitative dimension, often expressed in terms
of full-time equivalents. The skills required are indicated by the qualitative dimension.
The temporal dimension determines when individuals are needed, while the locational

dimension identifies the location of the office or department. (Troger, 2021)

Troger (2021) states that the primary objective of workforce planning is to maximise
value for the organisation through the optimal use of HR, ensuring fair workloads,
flexibility, and adaptability to unforeseen changes. This proactive approach
anticipates events, sets goals, and implements strategies to ensure that
the organisation can operate with an adequate workforce now and in the future.
(Koubek, 2015; Troger, 2021)
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2.1.1 Planning Process

The planning process, as defined by Koubek (2015), includes forecasting, which is
critical for determining workforce needs and potential sources of labour.
The accuracy of workforce planning relies on accurate forecasting, which requires a
thorough understanding of the current state of phenomena and processes, as well as
careful data collection. The structured process, represented in Figure 4, includes
information gathering, analysis, forecasting, and planning. (Koubek, 2015)

Figure 4: Structure of Planning Process
Source: Own processing according to Koubek (2015)

2.1.2 Areas of Planning

Workforce planning involves three fundamental areas: staffing needs, staffing
requirements, and staff development. Staffing needs anticipate the demand for staff
aligning with the organisation's objectives. The process considers both internal and
external sources of employees. Internal resources, including current employees with
evolving roles, contribute to faster matching and selection but can lead to losing
external talent. External resources offer diversity and fresh perspectives but require
additional recruitment and integration efforts. (SikyF, 2014)

Successful organisations often prioritise internal recruitment to maximise their initial
investment, relying on external sources when internal resources are insufficient.
Career and succession planning plays a crucial role in HR development, determining
the professional development of employees and the likelihood of filling leadership
positions from within. HR development planning includes recruitment, assessment,
rewards, and training, ensuring a strategic approach to career and succession

planning for employees. (Sikyf, 2014)
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2.2 Job Analysis

Formal workforce plans outline the specific humbers and types of people required
and provide the basis for detailed recruitment plans. Ad hoc requirements, often
arising from new roles, expansion into new businesses, or the need for replacements,
may require rapid recruitment, putting pressure on HR to deliver suitable candidates
quickly. (Armstrong and Taylor, 2017)

Kocianova (2010) and Mensah (2020) agree that defining these requirements is
effectively achieved through job description and job specification. These formats
provide the necessary details for writing job advertisements, working with
recruitment agencies or consultants, posting vacancies on different platforms, and
assessing candidates through interviews and selection tests.
(Kocianova, 2010; Mensah, 2020)

Within organisations, job analysis is the core process used to describe the tasks and
working conditions associated with each position. Focusing on a workflow segment,
this analysis provides comprehensive insights into the tasks, responsibilities, required
skills, knowledge, outcomes, working environment, and potentially other elements.
(Picardi, 2020)

The job analysis process model, shown in Figure 5, involves a comprehensive
examination of a specific job role, including identifying relevant job-related data from
appropriate sources, followed by the organisation and analysis of this collected
information. A careful job evaluation is then carried out to assess various aspects of
the role, considering factors such as responsibilities, skills required, and level of
complexity. This evaluation process forms the basis for structuring the job description
and specification, where the data gathered is systematically organised to describe
the duties, qualifications, and expectations of the role with precision and clarity.
(Picardi, 2020)
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Figure 5: Job Analysis Process Model

Source: Own processing according to Picardi (2020)

This methodical approach provides a comprehensive understanding of
the requirements and characteristics of the role, facilitating effective recruitment,
selection, and management practices within the organisation (Picardi, 2020).

The main outputs of a job analysis are the job description and the job specification,
as can be seen in Figure 6. While the job specification outlines the qualifications
required to perform the tasks detailed in the job description, the latter identifies
the key tasks, duties, and responsibilities that are integral to the job. (Lussier and
Hendon, 2022) Job analysis not only informs the creation of job descriptions and
specifications but also aims to improve the effectiveness of the job itself. It considers
changes in product offerings, work structure, and technology, often leading to job
redesign and reassessment of tasks, roles, and responsibilities. This iterative process
ensures continuous alignment with evolving organisational needs. (Mensah, 2020)

Job analysis

Figure 6: Outputs of Job Analysis

Source: Own processing according to Lussier and Hendon (2022)
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2.2.1 Job Description

The job description serves as a comprehensive document that outlines the purpose
of the job, its key responsibilities, and its links to concurrent, upstream, or
downstream operations. It not only clarifies the information, skills, and characteristics
required of the candidate but also details how the position will be modified, trained,

developed, evaluated, and compensated. (Bartak, 2023)

According to both Bartak (2023) and Stredwick (2014), critical components of the job
description include the job title, its classification within the organisation, its
relationship to other positions, the purpose and objectives of the job, essential tasks,
performance requirements, and organisational considerations such as working
conditions and benefits. Together, these elements provide potential candidates with
a complete understanding of the position. (Bartak, 2023; Stredwick, 2014)

Hook and Jenkins (2019) agree with Wilton (2022) that fundamental aspects of a job
description include the job title, reporting structure, a statement of the purpose of the
position, and a description of critical responsibilities. The job title itself encapsulates
essential details about the position, highlighting the importance of choosing clear and
unbiased terminology. The reporting structure section allows candidates to assess
the position's place in the organisational hierarchy and identify any supervisory
responsibilities. In addition, relevant information about terms and conditions is crucial
for candidates to make an informed decision about their willingness to accept the
position. (Hook and Jenkins, 2019; Wilton, 2022)
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2.2.2 Job Specification

The existence of a job specification underlines an organisation's efforts to bring
objectivity to a potentially subjective process. Employers who use job specifications
follow a more consistent and transparent process and document their decisions in
writing. Many organisations now share this information with applicants, ensuring
transparency and potentially providing a written record for employment tribunals
investigating complaints of unfair treatment. (Foot et al., 2016)

The job specification, also known as the person specification, describes
the knowledge, skills, and abilities required for the role. It also outlines
the behavioural competencies expected and the training, education, and experience
required to acquire the necessary knowledge, skills, and abilities. Listing
requirements and specifications play a crucial role in the selection process.
(Bartak, 2023; Marchington et al., 2016)

Balancing job requirements is essential to avoid unfair disqualification of candidates
and potential indirect discrimination. More relaxed requirements may
disproportionately affect underprivileged groups, making it more difficult for them to
meet specific criteria. Careful consideration is needed to ensure the requirements do
not result in unlawful direct discrimination. (Foot et al., 2016)

The knowledge, skills, and abilities outlined in the job description become central to
the selection process, moving from a job-based to a person-based approach.
These elements form the basis of organised interviews and guide the selection of
proper methods, such as psychological testing or assessment centres. (O'Meara and
Petzall, 2013)
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2.2.3 Effective Job Description and Specification

Due to their complexity, navigating the nuances of job definitions and descriptions
during the recruitment process can be challenging. Presenting a full copy of these
documents in a job offer could lead to confusion, especially given that specific skills
are in short supply in the labour market, and many can be acquired on the job.
Comprehensive disclosure could overwhelm potential candidates and discourage
highly qualified individuals from seeking room for advancement. It is, therefore,
crucial to identify which requirements in the job description are essential for
a potential candidate to understand the realistic nature of the position. Identifying the
critical qualifications that make a candidate fit or unfit for the job is influenced by the

nature of the position, team priorities, and organisational goals. (Koubek, 2015)

Stredwick (2014) emphasises a few parts of the job description and job specification.
Key components from the job description include the job title, job function, conditions
of employment, types of work activities, location, training opportunities, working
conditions and salary details. Key components of the job specification include
education, qualifications, skills, talents, work experience, and personality traits.
(Stredwick, 2014)

As per Wilton's (2022) view, employee requirements can be classified as either
necessary or desirable. Koubek (2015) further expands this classification to include a
category of welcome and marginal requirements. Necessary requirements are non-
negotiable and essential to the job. Desirable requirements contribute to successful
performance and can be addressed through employer-sponsored training. Welcome
requirements enhance an employee's usefulness in the organisation, while marginal
requirements are easy to provide but optional to the job. It is advisable to include all
necessary, desirable, and welcome requirements in the job offer, following a
hierarchical sequence in the pre-selection and selection of personnel. (Koubek, 2015;
Wilton, 2022)
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2.2.4 Recruitment Alternatives to Consider

Modern HRM focuses on workforce management and the continuous reduction of
labour costs. A strategic evaluation of options is essential, considering different
approaches such as eliminating jobs altogether, redistributing work between
positions, using overtime, using part-time or contract work, using activity or
performance agreements, using external contractors, and addressing tasks that
require full-time positions. (Koubek, 2015)

Other authors, such as Lussier and Hendon (2022) and also Stredwick (2014), add
that when assessing the need for additional staff, it is important to explore
alternatives, especially in situations where hiring freezes or assignment policies may
limit recruitment. A well-defined policy should guide the decision-making process,
specifying the circumstances for each option. (Lussier and Hendon, 2022; Stredwick,
2014)

The recruitment process only proceeds if it is determined that the work cannot be
done by existing staff through overtime or temporary arrangements. However,
the choice between part-time, temporary, or full-time employment significantly
influences subsequent recruitment steps, including selection criteria and techniques.
(Stredwick, 2014)
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2.3 Recruitment Sources and Methods

Jezkova et al. (2015) state that focusing on internal, external, or a combination of both
sources for recruitment is critical for any organisation. Identifying internal labour
resources is more straightforward, while external labour market research often
requires the organisation to conduct its own research to understand the number and
structure of available resources. Similarly, obtaining information about external

candidates presents its own challenges. (JeZkova et al., 2015)

The choice of recruitment strategies depends on effectively informing qualified
individuals about internal vacancies and encouraging them to apply. Several factors
influence the choice of recruitment methods, such as the organisation's decision to
recruit internally or externally, candidate specifications, local labour market
conditions, budget constraints, and the urgency of filling the position. (Koubek, 2015).

Recruitment methods vary in activity level, with some being more passive than others.
For internal recruitment, intranet postings, company magazines, or regular workplace
announcements may be sufficient. A personal approach or communication through
managers is also effective. External recruitment offers a broader range of methods
but tends to be more expensive. A balanced approach combining internal and external
strategies is often the most effective. (Bauer et al., 2020)
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2.3.1 Internal Recruitment

Internal recruitment involves filling positions with current employees or people known
to existing employees. This method has two main types: promotion from within and
employee referral. In the case of promotion from within, the organisation advertises
vacancies through physical or electronic bulletin boards, company newsletters, etc.,
and allows current employees to apply for available positions. On the other hand,
employee referral involves encouraging current employees to recommend friends

and family for job opportunities. (Bauer et al., 2020; DeCenzo and Robbins, 2010)

Internal recruitment offers different options, and organisations can adopt open,
targeted, or closed recruitment strategies. Open recruitment involves publicly
advertising job opportunities within the organisation and allowing anyone who meets
the requirements to apply. Targeted recruitment, conversely, is more discreet, with
line managers nominating people they think would be suitable for the job. HR
evaluates these nominations and forwards the best candidates to the hiring manager.
In some cases, managers may have the authority to promote or transfer people within
their department without involving HR. While targeted recruitment offers flexibility, it
requires careful consideration to avoid bias in the process. (Lussier and Hendon,
2022) It is also important to note that internal recruitment has its advantages and

disadvantages, as mentioned in Table 1 (Bartak, 2023).

Table 1: Advantages and Disadvantages of Internal Recruiting Sources

Possibility of career advancement Limited options often
Using a participative management approach Assimilation-based selection methods
The possibility of maintaining current working

Low demand from the economy methods

The tendency of less successful people to

The candidate's familiarity with the surroundings . .
choose cooperation above rivalry

The candidate's aptitudes and dispositions Being unduly critical of the new employee
The chosen person's performance in their

Management based on competencies current role does not ensure that they will
succeed in their new role

Using talent management techniques Subjective talent evaluation risk

A strategic HR policy Emotional obstacles

Reaffirming one's dedication to talent and
personnel reserves
Enhancing the atmosphere and the motivation of
particular people
Flexible staffing arrangements
Quickness in assignhing people to jobs
Lowering absenteeism, turnover, and other
undesired behaviours

Source: Own processing according to Bartak (2023)
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Internal recruitment offers many benefits to organisations, including providing
employees with career development opportunities and fostering loyalty and
commitment. Using a participative management approach empowers current
employees and requires fewer resources than external recruitment. Internal
candidates bring familiarity with the organisation's environment and insight into their
aptitudes and dispositions, enabling a better match with role requirements.
By focusing on competencies and talent management techniques, internal
recruitment supports a strategic HR policy and promotes organisational stability.
(Bartak, 2023)

However, it can limit the diversity of perspectives and skills, leading to stagnation and
a lack of innovation. Selection methods based on assimilation can encourage
conformity and discourage diversity of thought. Internal hiring can perpetuate current
working methods, and there's a risk of unfair criticism from colleagues, affecting
morale and performance. Success in a current role doesn't guarantee success in a
new one, and subjective talent assessment and emotional barriers can complicate the
process. In addition, retraining costs may be required, increasing the financial burden
on the organisation. (Bartak, 2023)

43



2.3.2 External Recruitment

External recruitment, the process of attracting individuals from the labour market
outside the organisation, plays a crucial role in influencing the success of
an organisation. This process can be open or targeted depending on
the organisation's approach. In an open recruitment scenario, details of vacancies are
available to anyone interested, while targeted recruitment involves identifying
specific individuals with the required skills and encouraging them to apply.
To be effective in external recruitment, an organisation must clearly define the type
of employee it is looking for and explore sources where potential candidates can be
found. (Lussier and Hendon, 2022)

One option is walk-ins, where candidates approach the organisation directly to
express their interest in a role. This approach, initiated by the candidates themselves,
can be efficient and cost-effective as it eliminates advertising costs and speeds up

recruitment. (Bauer et al., 2020)

Another way to recruit externally is through educational institutions, such as
universities and high schools, which often offer career advice and placement
services. These institutions can be valuable sources for recruiting people with
minimal experience or those with a degree and a broad range of skills but no
experience. (Kocianova, 2010; Pattanayak, 2020)

A third option is employment agencies, including temporary, public, and private ones.
Temporary agencies provide short-term help and can be useful for addressing staff
shortages or meeting peak demand. Public agencies provide government
employment services and match job seekers with employers, while private agencies,
which operate as for-profit businesses, may specialise in specific job categories.
Organisations must be careful when using agency workers to avoid legal problems.
(Bauer et al., 2020)
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Advertising, the fourth option, is crucial in attracting suitable candidates.
Companies should choose the right medium to reach their target audience:
newspapers, magazines, or online platforms like Facebook or LinkedIn. Regardless
of the medium selected, companies should be wary of potential scams or

misinterpretations of advertisements. (Pattanayak, 2020)

As a final option, the Internet provides a broad platform for recruitment, particularly
for technical roles. While only suitable for some vacancies, the Internet can be
a valuable tool for reaching various candidates. Companies need to carefully manage
the inflow of applications and consider the preferences of different professional
groups when using online platforms for recruitment. (Lussier and Hendon, 2022) It is
recruitment has its advantages and

also important to note that external

disadvantages, as mentioned in Table 2 (Bartak, 2023).

Table 2: Advantages and Disadvantages of External Recruiting Sources

The ability to select from a larger pool of
applicants

Ensures recruiting agencies the quality of the
selection

Easier adaption of the new employee and
acceptance by the environment

Newcomer's neutral attitude towards standards,
schedules, working processes, and customs
The newcomer's efforts to establish a positive
reputation

More significant costs connected with the
services of a recruitment agency

The risk of disrupting established practises,
behaviour, and conduct, corporate climate,
culture

Demotivation of dissatisfied personnel reserves

Difficulty of socialisation

Enculturation, and personalisation, losses
associated with new employee adaptation

Criticality of existing employees towards the

new employee

The newcomer's failure risk

The duration of the selection procedure at the

agency

Wage disparity in comparison to the pay of

existing workers in equivalent positions

Various objectives, desires, and expectations, as

well as adapting to the new workplace culture
Source: Own processing according to Bartak (2023)

External recruitment offers many benefits to organisations, including career
development opportunities, promoting participative management, and providing
a larger pool of candidates during economic downturns. External hires bring fresh
perspectives and diverse skills, complementing existing teams and enabling strategic

talent management. They can improve the working atmosphere, motivate employees,
and speed up recruitment, reducing absenteeism and turnover. (Bartak, 2023)
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However, there are challenges to external recruitment. Organisations may face
limited options for specialised roles and risk overlooking candidates who don't fit the
existing culture. New hires may struggle to adapt to current processes, leading to
resistance to change. Existing employees may be critical of external hires, and past
performance doesn't guarantee success in a new role. Subjective biases in talent
assessment and emotional barriers between employees can further complicate the
process. In addition, external hires may require costly retraining to assimilate into the
organisation's culture. Despite these challenges, effective use of external recruitment
sources can bring valuable talent and fresh perspectives to an organisation. (Bartak,
2023)

2.4 Required Documents

Némec et al. (2014) believe that the choice of documents and data required from
applicants significantly impacts the depth and relevance of the information
an organisation gathers about potential candidates. Commonly requested documents
include a cover letter, curriculum vitae (further CV), references from previous
employment, a questionnaire specific to the organisation, a criminal record, and a

medical certificate (Némec et al., 2014).

CVs are often the most requested documents and come in three formats: accessible,
semi-structured, and structured. In a free CV, applicants have complete control over
the organisation of the content, while a semi-structured CV provides a general
guideline for inclusion. A structured CV resembles a questionnaire with specific
instructions on content and order. (Koubek, 2015)

Employers often prefer structured CVs because they allow for a logical and
chronological arrangement of information, which makes it easier to process and
evaluate the candidate's data. Although there is no standard format, recruiters should
inform applicants of the required format in advance, which streamlines the evaluation
process and allows for simultaneous verification of candidates' computer skills.
(Dvorakova, 2012; SikyF, 2016)
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The required documents containing personal data are used to identify and contact
job seekers, assess their qualifications for the required work, and meet legal
requirements. Job applicants are not required to provide excessive personal
information, and discriminatory details based on the factors listed in the Anti-
Discrimination Act are not used. Collected documents containing confidential
information must be either destroyed or returned in accordance with
Act No. 101/2000 Coll. on the Protection of Personal Data (further GDPR), and future
processing can only be carried out with the consent of job applicants. (Sikyf, 2016)

2.5 Job Advertisement

A job advertisement is the primary and essential method for employers to engage with
potential employees during the recruitment process. The creation and distribution of
a job advertisement aim to provide potential employees, as well as other job seekers
inside and outside the company, with clear, accurate, comprehensive, and truthful
information about the opportunities, requirements, and conditions of employment.
(Leatherbarrow and Fletcher, 2019; SikyF, 2016)

2.5.1 Formulation of Job Advertisement

The job advertisement based on the job description and specification is influenced
by factors such as internal or external recruitment, the challenge of finding suitable
candidates, the social profiles of the candidates, the recruitment methods chosen,
and the documents and information required from the candidates (Leatherbarrow and
Fletcher, 2019).

Short job descriptions may be sufficient for low-skilled jobs with a shortage of
qualified candidates. However, jobs requiring high skills or specialisation, especially
organisation-specific ones, warrant more detailed offers, including benefits.
Familiarity with the job position is assumed for internal recruitment, but
comprehensive information is crucial for external recruitment. Creating a compelling
yet informative job advertisement tailored to specific recruitment techniquesis cost-
effective but requires careful consideration to encourage suitable candidates,

discourage unsuitable ones, and ensure self-selection. (Koubek, 2015)
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In addition to the content, the location and format of the vacancy are critical.
Following guidelines will increase effectiveness, including specifying the job title, role
description, organisational details, requirements, working conditions, training
opportunities, required documents, and application guidelines. Tailoring
the advertisement to appropriate media, such as trade journals or local or national
media, contributes to optimal results. (Leatherbarrow and Fletcher, 2019)

Recording advertising is essential for future analysis and optimisation. Details such
as type of communication, date of publication, media, form of advertisement, names
of respondents, interviewees, and selected candidates should be documented for
a thorough evaluation of advertising effectiveness in different contexts. Effective
communication with unsuccessful candidates is crucial, and prompt, courteous
notification will help maintain the organisation's reputation and positively influence
responses to future advertisements. (Koubek, 2015)

2.5.2 Publication of Job Advertisement

Following the recruitment process, the company follows the procedure by publishing
the job offer. For internal recruitment, the job offer is distributed by e-mail or
posted on the intranet, local or official notice board, or bulletin board to ensure
accessibility to qualified candidates within the organisation. On the other hand, when
seeking external candidates, the company spreads the job offer via online platforms,
local or official notice boards, television, radio, the press, or directly to qualified
candidates not currently employed by the company. (Sikyf, 2016)

Determining the most appropriate method of publishing the job offer depends on
several factors, including the nature of the position, the choice between internal and
external recruitment, the requirements of the position, labour market conditions,
the attractiveness to potential applicants, and the reputation of the organisation as an
employer. (Leatherbarrow and Fletcher, 2019; SikyF, 2016)
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2.6 Pre-Selection Process

The pre-selection phase is a vital component of the recruitment process. This stage
involves identifying individuals considered suitable for further consideration in
the final selection process, primarily based on the documents they have submitted.
The assessment is done by comparing the candidate's documents with the specific
criteria for the position. In particular, the evaluation focuses on the individual's
suitability rather than directly comparing with other candidates. In some
organisations, a preliminary interview may be conducted during the pre-selection
process. Candidates deemed unsuitable based on the assessment of their written
materials do not proceed to this preliminary interview. (Pande and Basak, 2015)

According to Koubek (2015), the effectiveness of the pre-selection interview often
depends on the clarity and comprehensiveness of the job advertisement. A lack of
sufficient information may result in the submission of inappropriate candidates, who
might have refrained from applying with more detailed information. Conversely,
a broader pool of candidates can facilitate a more nuanced selection process,
potentially offering alternative employment within the organisation to individuals

initially perceived as undesirable. (Koubek, 2015)

The pre-selection process classifies candidates into three groups based on their
suitability: highly suitable, suitable, and unsuitable. Exceptionally suitable candidates
are invited to the selection process, which usually involves at least one selection
interview. Candidates may be interviewed more than once, if necessary. If there is
a need for more highly qualified candidates, additional selection procedures are used.
Those who do not meet the requirements are politely turned down and thanked for

their interest in employment. (Koubek, 2015)

The final stage is to draw up a list of potential candidates for the selection procedures.
The desired number of applications per vacancy may vary depending on the number
of highly qualified candidates, job characteristics, or organisational practices. An
optimal range, which balances a responsible selection process with budget and team
constraints, is typically between five and ten candidates per vacancy. For managerial
or highly qualified positions, it is advisable to invite more candidates. (Pande and
Basak, 2015)
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The list of candidates is in alphabetical order, as the pre-selection process does not
prescribe any order. Any form of ranking based on limited assessments is
discouraged, and the ranking of candidates is best determined by a comprehensive
evaluation of all selection procedures used. (Koubek, 2015)

2.7 International Recruitment

HR allocation within an international organisation involves the recruitment of key
employees for both the organisation's headquarters and its subsidiaries
(Armstrong and Taylor, 2017).

Dowling et al. (2013) assert that as organisations internationalise, they face workforce
challenges that either need to be addressed in a domestic environment or
exacerbated by the complexity of the international framework in which they operate.
Ozbilgin et al. (2014) add that when preparing for international recruitment, it is vital
for HR managers in international companies to consider various factors, particularly
cultural or national differences between the company's parent country and the host
countries in which the company has subsidiaries. These differences can affect
international recruitment due to differences in labour laws between countries, a larger
pool of candidates applying for positions abroad, and the need for a comprehensive
and specific job analysis even for similar positions offered abroad (Dowling et al.,
2013; Ozbilgin et al., 2014).
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2.7.1 Approaches to International Recruitment

When an international company wants to fill a vacancy, it has three options: nationals
of the home country, who are of the same nationality as the company's headquarters;
nationals of the host country, who are citizens of the country in which the company's
subsidiary is located; and third-country nationals, employees who are not from either

the home or host country (Dowling et al., 2013).

Hurn (2014) and Pattanayak (2020) argue that international organisations can adopt
four main orientations influencing workforce selection: ethnocentric, polycentric,

geocentric, and regiocentric.

Ethnocentric organisations make key decisions centrally at headquarters, limiting
subsidiaries' autonomy. Subsidiaries are supervised by headquarters staff, often
expatriates. While this increases control over subsidiary operations, it also presents
challenges in managing expatriates and potential dissatisfaction among local staff.
(Pattanayak (2020); Wilton, 2022)

Polycentric organisations view subsidiaries as autonomous entities and grant them
considerable independence. Local employees typically manage subsidiaries,
ensuring continuity and mitigating issues related to expatriate exploitation. However,
this approach can result in headquarters staff being isolated from other overseas
subsidiaries, transforming a global company into a federation of autonomous national
divisions. (Dowling et al., 2013; Hurn, 2014; O'Meara and Petzall, 2013)

In regiocentric organisations, subsidiaries are interconnected and overseen by
a regional centre. Regional HR policies may be aligned with global corporations that
take a polycentric or geocentric approach. (Hurn, 2014; Pattanayak, 2020;
Wilton, 2022)

Geocentric companies link headquarters and subsidiaries globally, forming
a worldwide team of international managers. As global managers, they can be
assigned to any branch or subsidiary, thus cultivating a broad international
perspective. However, building and managing an international management team can
be challenging. (Hurn, 2014; O'Meara and Petzall, 2013; Wilton, 2022)
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There are several approaches to international recruitment. It is important for
an international company to carefully consider and select a general approach to
international recruitment before designing its recruitment procedures. Each approach
requires the international company to focus on a particular group of foreign workers.
(Ozbilgin et al., 2014)

2.7.2 Determinants of International Recruitment Choice

A combination of external and internal variables influences the recruitment decisions
of an internationalising firm. These factors include contextual specificities such as the
cultural and institutional framework, the availability of labour in the local market, and
the nature of the specific industry in which the firm operates. Entity specificities also
play a crucial role and include factors within the enterprise itself, such as the structure
and strategy of the international company, its level of international experience,
corporate governance practices, and the prevailing organisational culture. Local unit
specificities refer to the specifics of the local unit, including the establishment
technique, strategic function, importance in the overall structure, need for control,
and locus of decision-making. In addition, IHRM practices significantly impact
recruitment decisions, encompassing various aspects such as recruitment strategies,
training programmes, reward systems, and career development opportunities.
(Dowling et al., 2013; Pattanayak, 2020)

2.7.3 International Assignments

Given the challenges associated with expatriation, it is logical to ask why international
companies continue to use expatriates. Undoubtedly, there are fluctuations in the
number of people sent worldwide. There is a common belief that expatriates will
become obsolete as companies embark on localisation initiatives, replacing
expatriates with host country nationals to save on labour costs. (Pattanayak, 2020)

Organisations use different forms of international assignments for three main
organisational reasons: position filling, management development, and organisational

development (Dowling et al., 2013).
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In the context of position filling, organisations address specific needs by either
recruiting locally or transferring a suitable candidate based on the type of position
and its level within the organisation. In the management development framework,
employees are often transferred to the organisation for training and development to
cultivate shared values. This involves the movement of employees between
headquarters and subsidiaries or between subsidiaries. Assignments vary in duration
and include project assignments and internships. The perceived link between
overseas experience and career advancement can motivate individuals to accept
such transfers. In organisational development, the company's strategic objectives
come into play. These include considerations such as the desire for control, the
dissemination of knowledge, skills, processes, and practices across locations, and
the pursuit of opportunities in the global marketplace. The overall outcome is the
development of organisational capabilities that enable the firm to compete effectively

in international markets. (Dowling et al., 2013)

According to Armstrong and Taylor (2017), different types of international
assignments can be categorised into diverse groups, including short-term, extended,
commuting, rotational, and virtual assignments. A short-term assignment addresses
a specific problem, completes a project, or acts as a temporary solution until an
alternative is found. In contrast, an extended assignment, which can last up to a year,
may involve tasks similar to those of a short-term assignment. A commuting
assignment involves an employee travelling to another country to work for a week or
two. A rotational assignment involves the periodic movement of an employee
between their home country and a host country for a short period. On the other hand,
a virtual assignment occurs when an employee uses information and communication
technology to monitor the operations of an affiliate in another country while working
remotely from their home country. However, these assignments may require regular

travel to the country where the assignment takes place. (Armstrong and Taylor, 2017)
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The second chapter of this master thesis offered a thorough overview of
the recruitment process, covering various aspects from job description and
specification to international recruitment and assignments. It highlighted
the significance of defining job roles and candidate requirements. The chapter
explored alternatives to traditional recruitment methods and then delved into
recruitment sources and methods, discussing internal and external recruitment
strategies and their advantages and disadvantages. The document outlined various
recruitment approaches, including open and targeted recruitment, and provided
insights into effective recruitment strategies, such as employee referrals and
partnerships with educational institutions. The chapter also discussed the necessary
recruitment documents, emphasising the importance of collecting relevant
information while adhering to legal guidelines on data protection. The chapter detailed
the types of documents that applicants were commonly requested to provide and
emphasised the importance of effective communication with unsuccessful
candidates. Additionally, it explored the publication of job advertisements and the
pre-selection phase, highlighting the criteria used to identify suitable candidates for
further consideration. Finally, this chapter discussed international recruitment and
assignments, outlining international organisations' approaches and orientations. It
explored the determinants of recruitment choices, including external and internal
variables, and discussed the strategic reasons behind using various types of
international assignments. Overall, the chapter provided a comprehensive guide to
recruitment practices, covering everything from the initial job description to
international workforce management. It offered valuable insights and

recommendations for organisations seeking to optimise their recruitment processes.
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3 International Recruitment in Lasvit

The third chapter of this master thesis is dedicated to researching international
recruitment in Lasvit. First, the aim of the master thesis and the chosen research
methodology are presented. Subsequently, the master thesis presents a moderated
interview conducted with the HR Generalist, in which international recruitment in
Lasvit is already discussed in detail. Based on the evaluation of the results,
recommendations for improving the current process and their economic evaluation

are formulated.

3.1 Methodology for International Recruitment in Lasvit

The aim of this master thesis is to analyse the current state of recruitment in
the international company Lasvit s.r.o., to identify the challenges of the current
recruitment process in this international company and then to propose
recommendations along with their economic evaluation to improve the company's

recruitment process.

The methodology of the master thesis includes a comprehensive approach to
the evaluation of the current international recruitment process in Lasvit and
a proposal of recommendations with an economic evaluation. The steps taken were

as follows:

a literature review on IHRM and recruitment,

research on the labour markets in which Lasvit operates,

analysis of the current state of the recruitment process in Lasvit,

proposals for recommendations together with their economic evaluation.

The master thesis begins with thoroughly examining secondary data through
a literature review on HRM, particularly recruitment, focusing on the international
environment. The literature review serves as a basis for analysing the current

international recruitment process in Lasvit.
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To better understand the international landscape in which Lasvit recruits a new
employee, the labour markets in which Lasvit operates were studied. Based on
secondary data, a comprehensive overview of the European, American, and Asian
labour markets was created. By examining key indicators such as labour market
participation rates, employment rates, and unemployment rates, insight was gained
into the complexity of these labour markets and the implications for Lasvit's

international recruitment.

In parallel with the literature review, primary data collection was initiated by analysing
current international recruitment practices in Lasvit. The focus was on identifying the
nuances of the international recruitment process in the company's different labour
markets. This analysis included an assessment of HRM planning, job analysis,
recruitment sources and methods, required documents, job offers, and, finally, the
pre-selection of candidates. The primary data collection was based on a moderated
interview with the HR Generalist in Lasvit. The interview aimed to gain insight into the
internal dynamics of the international recruitment process, particularly to identify

challenges in the current international recruitment process.

All the data collected, both secondary and primary, was then carefully analysed and
evaluated. This comprehensive analysis provided a deeper understanding of
the international recruitment process in Lasvit, identified areas for improvement and
informed the development of recommendations with economic evaluation aimed at

improving international recruitment.
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3.2 Introduction of International Company Lasvit

Lasvit s.r.o. is a Czech company specialising in luxury lighting and glass design.
The company was founded in 2007 by Leon Jakimi¢ as a limited liability company
(s.r.o.) with headquarters in Novy Bor. (RocketReach, 2024; Lasvit, 2022)

Lasvit has since expanded globally, with offices and showrooms in cities such as
Prague, Paris, London, Moscow, New York, Los Angeles, Miami, Dubai, Singapore,
Hong Kong and Shanghai (Lasvit, 2022c).

The company aims to create compelling lighting and design experiences that enhance
spaces worldwide. The company aims to become the world's leading luxury lighting
and glass design authority. It strives to set new standards for creativity and innovation
within the industry. (Lasvit, 2022a)

The international company has a dedicated team of 350 skilled professionals
contributing to its success and innovation. Most employees are in
the Czech Republic, but the company has many foreign employees. Its significant

annual turnover of $60 million reflects its strong market position. (internal documents)

Lasvit specialises in creating bespoke lighting installations, glass sculptures, and
decorative glassware that combine traditional craftsmanship with contemporary
design elements. The company's products are celebrated for their artistic flair and
exceptional quality, making them unique in the industry. (Lasvit, 2022a)

Lasvit's organisational structure encourages creativity, collaboration, and innovation
in its various departments, including design, production, sales, and marketing.
This structure enables Lasvit to maintain its reputation for excellence while exploring
new frontiers in luxury lighting and glass design. Lasvit appears to have a hierarchical
organisational structure, characterised by a well-defined chain of command, as
illustrated in Figure 7. (internal documents)
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Figure 7: Organizational Structure in Lasvit

Source: Own processing according to internal documents

At the top is a non-executive board, presumably providing strategic oversight, and
a creative art board, potentially influencing the company's artistic direction.
The Executive Chairman and the President lead the company, holding the ultimate

executive authority.

Directly reporting to the President (1) are the Chief Operations Officer (2), who is
a member of the Executive Committee, and nine members of senior management,
namely the Financial Director (5), the HR Director (6), the Marketing Director (7),
the Regional General Manager Americas (8), the Regional General Manager SE Asia
and MEA (9), the Regional General Manager APAC (10), the Regional General Manager
Europe (11), the General Manager G4A (12), and the General Manager Collections (13),
as well as two members of management, namely the Design Development Manager
(3) and the Creative Director (4).

The Chief Operations Officer oversees two members of top management, the Digital
and Innovation Director (14) and the Production Director (15), and four members of
management, the Quality Manager (16), PM Development Manager (17), Procurement
Manager (18), and Installations Manager (19). Management representatives, namely
the Plant Manager (20), the Plant Manager Lasvit Shanghai (21), the Chief Design
Engineer (22), the Chief Electrical Design Engineer (23), the Chief Lighting Consultant
(24), and the Glassworks Manager Ajeto (25), report to the Production Director.
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This structure provides clarity in terms of reporting relationships and accountability.
Decisions can be made quickly due to the streamlined flow of information. However,
there may be limitations, such as delayed decision-making due to mandatory approval
processes or limited employee influence due to a top-down approach.

Understanding the structure of a company's HR department is crucial to its effective
functioning. This analysis examines the HR department of Lasvit. The organis<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>