
 

An Analysis of Search and Selection of Employees 
in a Selected Company  

 

Aneta Rylková 

 

  
Bachelor’s Thesis 
2022  

  
 



 

 



 

 



 

  



 

  



 

ABSTRAKT 

Tato bakalářská práce má za cíl analyzovat současný stav vyhledávání a výběru zaměstnanců 

ve firmě Scott Automation a.s. První část práce je teoretická a se zabývá poznatky z oblasti 

řízení lidských zdrojů a popisem procesu vyhledávání a výběru zaměstnanců. Tyto poznatky 

také vysvětlují základní termíny spojené s touto problematikou a jsou čerpány z odborné 

literatury. Druhá část práce je praktická a zkoumá systém vyhledávání a výběru zaměstnanců 

ve firmě Scott Automation a.s.. Tato část začíná představením organizace, která obsahuje 

základní údaje o společnosti, zaměstnancích a vybraných ekonomických ukazatelích. Další 

část už je věnována sytému vyhledávání a výběru zaměstnanců v dané firmě s popisem toho, 

jaké zdroje pro vyhledávání používá a jak celý proces náboru a výběru probíhá.  

 

Klíčová slova: nábor, výběr, kandidát, organizace 

 

ABSTRACT 

This bachelor’s thesis aims to analyse the current state of search and selection of employees 

in the company Scott Automation a.s. The first part of the thesis is theoretical and deals with 

knowledge in the field of human resource management and a description of the process of 

searching and selecting employees. This knowledge also explains the basic terms associated 

with this issue and is gained from the professional literature. The second part of the thesis is 

practical and examines the search and selection system of employees in the company Scott 

Automation a.s. This part begins with an introduction to the organization, which contains 

basic information about the company, employees, and selected economic indicators. The 

next part is devoted to the system of search and selection of employees in the company, 

describing what sources it uses for the search and how the whole recruitment and selection 

process is underway.  
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INTRODUCTION 

In today’s world, with successful organizations expanding and founding their subsidiaries 

worldwide, a company needs to overcome various economic or organizational barriers and 

secure its position among the competition. However, this requires that the organization has 

enough qualified people, without which it could not function. It can be claimed that human 

capital is the most vital thing a company needs to work. Therefore the organization must pay 

sufficient attention to human resource management to ensure the best employees for its 

company.  

This bachelor’s thesis will aim to examine the current state of search and selection 

of employees in Scott Automation a.s. for the CNC Machine Operator and Press Brake 

Operator positions. These positions were chosen because it was an actual problem the 

organization had to address. The CNC Machine Operator and Press Brake Operator are 

technologically focused positions for which there is the need to find enough qualified 

workers with adequate educational backgrounds. Scott Automation a.s. has tried 

unsuccessfully to find suitable candidates for these positions for a long time. Therefore, the 

thesis will inquire into the organization’s system of searching and selecting employees for 

the two positions and discover its main strengths and weaknesses to provide 

recommendations for improvement.   

The theoretical part of the bachelor’s thesis will introduce the principal terms 

connected to human resource management, recruitment, and selection. This part will 

concentrate on the professional literature, which will serve as a background to understand 

and explain the recruitment and selection process and other necessary terms to further 

examine the organization’s system in the practical part of the bachelor’s thesis.  

The practical part will focus on Scott Automation’s system of search and selection 

of new employees while using the knowledge described in the theoretical part. The first 

chapter will introduce the organization. The following chapters will be aimed at analysing 

the system of finding new employees for the CNC Machine Operator and Press Brake 

Operator positions. Scott Automation’s system will be compared accordingly to the 

theoretical knowledge highlighting its strengths and weaknesses. Consequently, the final 

chapter with proposed recommendations will suggest improvements to its system, ensuring 

the organization will find the necessary number of employees for these job positions.   
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I.  THEORY 
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1 HUMAN RESOURCE MANAGEMENT  

Human resource management (HRM) is a term used to describe all employment processes, 

including people working in an organization (Armstrong 2020, 4). Also, this term indicates 

managerial approaches which are connected to the successful finding of new employees, 

their future development, and their well-being in a company while ensuring the best possible 

employment relationship and bilateral satisfaction (Horváthová and Čopíková 2017, 1).  

According to Koubek (2015, 15), HRM is a concept that evolved from personnel 

management during the 1950s and 1960s, emphasizing the workforce as a principal and 

valuable source for an organization helping to succeed in established company objectives.  

The same opinion is shared by Horváthová and Čopíková (2017, 3), adding a point 

that explains the difference between personnel management and human resource 

management. Personnel management is focused administratively, paying attention to 

communication with employees and paperwork that handles employment issues such as 

payrolls, contracts, or employment laws. On the other hand, HRM is focused more on the 

employees and their overall incorporation into an organization since the workforce should 

contribute to and support its success. (Horváthová and Čopíková, 2017, 3).  

HRM managers in an organization must manage numerous activities while ensuring 

that their implementation will fulfill organizational objectives. Whereas the main goals are 

usually similar for every organization, the main activities performed by managers can vary 

according to the size of an organization or the function of managers (Hook and Jenkins, 

2019, 6). The main goals which an organization aims to achieve through HRM belong 

(Armstrong 2020, 7):  

• understanding that all human resource strategies in a particular company should be 

used and implemented in a way that would provide an organization with the 

necessary support to achieve its objectives and ensure that those activities are in 

concord with the organization’s business strategy,  

• an effort to develop a high-performance culture that would be sustainable over a long 

period of time,  

• discover the best ways to attract talented, skilled, and engaged people for an 

organization who are necessary for an organization’s success, 
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• create a harmonic employment relationship that would provide a sense of trust, 

appreciation, and understanding between management and employees,  

• participate in a good experience for employees and provide them opportunities for 

their professional growth. 

The main activities of managers are as follows (Hook and Jenkins, 2019, 5):  

• responsibility for workforce planning, including analysis, the processes necessary for 

recruitment and selection of employees, 

• learning of new employees, their training and development of skills and knowledge,  

• motivating employees using rewards for their high performance and regular 

payment, benefits, training for professional improvement,  

• handling contracts, ensuring equal employment opportunity and fair treatment,  

• follow health, safety, security, and ethics issues according to laws or provisions,  

• manage dismissal or redundancy decisions and the process itself. 
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2 HUMAN RESOURCE PLANNING 

Human resource planning or workforce planning refers to an essential process of human 

resource management in which managers must analyze people’s requirements for vacancies 

needed for an organization. It means analysing the organization’s people already working 

for them, the number of employees a company must hire in the future, or solutions for a 

necessary current demand and supply of employees. In other words, those processes should 

result in having the required number of people with the necessary skills and knowledge in 

an organization at the right time and in the right place. (Armstrong 2020, 289). 

Nevertheless, it is essential to do these processes, which are mentioned above, in a 

way that will correspond to organizational strategy and will satisfy short and long-term 

company goals (Horváthová and Čopíková 2017, 17).  

2.1 Reasons for HR planning   

In case the human resource planning is appropriately done in an organization and 

corresponds to the current and future state, which a company predetermines as its objective, 

the results of the analysis can help an organization to display information for improving its 

human resource strategies (Caroline and Jenkins 2019, 141).   

According to Armstrong (2020, 291), there are three main reasons for HR planning 

in organizations: 

• to understand and possibly optimize people’s resources in a way that can modify 

according to circumstances and modify them due to actual problems, which could 

result in making undesirable decisions, 

• to benefit from analysis in a way that managers would easier predict the future state 

if they are acquainted with the current situation, and they would focus not only on 

short-term objectives but also on the long-term,  

• to compile human resources plans accordingly to business plans and in a way that 

those plans can obtain support from higher managers and better organize and 

coordinate critical organizational decisions and their application in practice. 
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3 RECRUITMENT AND SELECTION  

Recruitment and selection are considered an essential part of HRM, which allows managers 

to compete for skilled candidates for their organization by using different methods and 

processes to attract several possible candidates who will meet the company’s requirements 

to fill a vacancy needed (Emma - Denisa 2017).  

Although recruitment and selection can be considered as two separate processes with 

different approaches, they are fundamentally interconnected and influence each other 

(Hortváthová and Čopíková 2017, 20). This idea is confirmed by Hook and Jenkins (2019, 

164), claiming that both are closely related and focus on hiring an employee with specific 

competencies. However, Hook and Jenkins (2019, 164) added that even though these two 

processes are related and interconnected, each requires different levels of managers’ abilities 

and expert knowledge.  

In today’s competitive world, organizations must adjust to numerous changes. Those 

changes include the national and global economic environment, as well as changes in 

shortage of skilled employees, candidate’s expectations for an employer and work itself, and 

in recent years the shift in usage of new and evolving technologies not only in the recruitment 

and selection processes but also in the workplace (Zeuch 2016, 3). 

According to Nikolaou (2021), recruitment and selection of employees have been 

changing, especially in the last twenty years when new technologies are on the rise. The new 

technological developments include the internet, social media, and numerous other 

possibilities that substantially impact the recruitment and selection process. It has influenced 

methods and provided HR managers with new options used in those processes (Nikolaou 

2021). A majority of them will be explained in detail in the following chapters.     

3.1 Legal aspects  

The process of recruitment and selection of an employee or other labor law matters between 

the employee and the employer are subject to the Labor Code No. 262/2006 Coll., as 

amended in the Czech Republic. 

In addition, the employment contract is also subject to the Labor Code No. 262/2006 

Coll., which states, according to the provision §34, three mandatory information that must 

be included in the employment contract as follows: 

• “the type of work (job title) which the employee will perform for the employer, 
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• the place or places of work where the employee will perform the work pursuant to 

the first point, 

• the date of commencement of employment (i.e. of an employment relationship).” 
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4 RECRUITMENT PROCESS 

The term recruitment, recruiting, or staffing is defined as searching for people with the right 

skills, knowledge, and behaviours to fit into an organization and successfully perform a job 

or a particular position within the organization, which is needed to fulfill (Zeuch 2016, 5).  

Moreover, the recruitment process is crucial for an organization because having 

capable employees means that an organization can fulfill its organizational objectives 

through them, influencing its success and prosperity, and competitiveness among other 

companies (Koubek 2015, 126). 

The process of recruitment and selection itself is divided into numerous stages. 

Armstrong (2020, 299) suggested ten stages of this process, which include “defining 

requirements, attracting candidates, sifting applications, interviewing/assessment centres, 

testing, assessing candidates, obtaining references, checking applications, offering 

employment, following up.” On the contrary, Horváthová and Čopíková (2017, 21) 

suggested only five stages, including “job analysis, recruitment and selection strategy, 

recruitment, selection, and evaluation.”  

In one way or another, the fundamental stages include attracting candidates, 

screening potential and suitable candidates, and the final stage of offering a job (Nikolaou 

2021). Nevertheless, differences in recruitment and selection appear between small and big 

organizations. Big and small companies do not function similarly, so more prominent 

organizations conduct these two processes more intensively than smaller organizations using 

different methods and approaches to find suitable candidates (Emma - Denisa 2017; 

Urbancová, Stachová, and Stacho 2015, 1052). The reason for that is differences in an 

organization’s size and, consequently, its HR department’s size, costs available, and the 

economic sector in which an organization operates (Urbancová, Stachová, and Stacho 2015, 

1052). In addition, it also depends on the lifecycle of an organization, which means in which 

stage (existence, survival, success, renewal, and decline) an organization is currently 

standing and on the overall economic cycle, which positively or negatively influences 

external circumstances (Emma - Denisa 2017; Lester, Parnell, and Carraher 2003, 342-343).  

4.1 Job analysis 

Job analysis is a process in which managers have to gather information about a vacancy that 

is needed to fill and define the requirements of potential candidates in terms of their skills, 
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knowledge, and duties (Hook and Jenkins 2019, 167-168). It is the first and vital stage of 

recruitment since this process should provide basic information about a position for potential 

candidates (Armstrong 2020, 299; Horváthová and Čopíková 2017, 21). Job analysis aims 

to form job descriptions and job or person specifications (Hook and Jenkins 2019, 167).  

4.1.1 Job description 

Job descriptions describe a specific position’s primary responsibilities, tasks, and 

information about it. As recommended by Koubek (2015, 134), job descriptions should 

contain “job title, job function, employment, types of job tasks and for what is an employee 

responsible, place of work, the possibility of training and education during work, working 

conditions, especially working environment and salary conditions.”  

4.1.2 Job or person specification  

Job or person specifications describe the necessary qualifications of potential employees, 

which are inevitable to do the specific position (Lussier and Hendon 2020, 337). According 

to Koubek (2015, 134), the specifications should contain information about “education and 

qualification, skills and abilities, work experience and personality characteristics.”   

When managers work on these two forms of documents, Koubek (2015, 134) 

recommends establishing criteria for a more straightforward assessment of candidates in the 

way of sorting requirements into essential (those requirements that are inevitable for a 

particular position), desirable (those which are favorable to the performance of a specific job 

position, although they are not essential), welcome (those requirements which are not 

necessary, even though they might improve candidate’s capabilities within work) and 

marginal (those which are not required or essential for candidate’s performance and might 

be enhanced by additional training).  

Job descriptions and job or person specifications are essential documents containing 

information necessary for further stages, including attracting potential candidates and 

assessing them in the selection process (Hook and Jenkins 2019, 167).  

4.2 Recruitment and selection strategy  

This second stage is essential for an entire recruitment and selection process since the 

strategy should establish a systematic way to recruit and select new employees. Furthermore, 

this strategy should be unified with an overall business strategy of the organization to ensure 
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the best possible suitability in considering potential candidates and job positions 

(Hortváthová and Čopíková 2017, 21).  

When compiling recruitment and selection strategies, there are numerous questions 

that managers must consider and factors that must be appropriately evaluated. Among the 

most critical questions belongs (Horváthová and Čopíková 2017, 21):  

• how many people an organization needs to fill a vacancy required and from which 

sources (internal or external) managers want to attract and then hire candidates,  

• which possible sources of attracting potential candidates managers will use for 

recruitment,  

• which methods managers will use in the recruitment and selection process and how 

these results will be evaluated,  

• how much recruitment and selection will cost, and how much time will be spent on 

this process.  

Consequently, the factors which can influence the recruitment and selection process 

in terms of attracting potential candidates are (Armstrong 2020, 300-303):  

• strengths and weaknesses of an organization in terms of advantages for employees,  

• view of an organization as an employer connected to employer branding,  

• benefits that an organization can offer to potential or current employees in terms of 

an employee value proposition.  

4.2.1 Internal or external sources of candidates  

Before attracting candidates, managers should know whether to hire people from internal 

sources or find possible candidates from external sources, which means deciding whether 

they want to offer a job position to the organization’s employees and give them a chance to 

be promoted or find a suitable person with the necessary requirements in the labor market 

(Urbancová, Stachová, and Stacho 2015, 1052).  

According to Lussier and Hendon (2020, 430-431), the main advantages of internal 

recruitment include:  

• increasing motivation and engagement of employees through their promotion,  
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• knowledge of present employees regarding their experience with operations and 

processes in a workplace,  

• organization’s knowledge about employees and their performance which gives them 

a view of employee’s suitability for a different position, 

• saving costs for the whole recruitment process because an organization does not 

spend money on advertising.  

Consequently, the main disadvantages of internal recruitment include (Horváthová 

and Čopíková 2017, 25; Lussier and Hendon 2020, 431):  

• having a much smaller pool of potential candidates than from external recruiting,  

• lack of new ideas and opinions, which external candidates could bring into an 

organization, 

• problems in social relations since the ones who were promoted might get a higher 

position and supervise those with whom they were working before,  

• limited possibilities from which managers can select the best candidate, meaning that 

external candidates could be more suitable for their qualifications.  

Also, there are the main advantages of external recruitment, which are, according to 

Koubek (2015, 130) following:  

• there is much more diversity of potential candidates with different skills, knowledge, 

and competencies outside the organization than could be available in internal sources 

of candidates, 

• people from external sources could positively influence an organization through a 

variety of new opinions, pieces of knowledge, and experiences, which could provide 

new approaches to organizations’ in how things can be done differently, 

• external recruiting is usually faster and more inexpensive than internal recruiting.    

Furthermore, the main disadvantages of external recruiting are the following 

(Horváthová and Čopíková 2017, 25):  

• the process of recruitment and selection is longer than internal recruiting, and 

additional training for new employees could be expensive, 
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• the organization could hire a candidate who could not perform in a way the 

organization intended because managers do not have any information about their past 

performance as they have with internal sources of candidates.  

4.2.2 Strengths and weaknesses of an organization  

Before compiling a plan for attracting candidates for particular positions, it is advisable to 

analyse what an organization can offer its employees. This analysis can cover issues 

concerning a company’s reputation, benefits for employees, or opportunities for employees 

of an organization, including their further development, training, or possible chances for a 

promotion (Armstrong 2020, 300).  

Armstrong (2020, 300-301) suggested that it is valuable to enquire about these issues 

to current employees and appropriately obtain information about other organizations 

working in the same business field to make a competitive offer for employment.  

4.2.3 Employer branding  

Employer branding is another factor that can convince potential employees to join the 

organization since employees naturally want to work for an organization with an excellent 

and respected reputation (Khalid and Tariq, 2015).  

Whereas Armstrong (2020, 301) defined employer branding as “the image presented 

by an organization as a good employer,” Khalid and Tariq (2015) described employer 

branding as “a process of developing the perception of the brand for the audience and making 

it that much unique that it could be differentiated from their competitors.” 

 Furthermore, employer branding serves organizations to attract employees by 

representing its organizational culture and influencing candidates’ subjective perception of 

an organization so that they are attracted and identify themselves as a person who will fit 

into an organization (Khalid and Tariq 2015; Carpentier, Hoye, and Weijters 2019).  

4.2.4 Employee value proposition  

This term refers to factors influencing potential or existing employees regarding what is 

valuable for them and why they want or are working for a particular company. In other 

words, these factors mean advantages that a company can offer to its employees (Armstrong 

2020, 302).  
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Among those factors belong not only financial remunerations but also advantages 

considering career opportunities, location of a company, an opportunity for further training, 

organization’s benefits, working environment, and reputation of an organization (Armstrong 

2020, 303).       

4.3 Methods for addressing candidates  

Nowadays, there are plenty of possibilities for attracting suitable and skilled candidates. HR 

managers are now affected by globalization, information technologies, and other 

consequences of the modern world. It compelled them to redefine their strategies and update 

approaches in competition for the best possible employees (Hmoud and Laszlo 2019, 22). 

With the emergence of the internet and social media, organizations must change the 

traditional way of sourcing candidates and implement these new technologies in HRM 

activities, especially concerning the younger generations, who are constantly surrounded by 

new technologies (Slavić, Bjekić, and Berber 2017, 36-37).  

Therefore, combining traditional forms of addressing candidates, for example, 

advertising, with new and modern, for example, social media, online recruitment, and others, 

is the best possible way of attracting potential candidates (Slavić, Bjekić, and Berber 2017, 

39).  

4.3.1 Advertisement   

Advertisement is the most widespread and used source for attracting candidates. There are 

many possibilities for organizations where to put their job advertisement. These might 

include local or regional newspapers, billboards, professional journals, the internet, radio, or 

television (Hook and Jenkins 2019, 176; Horváthová and Čopíková 2017, 22). 

The advantage is that this source could be visible almost everywhere to reach a wide 

range of people, possibly also those who are not actively looking for a job. On the contrary, 

the advertisement is costly since rent is charged for all places where an advertisement is 

found. Mainly, there is a problem when this source would not help find potential candidates 

for an organization. Managers must then use other sources, costing organizations even more 

money (Koubek 2015, 138).   
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4.3.2 Online recruitment  

Online recruitment indicates that the process of recruiting people occurs online. Online 

recruitment allows for job position advertisement on corporate websites, organizations’ 

social media pages, or job boards. Further, it allows application forms and CVs to be sent by 

e-mail, and screening of candidates can be done with the help of online databases or 

candidates’ social media pages (Hook and Jenkins 2019, 180).  

The online recruitment method could also be extended to the selection process. It is 

advantageous for candidates to do video interviews, electronic tests, complete an application 

form online, and send a CV or motivation letter without even going somewhere (Slavić, 

Bjekić, and Berber 2017, 39).  

 However, the online recruitment and selection process is still combined with the 

traditional way of those processes. According to Slavić, Bjekić, and Berber (2017, 39), the 

online method is predominantly used for sending application forms, CVs, and online tests. 

However, face-to-face interviews and other stages of the selection process are still done 

traditionally (Slavić, Bjekić, and Berber 2017, 39).  

 There are numerous reasons to use online recruitment, such as the possibility of 

reaching a significant number of potential candidates, reducing costs and time spent on the 

process, flexibility, and it is also an easier way of finding information both for candidates 

and managers (Hook and Jenkins 2019, 181). In addition to these advantages, Slavić, Bjekić, 

and Berber (2017, 37) stated two problems, including the possibility of responses from 

candidates who do not have the required qualifications or do not meet the requirements for 

the job position. The other one concerns a problem for the older generation to be attracted 

through this recruitment method since they do not have access to the internet (Slavić, Bjekić, 

and Berber 2017, 37).   

4.3.3 Social media  

Today, since social media are widely used and not only by younger generations, it has 

become an essential source for attracting candidates. Many organizations now invest money 

into creating their own social media pages (Carpentier, Hoye, and Weijters 2019). 

Social media pages are online platforms, such as Facebook, Twitter, LinkedIn, or 

Instagram, allowing sharing information to a broad audience while allowing active 
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interaction and communication between them. Moreover, they are accessible to everyone 

(Armstrong 2020, 304; Carpentier, Hoye, and Weijters 2019).  

According to Carpentier, Hoye, and Weijters (2019), organizations can use social 

media to attract candidates and present “their organization, products, brands, and through 

which they communicate with different stakeholders.”  

 An organization’s social media pages can positively influence an attraction and 

candidate’s perception of a company by providing more broad information about an 

organization and introducing how it is to work for that organization, for example, through a 

video. Especially when an organization is active on social media pages, presenting news and 

responding to people’s questions, it can improve a candidate’s view of an organization as a 

good employer (Carpentier, Hoye, and Weijters 2019). 

 However, social media pages can be beneficial also in searching for information 

about potential candidates. Nevertheless, this way of recruiting has some challenges. 

According to Murire, Chinyamurindi, and Cilliers (2020), the main problem is a privacy 

issue. People use social media primarily for their personal purposes, and they do not always 

manage their content which is accessible only to their friends. The question is to what extent 

managers should use the information found on candidates’ social media pages in the 

recruitment process. Other challenges include reliability, which means that managers do not 

know whether the information is accurate or not and whether employers have even the right 

to use the information found on social pages in the recruitment and selection process (Murire, 

Chinyamurindi, and Cilliers 2020).  

4.3.4 Job boards 

Job boards or job sites are websites on which organizations advertise their job offerings, so 

it lists many vacancies from many different organizations available in one place. It can be 

said that job boards were the first online recruitment opportunities where candidates could 

find a job (Nikolaou 2021).  

Potential candidates might search results according to numerous requirements (place 

of work, salary, profession) to better orientate in databanks of vacancies (Armstrong 2020, 

306). In the Czech Republic, the most well-known job boards are Práce.cz, Jobs.cz, or 

Profesia.cz. 
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4.3.5 Corporate websites  

Corporate websites are official websites of an organization, including detailed information 

about the organization, its history, organization mission, services, employees, benefits, 

vacancies available, and contact numbers (Armstrong 2020, 306; Horváthová and Čopíková 

2017, 24). It is a common practice for organizations to have their own websites. However, 

candidates do not usually directly go to the website in the recruiting process. It is pretty 

common to assess an organization’s website after seeing an advertisement for a vacancy to 

search for more detail about a specific organization.   

4.3.6 Universities and educational facilities  

Cooperation of an organization with high schools, universities, and other educational 

facilities is also a familiar source for attracting new and potential candidates for the future. 

Nowadays, some organizations put their effort into increasing the number of graduated 

people to work for their company (Armstrong 2020, 308).  

Organizations’ cooperation with universities on grants or projects in which students 

are involved might give them necessary practical experience while ensuring organizations 

have possible and skilled candidates for their positions in the future. It has become a common 

practice advantageous for organizations in the Czech Republic. Through these collaborations 

with students, an organization could bring talented people and satisfy the organization’s 

needs (Urbancová, Stachová, and Stacho 2015, 1057). In addition, many universities in the 

Czech Republic and the United States hold campus recruiting, which allows students to find 

more information about organizations and talk with either organization’s employees or its 

representatives (Koubek 2015, 139). Apart from this, promotional brochures about the 

organization participating in campus recruiting are distributed to students to better orientate 

in the information and opportunities provided by companies (Horváthová and Čopíková 

2017, 24).   

According to Koubek (2015, 138), the most significant advantage is that high schools 

or universities could suggest suitable students to organizations and organizations acquire 

information about student’s field of study, including prior knowledge and skills.  

On the contrary, Koubek (2015, 138-139) sees the main disadvantage of graduated 

students working for a company due to their lack of time throughout the school year. It means 

two possibilities for organizations: either they could wait for students’ graduation and fill 
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the job position only temporarily, or they could involve students whenever possible, for 

example, on holidays, and include them already in training for the specific job position.  

4.3.7 Other methods for addressing candidates   

Even though other sources such as artificial intelligence, recruitment agencies, recruitment 

consultants, or executive search consultants can be used in the recruitment process, they are 

not described because this theoretical knowledge is not necessary for the practical part of the 

bachelor’s thesis.  
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5 SELECTION PROCESS  

The selection process logically follows the recruitment process. Since the recruitment 

provides managers with a pool of potential candidates suitable for job positions, the selection 

process continues to evaluate and decide between candidates and provide an organization 

with those who will start to work on a specific job position (Slavić, Bjekić, and Berber 2017, 

38).  

As Hook and Jenkins (2019, 186) explained, selection is defined as a process in 

which managers must “to choose the best person for the job.” The process incorporates a 

few rounds of assessing potential candidates who are evaluated and compared with other 

candidates according to the job requirements, qualifications, and HR managers’ predictions 

to manage and perform a specific job position (Hook and Jenkins 2019, 186). 

The selection process is divided into numerous stages, which differ according to the 

authors. Hook and Jenkins (2019) stated two main stages of selection, including “shortlisting 

from the applicants and assessment to determine the most suitable person for the job.” On 

the contrary, Horváthová and Čopíková (2017, 26) stated that the process consists of eight 

stages, including “a pool of qualified candidates, initial screening, a smaller pool of qualified 

candidates, the first round of selection, a smaller pool of qualified candidates, the second 

round of selection, new employees, and orientation.”  

The selection process and methods used in this process will vary in each organization, 

considering the size of an organization, the period in which managers should find a new 

employee, and the position for which an organization is searching an employee (Horváthová 

and Čopíková 2019, 25).  

5.1 The initial screening and shortlisting  

The initial screening of candidates begins after candidates’ response to an advertisement for 

an offered job position. Candidates’ responses should consist of an application form and CV 

to allow managers to obtain necessary information about candidates for further evaluation 

and selection between them (Armstrong 2020, 308).  

An application form contains information about candidates’ education, training, 

additional courses, previous work experiences, qualifications, and personal information 

(Armstrong 2020, 308; Hook and Jenkins 2019, 181). The application form might differ in 

every organization since many prefer to have their own for different job positions. Moreover, 
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the advantage of having their own application form is that managers could choose what kind 

of information they want to obtain from potential candidates. At the same time, it will 

provide them with the same kind of information from every candidate, which is convenient 

for further stages of the selection process (Hook and Jenkins 2019, 181-182).   

A curriculum vitae (CV) is similar to an application form since it contains the same 

basic information about the candidate’s work history, education, certificates, and other 

important information. However, the main difference is that candidate does not have to 

strictly follow a form that has to be written according to the required types of information 

(Arthur 2006, 89). At the same time, for managers, a CV could be more challenging to assess 

in comparing the information with other candidates because the CV’s information depends 

predominantly on the candidate’s discretion, so the entire process is much more time-

consuming (Hook and Jenkins 2019, 185).  

Once an organization obtains these documents from candidates, it can commence 

screening them and shortlist suitable candidates for a job position. The first stage is to 

process all acquired application forms and CVs for which an organization could use AI 

technologies. After this stage, the screening of applications begins. This stage compares 

available information about candidates from the application form and CV with the 

requirements included in a job or person specification (Armstrong 2020, 310).   

In this stage, managers should take notes about each candidate and classify them 

according to their suitability regarding their qualifications, skills, or experience. Koubek 

(2015, 154) suggested classifying them into three groups. The first group is labeled very 

suitable, meaning that those candidates will be invited to an interview. The second group is 

labeled suitable, meaning that those candidates could be invited for an interview unless there 

are a few very suitable candidates. The third group is labeled unsuitable, and those are 

candidates who are not suitable for the job position, and they are refused at this stage 

(Koubek 2015, 154).  

The next step is to prepare for an interview. Managers should decide which types of 

questions will be asked, what additional information is required to obtain from shortlisted 

candidates, who will do the interview, how much time would be spent on the whole process, 

and which selection methods will be used in addition to interviewing (Armstrong 2020, 312).  
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Once an interview program is prepared, shortlisted candidates should receive a letter 

or e-mail as an invitation for an interview. The rest of them, thus suitable and unsuitable 

candidates, should receive a holding letter or rejection letter (Armstrong 2020, 312).  

5.2 Methods for obtaining information about candidates for selection  

Horváthová and Čopíková (2017, 27) said that the most well-known selection methods are 

interviews, tests, and assessment centres. Urbancová, Stachová, and Stacho (2015, 1053) 

added that questionnaires, interviews, and references were the most widely used methods for 

obtaining information about candidates. However, these methods are now usually used with 

additional methods, such as personality and ability tests or assessment centres, which help 

managers assess candidates’ abilities more deeply (Urbancová, Stachová, and Stacho 2015).  

As it was mentioned before, the recruitment and selection processes are influenced 

by technology. The technology is used in the earliest stages of selection, but it is also 

becoming more widely used for selection methods. The main selection methods mentioned 

in this chapter might be conducted online, even though it is still advisable to have at least 

face-to-face interviews because it is the first interaction between managers and potential 

employees.     

5.2.1 Interviews 

An interview is the most helpful method for selecting potential candidates. However, it is 

essential to know that the interview should benefit both a candidate and the employer or 

interviewer. It is a two-way process where the interviewer should obtain additional 

information about candidates. On the other hand, candidates should have an opportunity to 

ask questions and obtain information about the organization. A typical interview is divided 

into numerous phases. It includes an introduction and explanation of how the interview will 

be conducted and a time for asking candidates questions related to their skills, duties, and 

expectations in the specific job position to assess their suitability. The last phase is devoted 

for candidates to asking questions related to an organization or additional questions 

considering the role in the organization (Horváthová and Čopíková 2017, 27). 

However, some obstacles might appear during an interview and consequently affect 

the evaluation process of selecting candidates. The interviewer’s insufficient preparation and 

training for conducting an interview might ensue these obstacles. Another mistake of 

interviewers is that they can influence their opinion on candidates according to their own 
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experience or attitudes, but they should avoid subjectivity in the selection interview (Hook 

and Jenkins 2019, 192).  

The following are the most common bias in interviews, according to Horváthová and 

Čopíková (2017, 29) and Hook and Jenkins (2019, 192-193):  

• the halo effect occurs when interviewers are influenced by one positive thing about 

candidates, and this initial good impression persists even there is some unsatisfactory 

information revealed during an interview,  

• snap decisions occur when interviewers are influenced by their own opinion about 

candidates, and this subjective opinion does not change during an interview,  

• preference of hiring people with specific personal characteristics, which causes 

interviewers to believe that candidates are like them,  

• contrast effect occurs when interviewers have more interviews consecutive, and they 

sort people as bad or good even it should not be necessarily the case, 

• stereotyping happens when there are certain groups of people, such as minorities, and 

interviewers assume that their characteristics are the same as all members of these 

groups.    

5.2.2 Tests and assessment centre  

Selection tests and an assessment centre might be used in addition to different methods for 

obtaining information about candidates. However, these two options are not explained 

because they are not selection methods that would be used in the practical part of this 

bachelor’s thesis.   

5.2.3 References  

References represent another widespread option for obtaining information about candidates 

and assisting with the evaluation. New employers usually ask candidates’ current or previous 

employers to confirm qualifications, experience, or previous job responsibilities (Hook and 

Jenkins 2019, 209-210). The primary purpose of references is to confirm the candidate’s 

employment record and factual information found there (Armstrong 2020, 322). As Hook 

and Jenkins (2019, 209-210) suggested, references should be requested after a new employer 

offers candidates a job position.  
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After finishing all selection methods and obtaining references, managers have to 

finalise the recruitment and selection process by choosing the right candidate and officially 

offering a job position. There can happen that there is only one best suitable candidate, or 

there is more than one possible candidate, or no suitable candidate was not found in the entire 

process. In the third case, managers should consider whether some candidates can be hired 

if provided with the necessary training to perform the job (Armstrong 2020, 321-322).  

Once the final decision is made, the most suitable candidate chosen to be hired for 

the job should receive a letter, e-mail, or telephone call with an offer of employment. Then 

the confirmation is finalised by signing an employment contract (Armstrong 2020, 322-323).  
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6 SUMMARY OF THEORETICAL KNOWLEDGE  

The theoretical part of this bachelor’s thesis focuses on finding talented and qualified people 

for organizations and their selection among other candidates. The need to find new workers 

belongs among the main goals on which the human resource management focuses. This need 

is also related to human resource planning, ensuring that the company adequately analysed 

people’s resources and the conditions needed to satisfy business plans.  

After analysing people’s resources, the need to fill a vacancy might arise. Then, the 

company must gather enough information about the vacancy, define the requirements and 

qualifications of potential candidates, and the main responsibilities to create a job description 

and person specification to commence the recruitment and selection process.  The vital part 

is also to decide whether the organization will hire the people internally or externally.  

The essential part is also to analyse what the organization can offer its employees 

when employer branding and employee value proposition are considered. These two terms 

refer to factors that can influence or even convince potential candidates for the vacancies to 

join the company. They are not considered only financial benefits but also a company as a 

good employer, which is its image. 

Consequently, the recruitment process should ensure the organization has a pool of 

potential candidates for vacancies. The company can use many methods to address them, 

including advertisements in the press, radio, or TV, and different forms of online recruitment 

such as corporate websites, social media pages, or job boards.   

As soon as the organization has a sufficient number of potential candidates, there is 

a need to choose among them to find the best suitable person for the job position. The 

selection process has many stages, which are affected mainly by the number of potential 

candidates or the suitability of candidates. The candidates are screened and shortlisted 

according to information and requirements contained in their CVs or application forms, the 

documents required when applying for the vacancy. Then, different selection methods can 

be used, including the interview or references, to obtain information and check employment 

records about candidates.   

The recruitment and selection process, if successful, should ensure that the 

organization finds the most suitable candidate for whom the company will fill the vacancy. 

The whole process is officially finalised by signing the employment contract with the chosen 

candidate.  
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II.  ANALYSIS 
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7 INTRODUCTION OF THE ORGANIZATION  

7.1 The scope of the organization’s business and its size  

The Scott organization is a global expert in automation, which is proved by its more than 

100 years of engineering history. Scott is one of the world-leading organizations providing 

devices with smart automation and robotic solutions. Over the years in the business, the 

organization spread across many countries and today is operating in America, Canada, Chile, 

Uruguay, New Zealand, Australia, China, Czech Republic, Belgium, France, Germany, and 

United Kingdom (Scott Automation, n.d.).  

Scott is a global organization employing over 600 employees around the world. More 

than 200 workers are employed in Europe, and more than a half of them are employees of 

Scott Automation a.s. in the Czech Republic. Currently, Scott Automation a.s. employs 124 

employees, primarily in the Operations department. The total number of employees ranks 

this organization among medium-sized companies. Of 124 employees, there are two CNC 

Machining Centre Operators, one CNC Laser Operator, and four Press Brake Operators. The 

number of operators might have changed already due to the hiring or dismissal of employees 

(Internal document, 2022). 

Figure 1 shows the number of employees according to the individual years. The 

number changes according to the natural fluctuation of employees. However, the strong 

impact on the reduction of employees in 2020 and the following year, 2021, was Covid-19. 

It forced the organization to operate in so-called partial unemployment. Also, they could not 

afford to renew fixed-term employment contracts or fill job positions after employees retired 

(Annual report, 2020, 2021). 
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The organization’s scope of business includes the production and installation of 

handling and packaging lines for packaging, semi-finished products, or finished products. 

Scott Automation’s specialization is concentrated on palletising and depalletising systems. 

Therefore, there are three industries in which the organization operates, including (Scott 

Automation, n.d.):   

• material handling,  

• indrustrial automation,  

• meat processing.  

The organization offers various products for the material handling industry, which 

are beneficial for its efficient production in manufacturing and warehousing facilities. The 

products include end-of-line palletising systems, multi-line palletising systems, automated 

storage and retrieval systems, automated guided vehicles, centralised palletising systems, 

shared palletising systems, order preparation systems, or industrial software (Scott 

Automation, n.d.).  

Scott’s specialization is also in industrial automation. They can provide robotic 

equipment which ensures quality and consistency. This equipment includes robots for 

palletising or robots for depalletising (Scott Automation, n.d.).  
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Figure 1 Number of employees in individual years (own creation according to annual 

report) 
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In 2019, the organization commenced producing the BladeStop bandsaw for the meat 

processing industry. This equipment provides efficiency while ensuring that the work is done 

with minimum health and safety risks for operators (Scott Automation, n.d.). 

In addition to offering a wide portfolio of products, the company also provides 

additional services to its products. It has a service team responsible mainly for technical 

support, which includes (Scott Automation, n.d.):  

• maintenance, either preventative or curative,  

• reconditioning,  

• remote diagnostics, 

• supply of spare parts or their substitution, 

• upgrading of devices.  

Furthermore, a service team is qualified and has the expert knowledge for providing 

training certifications for operators of their products (Scott Automation, n.d.).  

Since the organization provides a variety of products, Scott has established itself as 

a worldwide provider of automated solutions for businesses throughout the years. Scott has 

acquired well-known companies as its main customers, including  GE Appliances, Rio Tinto, 

Silver Fern Farms, JBS, Panasonic, McCain, Pfizer, PepsiCo, Pilgrim’s, Thomas Foods, 

Procter & Gamble, ANZCO Foods, Primo, Electrolux, Clarins, Deldo, Häagen-Dazs, Doyen, 

Bpost, Morrisons, BHP, Colruyt, Alliance Farmer’s Produce, Müller, FrieslandCampina, 

Wollworths, Jamestrong, AMPC and others (Scott Automation, n.d.).   

7.2 Organization’s goals  

Every organization has its main objectives expressed in its visions, missions, values, or 

principles, which form its corporate culture. The mission of the organization Scott 

Automation is to provide smart automation solutions for industries worldwide to make the 

work safer for employees while saving costs and time due to robotics and automation’s 

effectiveness and productivity (Scott Automation, n.d.). 

Organization’s vision for the future is to be the first choice worldwide in their 

automation industry for businesses that want to operate with higher productivity and 

efficiency (Scott Automation, n.d.).  
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Moreover, this organization has a set of values that represent them and are essential 

for how the company does its business. Those values are (Scott Automation, n.d.):  

• excellence,   

• results, 

• integrity, 

• people.   

7.3 Selected economic indicators of the organization  

Table 1 indicates how the Scott Automation a.s. prospered in the years 2019, 2020, and 2021. 

The year 2019 was influenced by Alvey Group’s acquisition with Scott, which affected the 

economic outcomes due to changes that had to be adapted according to the new agreements 

between these organizations (Annual report, 2019).  

The year 2020 was significantly influenced by the Covid-19 pandemic situation. The 

biggest problem was restrictions on movement between EU states, which resulted in shifts 

in delivery and installation times for other subsidiaries. The consequence was about 20% 

lower than last year’s revenues (Annual report, 2020).  

The year 2021 was still affected by the pandemic situation. However, the 

organization managed to increase many times its profit/loss. Considering the operating 

profit/loss, Scott achieved an increment of 10% compared to the last year (Annual report, 

2021).  

Table 1 Economic indicators (own creation according to annual report) 

 

* All numbers are in 

thousand CZK 

Revenues from 

products and 

services 

Profit/loss 
Operating 

profit/loss 

2019 277 220 2 735 - 381 

2020 162 664 1 217 139 

2021 176 956 3 660 5 801 
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7.4 SWOT analysis 

As suggested in the theoretical part, it is convenient for the organization to analyse its 

strengths and weaknesses. Therefore, the following analysis aims to discover the 

organization’s strengths, weaknesses, opportunities, and threats which may affect Scott 

Automation a.s.  

 

 

•Many years of experience in this field of business - background of a stable organization. 

•The size of the organization - family approach and friendly environment.  

•Cooperation with the world brands. 

•A very diversified portfolio of services and products for various industries. 

•Professional team of people working for the organization. 

Strengths

•Location in a small town - Brno has more job opportunities. 

•Need for very specific positions. 

•Not very widespread awareness of the organization in the Czech Republic compared to 
other global companies. 

Weaknesses

•New innovative technologies that they can use to develop new or improved products. 

•A few competitors operating in so many industries. 

•Reduction of additional costs and margins that increased due to Covid-19 restrictions. 
Opportunities

•Lack of qualified people for specific positions. 

•Other companies in the area are looking for workers for the same job positions such as 
Alca plast, NORMA Czech, or PRAMOS. 

•Changes in laws or other government restrictions in countries where subsidiaries are 
located, and the consequences may affect the sale or production of products. 

Threats

Figure 2 SWOT analysis (own creation) 
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8 AN ANALYSIS OF THE CURRENT SEARCH AND SELECTION 

OF EMPLOYEES IN SCOTT AUTOMATION A.S. 

The analysis of the current search and selection of employees for the CNC Machine Operator 

and Press Brake Operator positions in Scott Automation a.s. will serve as a suggestion for 

improving the system of searching and selecting new employees. The reason is that this 

organization is struggling to find the required number of qualified employees for these 

technologically focused positions.  

Scott Automation a.s. ranks two positions under the term CNC Machine Operator: 

the CNC Machining Centre Operator and the CNC Laser Operator. Therefore, the term CNC 

Machine Operator will collectively refer to these two positions.  

8.1 Aim of the analysis  

The analysis aims to examine the current state of search and selection of new employees in 

Scott Automation a.s. for the following job positions, CNC Machine Operator and Press 

Brake Operator, and potentially discover the main strengths and weaknesses of this 

organization’s search and selection system.      

8.2 Methods of data collection  

After studying the theoretical knowledge of how the recruitment and selection process 

should be conducted, it was needed to know how it is practically done in this organization. 

For this purpose, four different methods of data collection were chosen to obtain the 

necessary information.  

The first source was a study and examination of internal documents. Specifically, 

those documents include: quality policy - company principles, lists of current positions in 

the organization, map of operations, recruitment policy, and HR: recruitment, introduction, 

and qualification. By examining these documents, it was possible to describe the 

organization’s principles, which are forming the corporate culture, the number of employees 

working in this organization, and the recruitment and selection process of employees, which 

is stated in the recruitment policy and internal directive. Internal documents clarified how 

the recruitment policy works in Scott Automation a.s. and who is responsible for each step 

in the recruitment and selection process.  
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The second source was consultations with the HR manager, held nine times. Since 

the HR manager is responsible for the whole recruitment and selection process, these 

consultations were beneficial for obtaining the necessary information about it. The HR 

manager was able to provide internal documents and answered questions concerning the 

issues which were needed to describe. The consultations concerned the organizational 

structure, number of employees, current positions in the organization, or benefits and 

opportunities for employees. It was also discussed whether the company uses internal or 

external sources of candidates and which sources the organization used or still uses for 

attracting candidates. Also, the entire recruitment and selection process of candidates and all 

the steps required before hiring an employee were explained by the HR manager.  

The third source was the observation. Thanks to the HR manager, there was the 

opportunity to attend one job interview which was held on 9th March this year. The HR 

manager led it with the cooperation of the foreman, which provided a closer view of how 

the whole process was conducted. This observation was helpful in understanding how the 

interviews are practically done and what is needed from the HR manager and a candidate in 

terms of documents and important information that should be emphasised throughout the job 

interview. Also, it was beneficial for assessing whether the interview was well-conducted or 

it was the reason for problems with filling vacancies because of some obstacles that might 

appear during the interview, such as poor HR manager’s preparation or inappropriate 

questions.  

Also, the analysis of the promotion of vacancies used by the company was done when 

studying the organization’s advertisements for vacancies. It was concentrated on their 

content such as salary, benefits, job description, or study background and qualifications. In 

addition, to examine the methods for addressing candidates, the focus was on their placement 

in the local press (Podivínský zpravodaj), social media (Facebook and Instagram), corporate 

websites, or job boards (Jobs.cz, Jenprace.cz, Volnamista.cz).  

8.3 Scott Automation’s current situation  

The HR manager is responsible for the whole recruitment and selection process of 

employees. The HR department has two employees, including the HR manager and 

accountant, and it is directly subordinate to the HR department for Europe, which is located 

in Belgium. So the HR department is not a member of the organization’s top management. 

Also, the company has no personnel strategy to follow. However, Scott Automation a.s. has 
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its own organizational principles (app. P I), which form a corporate culture. Figure 3 shows 

the shortened version of the principles.  

 

 

Scott Automation tries to constantly find new employees for the CNC Machining 

Centre Operator, CNC Laser Operator, and Press Brake Operator. The company’s 

continuous effort is to fill 3-5 of these positions since they are causing problems with order 

fulfillment and product delivery. Even though that Scott has a minimum number of 

employees for these positions who ensure that the production process is still satisfactory, 

there is a need to avoid a situation when a missing operator will cause problems with 

continuity of production. When this situation happens, the organization is forced to move to 

a job with other employees who can work on CNC machines.  

Safety and satisfaction of 
employees, customers 
and suppliers are in the 

first place. 

Our goal is to have very 
satisfied customers.

We intend to stay in our 
business, and this is the 

reason for continual 
improvement.

Our people are the most 
important asset of our 

organization. 

We endeavour to a high 
ethical standard. 

We communicate only 
the necessary 

information internally 
and especially externally. 

Conflicts are solved 
through open and 
honest discussion. 

Fairness is important. 

We concentrate on 
minimising total costs.

We will constantly 
improve to increase 

quality and productivity.

Our employees undergo 
internal or external 

training for at least three 
days each year.

Our employees are 
talented and qualified 
people. Our executives 

are leaders who hold the 
team together. 

We will never dismiss 
any employees for failing 

to be more efficient or 
make any other 
improvements.

People in development, 
construction, sales and 
assembly must work as 

one team. 

Problems, mistakes, or 
defects are seen as an 

opportunity to improve 
our system. 

Bonuses or increment in 
salary depending on the 

performance of the team 
and the organization. 

Pride in the work done 
and the projects 

implemented is a critical 
motivating factor for 

everyone. 

All our activities are 
standardised and 

documented in the 
procedures we all follow. 

We have a social 
responsibility toward 

people and organizations 
in need within our 

means. 

The future of our 
company is associated 

with the continuous 
improvement, which is a 
task for every employee.

Figure 3 Organizational principles (own creation according to organization’s 

documents) 
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8.4 Recruitment  

The recruitment of CNC Machine Operators and Press Brake Operators is necessary because 

of the shortage of enough qualified people for these technical job positions. Therefore, the 

recruitment process must always be started when there is a need to replace an existing 

position or a new position. All Scott’s departments have a headcount which is reviewed 

annually. Thus the recruitment process begins on request for a new employee required either 

by management after an annual review or by a department manager.   

Scott Automation a.s. has a processed form for each job position that serves as a job 

description describing the scope of work and requirements for candidates. An example of 

this form is seen in Appendix II. After completing that form, the department manager can 

complete the Recruitment Requisition Form (RRF) when the position is needed to be 

occupied by a new employee. According to Scott’s recruitment policy, the RRF (app. P III) 

must contain a description of the position, employment type, salary range, start date, and 

other benefits. The hiring manager completes this form with the assistance of the HR 

manager. The department manager is responsible for complementing a job description, and 

these two documents are sent to the HR manager for review and approval. The final approval 

of documents is done either by the COO or CEO.  

8.4.1 Financial and non-financial benefits  

Before commencing the recruitment process, the organization must know what it might offer 

potential candidates regarding financial or non-financial benefits. This information can also 

be found in advertisements for vacancies.  

As far as employer branding is considered, Scott Automation can offer a stable 

background of a world organization which suggests employer reliability and certainty of 

joining a professional team. As was mentioned in Scott’s organizational principles, the 

emphasis is placed on employees, their cooperation as a team, and, more importantly, their 

satisfaction and well-being at work. To summarise, Scott Automation a.s. can be represented 

in employer branding as an organization with a high level of employee engagement, solid 

social interaction and ties, high candidate quality considering experience and qualification, 

and a strong organizational culture aimed at people.  
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 The employee value proposition is represented as financial benefits and other 

opportunities and advantages that a company might offer employees. The following are 

benefits that an organization provides or advertises on job vacancies:  

• recruitment allowances for new and current employees up to 80 000 CZK,  

• 25 days of holiday,  

• meal vouchers at the price of 150 CZK for a day,  

• 13th salary paid in August,  

• 500 CZK for a month in a case that the employee is regularly attended, 

• bonuses of superior,  

• 1 500 CZK bonus for work on Saturday,  

• corporate events such as summer barbecues and Christmas parties.    

Other advantages of working in this organization, considering location, an 

opportunity for further training, or working environment, are the following:  

• the location of the organization is situated near Břeclav, a district town in the South 

Moravian Region, which allows commuting to work for a global company nearer 

than in a big city like Brno, so people living in this area can take advantage of it,  

• every employee has an opportunity for further training or retraining every year, 

which is conducted either internally or externally and lasts at least three days,  

• the size of Scott Automation company is not big, which allows for a more family-

like environment where there is open and honest communication, positive social 

interaction between employees and superiors, supportive leadership, and team 

responsibility.  

 Once the Requisition form and a job description are approved, the HR manager takes 

responsibility for advertising and publishing a vacancy. For the vacancy advertisement, Scott 

Automation a.s. uses internal and external sources of candidates that are described below.  

8.4.2 Methods for attracting internal candidates  

Even though other companies might prefer to use predominantly external sources of 

candidates, it is appreciated that Scott has in its recruitment policy that advertisement for 

vacancies must also be done internally. It can increase the motivation and engagement of 
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employees while the company is sure about employees’ performance. Moreover, 

advertisements for vacancies are more widespread by using internal and external sources of 

candidates, which is advantageous.  

Internal candidates, so the current employees have many ways to know about a new 

vacancy. These are the following:  

• an e-mail with information about actual free vacancies sent by the HR manager, 

• advertisements posted on notice boards in production, 

• advertisements placed on an electronic information board in production,  

• advertisements placed on boards in the organization’s entrance hall,  

• advertisements placed on the information board in front of the company building.  

In addition, as was mentioned in benefits, there are recruitment allowances up to 

80 000 CZK available for the current and new employees. The current employee can get this 

allowance by recommending a new employee for the organization. Scott began to reward 

new employees with recruitment allowances last year when the situation in the labor market 

was critical, and the lack of qualified workers compelled them to increase the attractiveness 

of its job positions. From that time, a new employee is also benefited by 80 000 CZK when 

joining the organization. The total economic costs of using internal recruitment range from 

50 000 CZK to 500 000 CZK per year since the company provides recruitment allowances.  

8.4.3 Methods for attracting external candidates  

There are many possibilities for attracting expertised and skilled workforce. Scott uses the 

most well-known sources to find external candidates for its specific positions, including 

CNC Machining Centre Operator, CNC Laser Operator, and Press Brake Operator. The 

sources below are the ones that should ensure that the organization will successfully find 

new employees for the vacancies that need to be filled. Consequently, Scott uses all sources 

whenever a specific position is free, and a new employee has to replace it in the recruitment 

process. 

Advertisement  

Scott uses the most widespread source for attracting candidates as the first choice to reach 

potential candidates. The job advertisement for the CNC Machining Centre Operator, CNC 

Laser Operator, and Press Brake Operator appears in the regional press called Podivínský 
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zpravodaj. The advertisement (app. P IV) lists all the job positions for which the organization 

needs to attract candidates, the place of work, benefits, several photos of the workspace, 

contact, and the organization’s logo. The design of the advertisement is in blue, white, and 

black colors, which correspond to the organization’s colors. Moreover, the best advantage is 

that the advertisement is located on the entire back cover page, so there is a minimal chance 

of being unnoticed.  

The Podivínský zpravodaj is distributed only in Podivín. Even though it is a city with 

around 3000 inhabitants, it is thought that the advertisement in the local press is an excellent 

way to attract candidates directly from the place where the organization is located. Therefore, 

it could be beneficial and attractive for people struggling to transport to work somewhere 

other than where they live.  

Scott Automation also took advantage of the organization’s location when using local 

radio as another way to find job seekers. The local radio broadcasted their free positions not 

only in Podivín but also in other cities nearby, such as Rakvice, Ladná, Vrbice, Bořetice, 

and Kobylí. Despite this, the number of potential candidates did not increase much, so the 

company did not continue to use this method.  

Another way of advertising Scott used was the radio advertisement. The radio Čas 

reserved space for them in their broadcasts for spoken advertising of their job offers. Scott 

used this for one month, but interest in their positions did not increase as expected. Therefore 

the company did not invest the money in using this method again.  

Scott also tried to offer vacancies for some time in TV advertisements. Their 

positions could be regularly seen in TV commercials placed in waiting rooms at Břeclav 

Hospital. However, this way of attracting new employees did not have an effect that would 

meet their expectations too. Therefore, the company does not use this method anymore.  

Social media 

Social media are another good way to present your company or attract new employees. 

Unfortunately, Scott has some deficiencies in using this source. Its Facebook, Instagram, 

and LinkedIn are available only as English pages as a global organization. Therefore, 

Facebook is useful only for searching for information and the latest news about an 

organization. The Instagram account is also presented only as an English webpage. However, 

there is no activity at all.  
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Even though the official social media pages are not a good option to attract Czech 

candidates, Facebook is used by the HR manager to add current vacancies. The issue might 

be that the HR manager is using her personal Facebook account to advertise free positions 

on Podivín’s Facebook page, which has 2 500 members and is available for all inhabitants 

of Podivín. Therefore advertising a vacancy can help find specialised workers from the same 

place where the organization is located, as was mentioned earlier in the advertisement in the 

local press. The main advantage is that the HR manager adds all available positions 

regularly, so information is actual.  

The advertisements added by the HR manager have four forms. The first one lists all 

free positions and includes benefits and contact. The second one is used for one specific 

position and consists of a job description, job specification, and benefits. The third one also 

contains a list of all vacancies, but it is written without a job description, job specification, 

or benefits. It includes only contact for the HR manager. And the last one lists a few positions 

and consists of a shortened version of important information.  

Job boards  

Job boards are beneficial for listing free vacancies, and Scott lists its job advertisements on 

many Czech job boards. Its offerings are displayed at Jobs.cz, Jenprace.cz, Volnamista.cz. 

Furthermore, Scott cooperates with employment services and advertises its vacancies on the 

official websites of employment services located in Břeclav by completing a vacancy form 

sent to them. An example of such a vacancy report is seen in Appendix P V.   

Advertisements on job boards differ in some details, but it is due to websites that 

allow space or structuralised tables for information. At Jobs.cz a candidate can find enough 

data about a job position, including the full job description, job specification, and other 

important information. At Jenprace.cz a potential candidate can see only basic information. 

However, there is everything essential to know for a candidate. At Volnamista.cz a candidate 

can only find a shortened version of important information, and the salary is missing. A 

candidate can obtain shortened but essential information on the employment services 

website, similar to Jenprace.cz. As of 21st March 2022, six advertisements for one of the 

positions (CNC Machining Centre Operator, CNC Laser Operator, and Press Brake 

Operator) were found on Jobs.cz, Jenprace.cz, Volnamista.cz from other companies in a 

close area, including Alca plast, NORMA Czech, or PRAMOS.  
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The economic costs of advertising vacancies on job boards are around 7 000 CZK 

per month for each job board. Due to the costs incurred, the company receives only a few 

candidates, a maximum of five within one month from the time the free position was 

published. Of this number, a maximum of one candidate who is sufficiently qualified or 

accepts a salary condition is offered with the employment contract. The total economic cost 

of using all mentioned job boards is around 18 000 CZK per month.  

Corporate websites  

Like any other company, Scott Automation a.s. also uses its official websites for advertising 

free vacancies. However, since Scott is a global organization, the list of free vacancies might 

be complicated to find even though the website can be transformed into the Czech language. 

Because when a potential candidate finds a section named ‘Kariéra’ and then clicks on 

‘Aktuální volné pozice’ candidate is automatically redirected to an English page with a list 

of vacancies in English and has to look for those written in Czech. The search is also written 

in English according to location and employment type. However, the advertisement itself is 

written in Czech and consists of the job specification, types of job tasks, place of work, and 

benefits. Even though corporate websites are not a pretty common choice for finding free 

vacancies, it is thought it should be done and advertised more appropriately. The issue is that 

not everyone is good at English, and the advertisement should at least contain a salary, which 

might be a decisive factor for candidates, or other necessary parts and current advertising of 

job positions.  

Cooperation with educational facilities  

Scott is not currently cooperating with any high schools or educational facilities. However, 

in earlier years, the organization used to provide excursions for pupils attending Podivín 

Elementary School but did not renew this cooperation after the Covid-19 restrictions were 

released. These excursions were held for eighth grades and allowed them to see the premises 

and equipment of the organization while they could learn more about Scott Automation. 

However, instead of providing excursions for pupils attending Podivín Elementary School, 

it is suggested that the organization should aim at students attending secondary vocational 

schools around the location of Scott’s company. Through these cooperations with secondary 

vocational schools, the organization can find skilled candidates for their positions in the 

future. The organization’s previous effort to target the students is positively evaluated. 

However, it is thought that this could be done more efficiently, targeting those who are 

prepared to be potential candidates for Scott’s job positions.   
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Furthermore, Scott is offering students summer practical training for gaining 

experience in their field of study. However, this summer training which lasts during the 

summer holiday and is attended by 3-5 students each year, is not just for students of technical 

fields. The company provides them to students of elementary or secondary schools and 

grammar schools who are engaged in summer practical training with auxiliary work in 

production. Nevertheless, Scott Automation a.s. does not recruit its future employees in this 

way.  

  Other methods for addressing candidates are also available, such as recruitment 

agencies, recruitment consultants, or executive search consultants. Nevertheless, these 

sources are not used by Scott Automation a.s. because they are unnecessary for the CNC 

Machine Operators and Press Brake Operators positions since the recruitment and selection 

process would be too costly. The total economic cost of using all methods for addressing 

external candidates is approximately 200 000 CZK per year.  

8.5 Selection  

The selection process begins when potential candidates respond to the advertisement for the 

vacancy. The application has the same procedure for internal and external candidates as 

stated in the recruitment policy. A candidate has to apply for the job position by sending a 

CV to the HR manager by e-mail or contacting the HR manager by calling. The internal 

candidates who want to apply for the vacancy must also let their department head know they 

are considering responding to a job advertisement.  

Once the HR manager obtains responses from potential candidates who responded to 

the organization’s advertisement through one of the available sources, the initial screening 

can begin. With the assistance of the department manager, the HR manager reviews the 

details of candidates’ applications - their CVs - to shortlist applicants and invite them to the 

first interview. The labor market situation makes it challenging to find skilled workers 

because of their shortage, and few candidates apply for the positions. That is why the HR 

manager invites to interview all those who meet the basic requirements for the CNC 

Machining Centre Operator, CNC Laser Operator, and Press Brake Operator positions.  

Then, selected candidates will receive an invitation from the HR manager for the 

interview by phone call or e-mail. Candidates who are not suitable and will not be invited 

for the face-to-face interview will receive an e-mail from the HR manager explaining the 

organization’s decision. The first interview can be conducted via phone call if it is necessary 
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to either explain job-specific information, confirm the candidate’s interest, or confirm the 

invitation to the face-to-face interview. However, mostly the candidates are directly invited 

to the face-to-face interview.  

After the candidates’ confirmation for the interview, the HR manager is responsible 

for scheduling the job interview with the cooperation of the department manager. The 

preparation of the interview is the responsibility of the HR manager, so before their 

appointment, there is a need to process the candidate’s CV again to prepare questions that 

should be asked during the face-to-face interview.  

8.5.1  Face-to-face interview 

The interview is conducted by the HR manager together with the department manager or 

foreman responsible for the future worker. The primary purpose of the interview is to meet 

the candidate, assess the candidate’s job competency, allow meeting the team and the 

workplace, and ask additional questions related to the job position.  

The HR manager starts the interview by introducing the persons attending the 

interview and the organization and summarizing the specific job position. During the 

interview, the HR manager goes through the candidate’s CV and asks questions related to 

the previous employment, such as the candidate’s responsibilities or the reason for leaving 

the previous work. It is an important part in which the HR manager has a chance to know 

more about the candidate’s abilities, experience with work, and expectations of working for 

their organization. The next thing for the discussion is the benefits an organization offers 

and other opportunities that the candidate can utilise, as stated in the advertisements. In 

addition, the candidate is acquainted with formal aspects of employment, including the 

employment time, the start date, the salary, and bonuses for work. Other questions are related 

to the health condition to know about some disabilities or limitations that could affect the 

candidate’s work, such as the ZTP card, salary expectation, or possible start date.  

The next part of the interview is dedicated to discussing the department manager or 

foreman and the candidate. The manager or foreman briefly summarizes how the 

department’s work functions and what is expected from the candidate as an employee. Then 

the candidate is given time to ask additional questions connected to the department or the 

job position. Also, the questions are related to the type of previous work and the candidate’s 

range of abilities necessary for doing the job position.   
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 In the final part, the HR manager summarises the main points they discussed and 

informs the candidate when they will probably contact him with the notification of 

acceptance or refusal for the given position. The interview takes approximately 30 minutes 

and is closed by thanking the HR manager for the candidate’s interest in working for their 

organization.  

8.5.2 Selection assessment  

After interviews with all candidates for the given position, the HR manager has to conduct 

background checks to validate the candidate’s information and collect further information to 

make a final decision. These checks include:  

• reference checks provided by current or previous employers, 

• pre-employment medical,  

• qualifications,  

• criminal conviction history,  

• credit check.  

Scott Automation does not require any selection testing, such as intelligence, 

personality, interest, or ability tests, so the first or possibly the second interview plus the 

references are the only sources for obtaining information about candidates used to evaluate 

candidates. Also, the assessment centre is not an option for selecting candidates since it is 

too time-consuming and unnecessary for the given positions.  

8.5.3 Final decision  

The final review of candidates and information about them is done by the department 

manager or foreman and the HR manager. Once the decision is made, the HR manager is 

responsible for the final check of all documents and their approval. Then the HR manager 

completes the offer documentation and signs the offer. The acceptance notification is then 

sent by e-mail to the candidate, or the HR manager offers it verbally via a phone call. The 

next step is to send the candidate offer documentation with the suggested date of signing the 

employment contract. If the selected candidate rejects the employment offer, the chance is 

given to other successful candidates who fit the position. All other candidates who were not 

chosen for the job receive a notification by e-mail explaining their rejection.  
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A month before joining the company, a new future employee is asked for an 

appointment with the HR manager to complete a basis for drafting employment law 

documents (app. P VI). Also, new employees are required to have a medical examination for 

a specific position before starting work. Upon signing the employment contract, the HR 

manager copies their identity card, driver’s license, health insurance card, bank account 

number, and other professional ID cards they hold.   

From the author’s point of view, the interview was professionally conducted since it 

met the condition that it should be a two-way process. The HR manager and the foreman 

obtained the necessary information while getting an idea about the candidate’s work 

performance, and the candidate had enough time to ask. The cooperation of the HR manager 

and foreman was well managed. There was enough time for the candidate’s question and 

enough time spent obtaining important information from the candidate. It is appreciated that 

the HR manager, who is essentially responsible for the full selection and recruitment process 

for all job positions, has everything prepared and gives candidates essential information 

about the entire process, including notification about interviews, assessments, acceptance, 

or rejection.  

8.6 Summary of analytical findings  

After analysing the current search and selection system of employees in Scott Automation 

a.s. it can be stated that the system can be improved in some ways to ensure enough 

candidates for the needed job positions.  

In the recruitment process, the organization does not focus only on external sources 

of candidates. What is really appreciated is that Scott also uses internal sources of candidates. 

Once there is a free vacancy, the current employees are automatically informed about it. As 

far as methods for addressing external candidates are considered, the advertisement in the 

local press is seen as the best way to attract candidates in the organization’s location. Also, 

job boards are widely used for advertising vacancies. Unfortunately, cooperation with 

schools, which could provide the company with suitable candidates for the future, is 

misused. Instead of focusing on secondary schools where students receive the education 

needed to perform the positions that the company is struggling to fill, it has focused only on 

excursions for elementary schools. It is thought that other actions such as improving 

corporate websites for easier orientation in vacancies offered or creating an official 

Facebook page for addressing potential candidates could be ameliorated.  
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Scott Automation only requires a CV from applicants to apply for the position in the 

selection process. For assessing candidates, the company uses only an interview and 

references. No further assessment tests are done. It has to be said that the selection process 

which the HR manager manages was well prepared and conducted. In the interview, the 

cooperation of the HR manager and foreman was observed, which was well done, and the 

candidate felt comfortable. Everything was clearly explained, and it was not seen that there 

are some shortcomings for improvement.  

The entire search and selection process is in charge of the HR manager, who informs 

candidates about the results of the admission procedure. What is appreciated is that the HR 

manager informs unsuccessful candidates of the rejection, stating the reason why the 

company is not accepting them.  
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9 PROPOSED RECOMMENDATIONS  

The previous chapters have described and examined the search and selection system of Scott 

Automation a.s. since the need to fulfill CNC Machine Operator and Press Brake Operator 

position is a current problem for this organization. Even though the various ways of 

attracting new candidates for these positions are used, this chapter provides 

recommendations for some ameliorations for their system.  

9.1 Cooperation with secondary schools  

This recommendation proceeds from Scott Automation’s previous experience with 

collaboration with the school. Therefore, the organization is proposed to enter into a 

cooperation agreement with the secondary vocational schools, thus giving the students of 

these schools practical training during their studies in Scott Automation. The first thing 

which is suggested is to define requirements concerning the education necessary to be able 

to work in the given positions. For the CNC Machine Operator positions, the required field 

of study with a vocational certificate is metal worker, or other possibilities are mechanic 

repairman, locksmith, and toolmaker. For the Press Brake Operator positions, the candidate 

must study a locksmith or another field of study aimed at mechanical engineering.  

Consequently, the organization is suggested to address the school corresponding to 

these fields of study requirements. In the nearby area around the location of Scott, several 

schools offer at least one of the mentioned fields of study, including machine mechanic, 

metal workers, mechanical engineering, or mechanical engineering work. These schools are:  

• Edvard Beneš Secondary Industrial School and Business Academy, situated in 

Břeclav, 

• Private Secondary Industrial School Břeclav, s.r.o. CULTUS, situated in Sedlec, 

• Secondary School and Secondary Vocational School Hustopeče, situated in 

Hustopeče,  

• Grammar School and Secondary Vocational School Mikulov, situated in Mikulov.  

These schools meet the required field of study, including acquiring vocational 

certificates. Their students also must complete practical training during the study, which 

takes place in the form of professional experience lasting several hundred hours in 

companies or organizations that have a contract with the school.  
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Therefore it is recommended that Scott Automation, thus the HR manager, address 

these schools with an offer of cooperation to ensure that students of these selected schools 

can complete their practical training with the Scott organization. As with summer practical 

training, these students should be in charge of the department manager or foreman who will 

take responsibility for them. In this way, Scott can discover how capable and efficient these 

students are at work, and after their studies, the organization can approach them with the 

offer of employment. This cooperation can benefit both sides: the organization will have 

trained future candidates for their positions accustomed to working in their company, and 

schools will acquire other companies that can provide practical training and, consequently, 

provide their students post-graduade jobs if there would be mutual satisfaction.  

Concerning the economic costs of this suggested recommendation, Scott Automation 

will have to pay the transport costs if they agree with the schools on a meeting where they 

can conclude a cooperation agreement. Costs are the following (the prices are approximate):  

• travel costs to Břeclav are 90 CZK,  

• costs to Sedlec are 120 CZK, 

• costs to Hustopeče are 130 CZK, 

• costs to Mikulov are 150 CZK.  

Consequently, the organization might reward the department manager or foreman for 

students’ guidance with financial bonuses if it deems appropriate.  

9.2 Trade show of job opportunities  

The trade show of job opportunities is a good option to broaden awareness of the 

organization. As indicated in the SWOT analysis, the weakness of Scott might be not very 

wide recognition of the company compared to other companies nearby, which are trying to 

find new employees for the same positions, has an established reputation, and focus on 

promotion. Nevertheless, the trade show offers both organization’s visibility for new 

customers and suppliers, but it can also help Scott Automation a.s. become visible to 

potential job candidates.  

Therefore, Scott Automation is proposed to participate in Job Fair MSV in Brno, 

which will take place from 4th October to 7th October this year. This trade show is the most 

important industrial trade show in central Europe, focusing on key areas of the mechanical 
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engineering and electrical engineering industry and other related fields. Participating in Job 

Fair MSV can allow Scott Automation to discover other organizations in the same field, 

compare what they can offer to employees in comparison to other companies, and, more 

importantly, establish personal contact with potential candidates searching for work in these 

proposed fields of work in the trade show.  

Even though this recommendation can benefit the organization in various ways, the 

economic costs are quite high. The organization has to pay for space rent in the trade show, 

transport to Brno, promotional materials such as leaflets, banners, business cards, or 

promotional items such as pens. In addition, Scott needs to pay some employees who can 

participate in the trade show, together with the HR manager. Space rental ranges between 

2 400 CZK per square metre to 5 350 CZK per square metre according to the space location 

(free area, ground floor of hall, gallery of hall). Consequently, the organization must pay a 

registration fee of 12 000 CZK and a technical cost of 90 CZK per square metre. The price 

for transport to Brno will be approximately 360 CZK. Concerning promotional materials, 

Scott will probably use the services of companies that provide professional printing. 

However, the final price can not be estimated because it depends on the number of pieces 

made. Also, these companies have no price lists included on their websites, so Scott 

Automation is suggested to send an inquiry through the completed form on their pages. 

Concerning the need for employees who will participate in the trade show, the organization 

can take advantage of various rewards. Scott might, for example, provide employees with 

more days of holidays, paid them as if they were working on weekends (current earnings for 

hours worked + 1 500 CZK), or offer other financial bonuses that the organization deems 

appropriate.  

9.3 Betterment of corporate website  

This recommendation follows the problem it was mentioned in the recruitment process in 

which there is the use of a corporate website as a source for addressing candidates. As far as 

the website’s content is considered, the English and the Czech page contain the same 

information. In other words, the English page is translated into the Czech page with the same 

content in accordingly ordered sections.  

Nevertheless, the problem is seen in the section Careers. There are listed all free 

positions from all countries in which Scott operates. So, it does not matter the default 

language of the page you choose or the selected country where you want to display the 
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corporate website because you are always redirected to the English page with all currently 

offered job positions. Therefore, the organization is proposed to contact its webmaster with 

the request to redo this section. It is recommended to redo the section accordingly to the 

default language or the country chosen. Then, the Careers will be in the Czech language with 

the current job positions offered only in the Czech Republic. By doing this, information 

about vacancies will be clearly arranged, and candidates will not have to browse and search 

among the advertisements offering vacancies in other countries.  

 Considering the economic costs is hard to tell the price for this work of redoing the 

website. They might vary because it is very individual for each professional company that 

manages the website for organizations. Therefore, these companies have no price list on their 

official website since this work is unique, and each of the organization’s requests differs in 

the amount of time spent on this job or its complexity. In this case, Scott Automation a.s. is 

proposed to approach its webmaster with its recommended change request.   

9.4 Creating a Facebook page  

As was mentioned before, the deficiency is that social media pages are available only as 

English pages, so it is not convenient to use them as a source for candidates to find 

information about the organization or vacancies. Even though Facebook is used in a certain 

way, it is not considered that the HR manager’s personal account for advertising vacancies 

is appropriate or representative for such a multinational organization searching for 

candidates. 

Therefore, Scott is proposed to create an official company Facebook account, 

available for the Czech Republic. The HR manager has, among other responsibilities given 

in the job description, the management of social networks. Thus, the HR manager will be 

responsible for creating a company account on Facebook related to the Czech organization 

situated in Podivín.  

 There is an instruction on the official Facebook page where points describe the steps 

for creating a company account. The first thing is to create a company name, Scott 

Automation a.s., and briefly describe the organization’s scope of business. The second step 

is to add a profile picture, usually the organization’s logo. The next step is choosing from 

many actions that are here to motivate people and are located at the top of the page. These 

actions are site promotion, post promotion, gaining more potential customers, or just a click 

so customers can call the organization or visit a corporate website (Facebook, n.d.).  
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The following steps are to create actual content and provide current information. The 

HR manager can use it for advertising vacancies too. Also, it is recommended to promote 

the organization’s page on other Facebook pages. The author’s suggestion is to place Scott’s 

page on pages such as Podivín, where are added inhabitants of Podivín. Consequently, there 

are other possibilities to place Scott’s page, for example, on official pages of other towns in 

the area. Through these promotions on other Facebook pages, Scott can reach a broad 

audience for its page. Moreover, it is recommended to invite the current employees to join 

the page by sending an e-mail by the HR manager to employees with an invitation. In 

addition, the HR manager can use the organization’s page for communicating with customers 

or potential candidates or for responding to their questions. 

The best advantage is that there are no economic costs because creating a Facebook 

page is free. However, the HR manager needs to spend some time working on this page to 

provide current information and update the page with the news. The benefits of this 

recommendation are a new possibility for communication with customers or candidates and 

raising awareness of the organization and its job offers for people from the surrounding area.   
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CONCLUSION 

Human capital is the most vital thing that an organization needs to succeed among other 

competitors while ensuring that the organization’s goals will be achieved. To accomplish 

that, the organization needs to have qualified workers. Therefore, this bachelor’s thesis 

focused on analysing the search and selection of new employees in the company Scott 

Automation a.s.  

The first thing that was done was to examine theoretical knowledge from the 

professional literature. These theoretical findings gave a background for the practical part, 

which examined employees’ search and selection system in the given company. The 

theoretical part of this thesis introduced the importance of human resource management, also 

stating the importance of human resource planning for understanding people’s resources. 

The recruitment process was described, stating the advantages and disadvantages of using 

internal and external sources of candidates, and different methods for addressing candidates 

were introduced. The next part described the selection process and its steps and focused on 

methods for obtaining information about candidates.  

 The practical part of this thesis used various data collection methods to examine the 

organization’s search and selection system of employees. These methods included studying 

internal documents, consultations with the HR manager, observation at the job interview, 

and observation to study the organization’s advertisements. By analysing Scott 

Automation’s system, it was found that the company uses internal and external sources of 

candidates while addressing them with different methods. Nevertheless, some weaknesses 

were found, such as inadequate awareness about the organization, insufficient use of social 

media and corporate websites, or inappropriate cooperation with educational facilities.  

Therefore, the proposed recommendations suggested that the organization cooperate 

with secondary vocational schools with the required field of study for the CNC Machine 

Operator and Press Brake Operator positions to train students for possible future 

employment in the company. For the purpose of broadening awareness of the organization, 

the company was suggested to participate in an industrial trade show of job opportunities. 

Because of insufficient use of social media and corporate websites, the company was 

proposed to create an official Czech Facebook page and redo the section Careers on its 

official websites.  
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It is thought that the aim of this bachelor’s thesis was accomplished, and the proposed 

recommendations could help to improve the organization’s system of search and selection 

of employees to ensure the organization with the necessary number of qualified workers for 

the CNC Machining Centre Operator, CNC Laser Operator, and Press Brake Operator 

positions.  
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