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Abstract: The aim of this article is to present the risk model premises related to worker recruitment.
Recruitment affects the final selection of workers, whose activities contribute to corporate competitive
advantages. Hiring unfavorable workers can influence the results produced by an organization.
This risk mostly affects situations when searching for workers via the external labor market, although
it can also affect internal recruitment. Therefore, it is necessary to attempt to identify recruitment risk
determinants and classify their meaning in such processes. Model formation has both theoretical
and intuitive characteristics. Model dependencies and their characteristics are identified in this
paper. We attempted to assess the usability of the risk model for economic praxis. The analyses and
results provide a model identification of dependencies between the factors determining a workers
recruitment process and the risk which is caused by this process (employing inadequate workers
who do not meet the employer’s expectations). The identification of worker recruitment process
determinants should allow for practically reducing the risk of employing an inadequate worker and
contribute to the reduction in unfavorable recruitment processes. The added value of this publication
is the complex identification of recruitment process risk determinants and dependency formulations
in a model form.

Keywords: workers recruitment; recruitment sources; dependencies model; risk in recruitment;
determinants

1. Introduction

Presently functioning modern organizations undoubtedly need employees whose
competences—properly used in task performance processes—should form the basic premise
of the employee recruitment process. The determinants of managerial staff’s behaviors
mainly direct the development of economies towards applying the most modern technolo-
gies. Systemic interests have increased among employers in terms of acquiring workers
with the highest qualifications and this also results from the fact that the knowledge,
skills and creativity of such employees collectively represent a key organizational resource
which affects the organization’s innovation and competitive advantage. Consequently, in
a modern economy, material and financial resources management has retained smaller
and smaller significance, while intangible assets management is becoming more and more
important.

The above-mentioned conditions and a dynamically changing situation in the labor
market brings about the necessity to pay attention to the procedures that enable the acqui-
sition of adequate employees for the offered positions. In particular, procedures related
to recruitment (the risk related to human resource management appears in the interna-
tional literature both in the form of theoretical considerations and conducted research
(Anaraki-Ardakani and Ganjalim 2014; Nickson 2001; Meyer et al. 2011; Shriram 2017, p. 3)
The risk related to recruitment has been determined to be an important element of the
human resource management process) should not be done by trial and error, but instead
should be a coherent action system oriented towards achieving the main objective, which
is usually hiring the person with the most appropriate qualifications and personality, who
can fit into the organization (Borowski 2016).
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Based on these assumptions, the aim of the study is to systematize the factors that
affect the risk of unsuccessful recruitment and to formulate assumptions for the risk
model. The research hypothesis of the conducted considerations is the positive or negative
verification of the opinion of the small importance of a comprehensive diagnosis of the
reasons for unsuccessful recruitment of an employee in order to reduce the importance of
associated risk factors.

2. Research Method

In order to implement the indicated assumptions, we mainly employed the method
of critical analysis of the literature on the subject and intuitive analyses that came from
the research experience related to participation in many studies that were financed by na-
tional sources and the European Union (i.e., Human Resources Development—Training and
Business Counseling for Persons Threatened by Unemployment, Podkarpackie Voivodship,
Poland, project financed by the PHARE fund, PHARE Project EuropeAid/112592/D/SV /PL;
determinants and implications of self-employment in the Polish economy, Project 1 HO2C
074 28 financed by the Scientific Research Committee; Partnership on For Development Time
to work—work on time, EQUAL IW; regional system of labor market coordination in the Ma-
zowieckie Voivodeship Work-Employment-Training, project co-financed by the European
Social Fund under the Integrated Operational Program 2004-2006 (Priority 2—Strengthening
the Development of Human Resources in Regions); analysis and the processes taking place
on the Polish labor market and in the field of social integration in the context of the economic
policy pursued, development of an integrated forecasting and information system enabling
employment forecasting, source of financing: ESF project). This article reviews the literature
on the subject of using risk models for recruitment purposes, while also analyzing changes
in the selected category of concepts. The choice of sources for analysis was subordinated to
the purpose of the study. The sources of the analysis are scientific papers (individual and
collective), which were created in academic centers and other institutions which comply
with scientific standards, as well as articles in various professional journals. The study also
used foreign-language literature as well as materials from websites. The analysis was carried
out in two stages: the first involved the formulation and justification of the purpose, as well
as the research hypothesis; it also involved distinguishing the basic conceptual categories
and establishing the definitions that were applicable in the research procedure. Finally,
the content of individual sources was interpreted according to the assumed goals and the
research problem posed.

In the article, for the purposes of the research, the following research questions were
formulated:

1.  What is the recruitment process characterized by?

2. Inwhat areas can one look for threats undermining the recruitment of employees that
are adequate for the needs of the organization?

3. What are the most important threats that can be identified in the recruitment process?

3. Recruitment of Employees—Concept, Risk, Choice of Procedures

There are many definitions of recruitment in the source literature and for this reason,
one can point out their various aspects (a broader review of the definition of recruitment
than the one provided in this study can be found in the article Sobocka-Szczapa (2018)).
This recruitment can be a process in which a company encourages properly educated
people to start working for them in a certain position and encourages them to apply for
said position (Maniak 2001). It can also represent the acquisition of workers who are
talented, motivated, healthy and knowledgeable by the organization (Szatkowski 2006).
Undoubtedly, the need to hire new employees is forced by the necessity to shape the human
resources of the organization (Adamiec and Kozusznik 2000).

The visible differences in the selected definitions of recruitment allow us to state with
great certainty that, in organizations, we deal with a variety of premises that influence the
initiation of this process. It seems, however, that the factor with the greatest significance is
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the necessity to adapt the potential of an organization in the area of human resources to
changing conditions on the market and the possibility to reach the goal, i.e., the maximum
profitability of the company in given circumstances. We should stress, however, that in
most cases, enterprises cover all conditions indicated in the definitions.

The variety of recruitment definitions contributes to the fact that various definitions
can be applied, which significantly influences the risk of employing an inadequate worker.
Let us have a look, then, at the dangers resulting from the very definition of the ana-
lyzed process.

The first definition clearly stresses that the recruitment processes are initiated by
encouraging potential employees to work on the offered position. The implemented
procedures should then clearly and precisely formulate incentives which are in the offer.
In some cases, something that from the employer’s perspective can be an incentive, in fact,
does not make sense for a candidate (e.g., bonuses that are not suitable for the future
employee, an unattractive remuneration level). The risk in such case can be largely reduced
by wide extensive consultation with employees, mostly with the direct manager of a
potential employee. We can also use readymade offers on the Internet.

The second recruitment definition to eliminate risk is related to worker acquisition
in the process of recruiting. The procedures undertaken can use the method of analyzing
documents submitted by the candidate. The dangers in this case result from unreliable in-
formation in the documents and from incorrect interpretation of the information presented
therein. In order to reduce the significance of threats to the selection of the right employee,
the procedures in the recruitment process should be extended with additional documents,
for example, verifying the employee’s health condition or directly confirming opinions
contained in the references.

The last of the cited methods of defining the recruitment of employees pays attention
to the issues related to correlating the needs of the employing organization with their
mission, vision and objective. Undoubtedly, this is the widest way of defining this process,
but at the same time it carries the biggest risk of employing the wrong person. The basis of
this risk is, first of all, the dominance of recruitment processes by the immediate necessity
to employ a new worker, which can lead to superficial document verification and result
in acceptance, employment, and, consequently, the lack of expected effect in carrying out
entrusted tasks. Unfavorable unsuccessful employment can also affect the situation of the
organization on the labor market, particularly if it makes it impossible to select an employee
carefully and to verify this selection in many dimensions, which does not allow one to use
the individual fully in a company. In this situation, it is important to launch recruitment
supporting procedures, such as the thorough preparation of a job description card and
a personal characteristics profile card (Pocztowski 2003). This allows an organization to
avoid employing an employee who is useful for an organization only to a limited degree.
It should be stressed, that a proper drawing up of these documents can significantly reduce
the risk of unsuccessful worker acquisition in the case of all the above-defined ways of
recruitment interpretation.

Risks, which appear in worker recruitment processes, result from their types and
acquisition sources, as described in the literature. Practically, we distinguish two types of
recruitment, i.e., general recruitment and segment recruitment, these result from recruit-
ment targeting specific employee categories, leading to the application of very simple or
more complicated procedures. Procedure simplification, in the case of recruiting lower-
level employees (production, line), can influence the recruiters’ concentration only on hard
competences, which enables the workers to carry out entrusted tasks. In this situation,
omission of an important issue of personality competences can limit the relevance of the
decisions. In the case of segment recruitment, this type of danger is practically absent,
as the correct implementation of procedures limits the risk of unsuccessful employment.
However, in practice, some situations are observed where there is a possibility of incorrect
recruitment, because the basic criterion can be, for example, hiring someone according
to “the key”. It seems that the only way to reduce the risk is to carry out recruitment
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procedures in full scope, taking into account various criteria which are important for the
organization.

Finally, it seems necessary to quote one more recruitment definition by T. Listwan
(Kawka and Listwan 2009). This describes the process of recruiting employees as a complex
activity including searching, informing and attracting candidates for a given post (Recruit-
ment processes have also been described in another literature item (Dolot 2017)). From this
perspective, recruitment is primarily about determining the sources of acquiring employ-
ees, which in some cases, is the starting point for the implementation of the whole process.
The selection of the recruitment sources depends mainly on the financial resources and
time designated to acquire the staff, an organizational development phase, the situation on
the labor market, an applied human resources management model and the type of position
to be staffed (Drozdowski 2012). Concerning recruitment source selection, recruitment can
be divided into external, internal and so-called “mixed”. A risk factor which can contribute
to the choice of internal recruitment is cost, which is lower as compared to the one born by
an organization who decides to recruit externally, as well as the situation of “unhealthy”
rivalry between employees and conformism (Szaban 2011). The low costs of this employee
acquisition source may not be compensated by the decision effects, i.e., “checking” the
employee in the new job position. The low cost of this process can also influence the
incorrectness of the formulated procedures and candidates verification criteria.

Acquiring employees from the external labor market gives an organization a chance
to find interesting people, who are open, experienced and ready to take on new chal-
lenges. However, this type of recruitment has some risks that result from various aspects.
The biggest danger is the high cost of this process, which may not be reflected in the
worker’s performance. Moreover, in this case, we deal with a labor market, which can limit
the possibility of acquiring an adequate employee without incurring additional expenses,
for example, related to his/her training. Therefore, organizations search for workers on
the external and internal markets so as to reduce the risk of employing an inadequate
worker who does not meet their expectations. Implementing this procedure means that
we must make sure that the candidates from the external and internal markets undergo
identical recruitment procedures and have the same assessment criteria. At the same time,
we should remember that every recruitment process must be equal for everyone, both
women and men (no signs of discrimination) (Sobocka-Szczapa et al. 2019).

Generally, in recruitment processes, we deal with many possibilities which can im-
prove skills of efficiency and ordering the acquisition of employees. However, due to the
variety of approaches, the procedures which are often used in the same way may turn
out to be ineffective. In extreme cases, they may even make it more difficult to select the
best candidate. This especially applies to the recruitment routine, which may increase the
number of candidates, and thus, reduce the chances of employing interesting and valuable
employees (Marciniak 2004). Hence, in order to avoid this type of danger, the recruitment
process should be carried out by experienced and trained employees of the organiza-
tion. It is also necessary to correlate recruitment with the specificity of the organization
(Sobocka-Szczapa et al. 2019).

4. Risk in Recruitment

Risk in organizational activities mainly refers to the possibility of failure in carried
out activities. In particular, this is related to the occurrence of events independent of
the functioning subject, which cannot be precisely foreseen and consequently prevented.
Such events can affect the decrease in useful resulting outcomes and/or the increase in
expenditure, which makes actions totally or partially effective, beneficial or economical.
Thus, risk is the probability of incurring a loss (Tyrariska-Walas 2008).

The essence of risk in human resource management is the danger resulting from the
management method, i.e., errors made in this process. The risk of micro-organizational
and micro-social characters, related to the involvement in uncertain conditions in the
activities concerning staff, may end up in failure. This is the context of operational risk
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(Jajuga 2009), which is mostly related to the inability to immediately and clearly state if, in
this specific case, the activities directed towards appropriate shaping of human resources
will bring results which are coherent with the company’s personnel strategy (Lipka 2002)
(more information on the subject can be found in the study by Bombiak 2017).

In the case of recruitment, a loss resulting from the risk of employing the wrong
employee can be considered to stem from the limited suitability of the employee to perform
tasks at the designated work position, which mainly results from the evaluation of the effects
achieved by the employee, as well as the observed negative impact on the atmosphere in
the employee team. The risk in the process of employee recruitment can be assessed as the
so-called pure risk, different from dynamic speculative risk (Tyrafiska-Walas 2008), which
consists of perceiving the risk as an opportunity for the development of the organization.
This understanding of recruitment risk is a function of the probability of a negative event
occurring as a result of subjective conditions determined by personnel decisions (Rutka and
Czerska 2006).

The main objective of recruitment is to acquire an adequate number of employees
for the tasks performed by the organization, characterized by features that enable the
organization to achieve the expected results in a specific place and time. This recruitment
objective should contribute to cover both the present and future, in addition to foreseen or
random staff shortages (Michna et al. 2015). Thus, recruiting the “wrong” employee—who
fails to meet expectations, quits his job, or has to be fired—entails a high cost related to
additional training and insufficient work performance. Therefore, it should be accepted
that recruitment must perform three basic functions: informational, motivational, and
pre-selection, the most important of these being informational, consisting of conveying
the correct preparation of information that an organization is looking for people willing
to work. This information must be comprehensive and helpful for candidates who are
deciding whether to apply for a job in the offered position (Sobocka-Szczapa 2018). From
the organizational perspective, this should answer the following questions:

- firstly, what kind of people do we need for the company to be successful and maintain
its strong position?
- secondly, what can we do to acquire, train and keep such people?

In order to answer such questions, the rules of recruiting employees should be properly
developed, which allows one to minimize the risk of employing the wrong person and—
subsequently—to select the best possible candidate for a given position. Therefore, the most
important trend today is to reduce the importance of habits and mental limitations in the
recruitment processes, and to facilitate creativity. With generation Z entering the labor
market, it is important to notice the differences in the expectations and values of individual
generations of employees. A good diagnosis of the needs and expectations of every group
and the ability to enjoy the advantages of each one is now the company’s competitive
advantage source. In recruitment, we stop standing on both sides of the barricade. It is
also important to put people above skills, because even the most qualified expert will not
benefit a company if he cannot work in a team, has a negative effect on his colleagues,
or his ethical code is different from the company’s values. In addition, the skills which
are needed at a given moment, in a few months or years, may no longer be significant.
Therefore, we must look at them from a Just-in-Time perspective. Thus, every recruitment
process requires an appropriate place or carrier, thanks to which we can inform potential
candidates about their activities (HR Inspiracje—Nowe Formy Rekrutacji 2015).

The complexity of the recruitment process can cause many mistakes, which lead to the
risk of employing an inadequate employee. The most common mistake is a disrespectful
approach to the recruitment process (devoting too little time to it, relying on chance). This
activity introduces a big risk of making an incorrect decision, which may impact the quality
of work team and, consequently, the further development of the enterprise in the future.

The lack of plans concerning the demand for staff has an influence on the increase
in risk in recruitment processes, which consequently does not contribute to systematic
activities in this area. Hiring needs appear unexpectedly and must be met immediately.
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Undoubtedly, in this case, linking employment needs with the organization’s development
strategy is important.

A cardinal error in recruitment is, in many cases, the lack of job descriptions and
the lack of preparation of candidate’s profiles, which undoubtedly increases the risk of
an unsuccessful recruitment procedure. This practically translates into the employing of
random people and the necessity to conduct further recruitment, despite the apparent
saving of time spent on recruitment activities.

Another error in the recruitment process, is not identifying a proper source from
which one can acquire an employee most efficiently and cheaply. In case of making a
wrong choice, there is a risk that many people will come to the job with no qualifications.
The failure of recruitment processes may be to search for an employee at the wrong time,
which undoubtedly extends the procedure.

Undoubtedly, the use of specialized software is also a risk factor in the recruitment
process. Thanks to this, recruitment can be much faster. Nevertheless, it is not worth
relying on chance when choosing such software. In this case, it should be determined, on
the one hand, by the suitability of this tool for the formulated procedure, and, on the other,
by the fact that the organization has a specialist in this field. Therefore, it is important
to compare the systems of different manufacturers in terms of the specific needs of the
company (e.g., the number of recruitments carried out per month, the number of recruiters,
the method of communication with internal clients). It may also be good practice to make a
simulation of its work with a data size that is comparable to that present in the daily work
of the application. How the new software will assist access to necessary information, and
how the application will enable us to search the database with application documents are
also important. Next, the willingness of the manufacturer to create individually adapted
application extensions is important and this may become valuable if we need to introduce
changes (Filiks 2020) (accessed on 28 December 2020).

Taking into account these considerations, we can classify types of risk in recruitment.
In this case, we can talk about the risk in terms of:

1.  incorrect estimation of personnel needs, both in terms of quantity and quality;

2. incorrect selection of sources and recruitment methods;

3. deficiencies in the documentation and misinterpretation of the information contained
therein.

Realizing that the efficiency/effectiveness of the company’s operations may be re-
duced by the risk related to the processes of acquiring employees, requires identification of
the strength of dependence and a catalogue of risk factors. This is also important because it
is possible to reduce the negative effects of the recruitment risk. Therefore, let us look at
the conditions of the construction of the recruitment risk model.

5. Premises of Recruitment Risk Model

Models in contemporary science are one of the foundations of science formation
(Gillies 2004; Winkowska-Nowak et al. 2007). If we look at the variety definitions and
subject diversity in the “model” category, we can see that the philosophy has dominated the
reality descriptions. Typically, the concept of a model cannot be limited to one phenomenon
or object. They support a paradigm or theory, although generally, models are independent
of the theory. At the same time, the theory does not give algorithms of creating models,
because models allow the use of functions or, more broadly, dependencies which would not
be possible to apply within a strictly understood theory. It is worth noting, however, that a
model can be a good paradigm or supportive theory. In view of the above, we can propose
the existence of three relations between the model and the theory. The first one deals with
the model as a supplement to the theory, the second one as a model that simplifies an
overly complex theory, and the third one as a paradigm or a preliminary theory (More
on this in Gospodarek 2009). Regardless of the indicated relationships, management
sciences modeling, the process of inference and interpretation of dependencies is the most
important. This is because it is a prerequisite for further description and supplementing
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the components of the model, and thus, bringing it closer to the actual conditions of the
organization’s functioning.

The source literature presents many types of models that are used in science, including
management sciences (more information on the models used in science can be found
in the following English books: Van Fraassen 1980; Mundy 1986; Giere 2004; Teller 2001;
Peirce 2001; Atkin 2007; Hesse 2003). Relevant information on this subject can also be found
in the Polish literature (Kotarbiniski 2003; Kwasnicki 2001; Gospodarek 2009; Mesjasz 2007).
From among all types of models applied in the analysis of the relationship between risk
factors and risk in the recruitment processes, we selected a descriptive model. It seems
that this is the most significant role for the model from a scientific viewpoint, because a
more or less precise description of a representative real system is important to avoid errors
in recruitment. This viewpoint is practically not criticized. Conflicts (presenting a given
system in many non-contradictory ways) can be a problem, for which partial or equivalent
models are built.

The created model will consist of two basic elements, i.e., the types of risk (endoge-
nous and dependent variable) and the determinants of this phenomenon (exogenous,
independent variables). The division (endogenous and exogenous variables) can in some
cases be arbitrary, because the aim of modeling processes is to point out the possibility
of feedback. However, it is necessary to point out boundary conditions which must be
taken into account in this research concept. Those conditions should primarily include
the possibility of identifying the above-mentioned elements in the area of the company’s
operation. This type of boundary condition will allow us to model variable dependencies
which determine the risk area in employees recruiting. The flexibility of a descriptive model
will be provided thanks to the possibility of listing the largest amount of determinants
of individual risk types and thanks to the introduction of expert corrections by recruiters
at every stage of the modeling. In the modeling process, the method of description and
dependency assessment will be used. Thus, the model is going to have a cause and effect
character (Chart 1).

Employee
acquisition

. y ]
Planning of the Selection of Selection of

sources of methods of Recruitment
demand searching for searching for documentation
employees employees
<

Recruiters'
opinions

Multi-criteria
risk analysis

Diagnostic  risk Feedback

analysis

Chart 1. Dependencies in the developed model. Source: own study.



Risks 2021, 9, 55 8 of 15

The model assumption is to subordinate it to multiple-criteria and multiple-stages
analysis on an organizational level. In the first stage, according to the model, a recruitment
procedure should be analyzed and one should identify various risk determinants which
may occur in this procedure, resulting in different types of this risk (Chart 2).

Chart 2. The analysis performed in the first stage. Source: own study.

At the same time, it should be emphasized that the analysis should be done individu-
ally for every recruitment process in the organization, because each recruitment process
can be used to recruit an employee for a different job.

At the next stage of implementation of the proposed model, the most common types
of risk in recruiting employees should appear, occurring in a given organization, and
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developed using the zero—one method, where 0 means lack of danger, while 1 refers to its
presence (Chart 3).

No detailed
identification of 1
employment needs

Incorrect selection of
the recruitment source

Incorrect selection of
the recruitment method 1

No competency profile
of the candidate for the 1
job

No job description 0

Chart 3. An example of how to carry out analyzes in the second stage of the proposed model. Source:
own study.

Note: The example was formulated based on previous research carried out in different
projects.

At this stage, the proposed procedure of recruiting an employee should also be
verified, taking into account truthfulness and completeness of documentation. One should
reduce superficiality and randomness related to the possible time limitation of the project.
This eliminates the risk of using the proposed model itself. The results of the analyses
conducted at this level should be the specification of the greatest dangers, which may affect
the acquisition of the inadequate candidate for a job.

In the third stage, the final recruitment procedure should be assessed, in which the
possibilities of preventing the indicated types of risk will be analyzed (Chart 4).
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Risk of employing too
few or too many
employees

The risk that the
recruitment process is
too cost-intensive

The risk of using an
overly specialized
method

The risk of
maladjustment to job
offers

The risk of limited
effectiveness of the
candidate search

Risk of employing too
few or too many
employees

The risk that the
recruitment process is
too cost-intensive

The risk of using an
overly specialized
method

Linking recruitment processes with the
strategy developed in the company
Consulting employment needs with
managers

Work efficiency analysis
Implementation of the planning process

Analysis of employee competency
profiles

The situation on the labor market
The cost-consumption of the
employee improvement process

Cost-intensive use of IT techniques
Recruiters' competences
Possibility to use the services of an
external company

Detailed characteristics of the
workplace - type of tasks
performed

Characteristics of soft skills

Determining the duration of the
recruitment

Selection of recruiters

Organization of the recruitment process
Limiting randomness in the recruitment
procedure

Linking recruitment processes with the
strategy developed in the company
Consulting employment needs with
managers

Work efficiency analysis
Implementation of the planning process

Analysis of employee competency
profiles

The situation on the labor market
The cost-consumption of the
employee improvement process

N O

Cost-intensive use of IT techniques
Recruiters' competences
Possibility to use the services of an
external company

Chart 4. Cont.
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The risk of workplace - type of tasks
maladjustment to job

The risk of limited recruitment
effectiveness of the Selection of recruiters

. Organization of the recruitment process
candidate search Limiting randomness in the recruitment

Detailed characteristics of the

performed
Characteristics of soft skills

Determining the duration of the

procedure

Chart 4. Possibilities of counteracting various types of risk in recruitment processes. Source: own study.

The result of the three-stage procedure, which was provided in the recruitment risk
model, should be a well-thought-out and significantly risk-reducing procedure for obtain-
ing job candidates. At the same time, three approaches to the risk, resulting from errors
made in recruitment processes (risk determinants), can be used. This approach should
depend on the level of this risk of these events. In this scope, one can accept the D. Baccarini
proposal, who—in the case of very low and/or low risk events—proposes to accept them
and refrain from actions aimed at reducing the risk. However, in the case of events with
moderate-risk, Baccarini recommends constant monitoring, because this process provides
a lot of valuable information on the directions in which the risk evolves, while it may also
signal the need for preventive measures. Finally, when disadvantageous events have very
high and/or high risk, it is necessary—in Baccarini’s opinion—to take measures to reduce
them (Baccarini 2002) (more comments on risk management can be found in the publication
by M. Czerska and R. Rutka, as well as in the publication by D. Baccarini, G. Salma and P.
E. D. Love (Czerska and Rutka 2016; Baccarini et al. 2004)).

The model presented should also enable us to generate scenarios for the implemen-
tation of employee recruitment processes depending on the type of job offered. These
types of opportunities will be the result of introducing expert opinions at every stage of
the analysis, reflecting the specificity of the organization’s functioning.

The described model, in a user-friendly way, should enable the generation of basic risk
determinants in the recruitment procedure and indicate ways of counteracting the risk of
unsuccessful employment. Additionally, this model should perform three functions which
may be of importance for recruiters. Firstly, an informational function should be performed,
which enables the identification of the main determinants of risk. Secondly, integrative
functions, which enable one to perceive coherence between recruiting employees and
its importance for the proper organizational activity. And finally, thirdly-an application
function enables the use of model solutions in various organizations. This is guaranteed
mainly through the participation of people usually recruited in organizations, who suitable
skills and who may offer expert opinion. In addition, the functionality of the proposed
model is limited by two elements, namely, by the necessity of a conscientious approach
of recruiters to every process of recruiting an employee and carrying out such activities
as part of extensive procedures. At the same time, the biggest problem may be lack of
interest. In order to minimize this problem, let us look at the utility determinants of the
presented model.

6. Model Usability Premises

Usability is usually understood as the quality of a product which determines its
performance quality (more information on usability can be found in the publication by
Sobocka-Szczapa et al. 2019). The product, in this case, is a model whose usability can be
verified by five criteria (such criteria for the assessment of the usability of websites were
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formulated by J. Nielsen (Nielsen 2003)). This verification is so important, because one of
the modeling assumptions is to disseminate the developed procedures, and thus, this leads
to a situation in which the direct use of the product does not cause any difficulties.

The usability of the analyzed model can be analyzed from two viewpoints. Firstly,
the employee acquired as a result of its application may prove its usefulness, and secondly,
its simplicity and universalism may indicate its usefulness.

Considering utility from the first viewpoint, its determination requires an analysis of
the usefulness of the total staff (the sum of products and services produced under certain
conditions) and marginal utility (change in results resulting from hiring an additional
employee). Therefore, the level of usefulness in this context will be primarily influenced
by the intellectual capital of the candidate for work and the situation on the labor market
(the number of jobseekers and their qualification and professional structure). In this case,
the willingness of employers to participate in lifelong education is important, as they
make it possible to adapt qualifications and skills of the employed employees to their
expectations. It is important to have educational offers that are coherent with the employers’
demand for employees, because this type of mismatch has a significant relationship with
the consolidation of a disadvantageous—both for employers and employees—situation in
the labor market, which renders it impossible to professionally activate a job hunt.

On the other hand, usefulness, analyzed from the viewpoint of simplicity and univer-
sality, should enable us to obtain the most satisfying result with the least expenditure, and
allow the model to be used in various organizations.

The model usability analysis should contain at least two elements, namely, the utility
features which the model should be characterized by, as well as the levels of this utility.

From the point of view of the utility characteristics of the model, also taking into
account organizational needs, the following elements should be taken into account: model
functionality, ease of accessing the information sought, compatibility with other models
used in the organization’s activities, accuracy which would enable effective employee
acquisition and completeness, i.e., the possibility of comprehensive situational awareness.

In the source literature, there is no clear definition of the model’s usefulness level.
Both objective and subjective approaches are allowed. In the first case, normative and
empirical methods are used, determined mainly by experts. As part of the subjective
approach, the level of utility can be determined through individualized criteria for the
research. Accepting the second procedure as a basis for assessing the utility levels of the
presented model, it is important to determine the relationship between the needs of the
model user and the functional demands formulated on their basis, which are: methodology,
access to the database, preparation of the employee using the model, IT database and cost
intensity model implementation. When attempting to define the relationship between the
functional requirements of the model and the needs of representatives of economic entities,
it should be emphasized that the analyzed problem—the need of each organization in the
course of the recruitment process—is to employ the best candidate for a job from those
applying for a given position. This means that it is necessary to identify threats resulting in
the risk of employing the wrong employee, which should undoubtedly be considered in
terms of recruitment effectiveness. Taking into account the indicated functional demand,
the risk recruitment model premises should be assessed so that they include the risk
determinants. Therefore, the procedure—carried out in accordance with the staged nature
of the proposed analyses—may significantly contribute to increasing the effectiveness of
activities, and the level of their implementation within the selected comparative scale
(Sobocka-Szczapa et al. 2019; Lenard Barttomiej 2018 (accessed on 5 January 2021)).

7. Conclusions

A vacant position incurs a pressure to fill it as quickly as possible. Haste and deter-
mination are justified in this case, because the lack of a workforce can generate costs and
prevent the development of the enterprise. However, the rush associated with the need to
complete the recruitment project as soon as possible, may reduce the chances of employing
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a suitable candidate. The hiring of an inappropriate employee, in turn, presents a risk of
negative consequences, which may be more costly than the original vacancy.

Hiring a new employee always incurs some risk. One can never be certain if a given
person will fit in the corporate organizational culture or will meet the demands related
to the post. However, this risk should be minimized. The consequences related to hiring
the wrong person can affect other team members, reduce the possibility of completing
tasks, and weaken the organization’s brand. Unfavorable recruitment decisions lead to
the necessity to bear additional costs, estimated to be at the level of 30% of the company’s
yearly budget. This also reduces selling possibilities by approximately 10%. Employing
the wrong person may also contribute to a 36% decrease in productivity (the size depends
on the post and organization size), which is a consequence of a decrease in the efficiency of
the team’s work as a result of lowering the motivation of its members. An unquestionable
negative effect of hiring an unsuitable candidate for a job, is the need to repeat the time-
consuming recruitment procedure. Time loss is estimated at around 40% (Team Quest 2015
(accessed on 5 January 2021)). Avoiding such negative consequences of an improperly
implemented recruitment process should encourage organizations to use the developed
model, because it is then possible to systematically analyze individual threats, including
the assessment of the recruiter’s correct level of preparation to carry out the employee
hiring process. This mainly concerns the possibility of using modern recruitment tools in
the recruitment process.

The actual usefulness of the developed model should be considered in terms of increas-
ing the effectiveness of acquiring the right employees for the offered job. Increasing such
effectiveness could increase the efficiency of the company’s operations, and thus, increase
its competitiveness. This is why it is so important to comprehensively recognize the deter-
minants of this risk and develop the final recruitment procedure as a result of a feedback
analysis. At the same time, this analysis should to help reduce the number of errors, and in
the developed model, these are called risk determinants (more information on the most
common mistakes in recruitment processes can be found on the website: Praca. pl 2019
(accessed on 5 January 2021)). The proposed model may facilitate analysis and, thus, may
contribute to reducing the level of risk in recruitment processes. Furthermore, due to the
ease of construction of the model, this may affect the universality of its application and
increase interest in recruitment, as a procedure that significantly contributes to increasing
the effectiveness of an organization’s functioning.
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