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OSSZEFOGLALAS

A szervezetek sikerességének egyik kritikus eleme a kivalasztas. Jelen tanulmany a kivalasztasban
vizsgalja harom, jelz0s, illetve sziird szereppel bird tényezo, a képességek, a munkatapasztalat, és
az iskolazottsag fontossagat. Arra kivancsi, hogy a jelenleg munkaerdpiacra 1ép6 hallgatok szerint
e harom tényez6 mennyire fontos a munkaadok szemszogébdl. A vizsgalathoz 110 hallgatotol
szarmazo kérdbives adatgyiijtést hasznal. Legfontosabb megallapitsa, hogy a valaszaddk szerint
leginkabb a készségek, majd a tapasztalat szamit, az oktatas csupan ezek utan bir szereppel.

Kulcsszavak: — emberi  erdforras  gazdalkodas,  kivdlasztas, készségek, iskolazottsag,
munkatapasztalat

ABSTRACT

One of the critical elements of organizational success is selection. This study examines the
importance of three factors—abilities, work experience, and education—that serve as indicators
and filters in the selection process. It aims to determine how current job market entrants perceive
the importance of these three factors from the perspective of employers. The study employs survey
data collected from 110 students. The key finding is that respondents consider skills to be the most
important, followed by experience, with education playing a secondary role.
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INTRODUCTION

The signaling hypothesis (Spence, 1973; Riley, 2001), with a hint of the screening insight, is
explored in the literature on education and labor market dynamics. This theory challenges
conventional ideas about education by arguing that education serves as a primary indicator of an
individual's intrinsic productivity and dedication to potential employers rather than just a way to
acquire skills. Education becomes an important but expensive signal in the context of information
asymmetry (Akerlof, 1970), because employers lack firsthand knowledge of an applicant's talents.
This theory is supported by empirical evidence (see a summary by Kun, 2013), which shows that
people with higher education levels frequently earn higher pay. The wage premium is explained
by both the enhanced productivity of those with higher education levels (human capital theory) as
well as the signaling value of education (the sheepskin-effect: see Kun, 2014). These findings
underscore the complex role of education in reducing information asymmetry and influencing
hiring decisions, with substantial implications for educational policy and labor market dynamics.
The signaling vs. human capital debate produced many types of tests, some of them directly
examining human resource management practices (see a summary by Kun, 2010).

L The study is based on the author's thesis of similar title (Signaling and Screening in Human Resource Management,
2023, University of Debrecen, Faculty of Economics and Business, for the Bachelor of Science in Business
Administration and Management program).
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However, nowadays, merely demonstrating one's expertise is not enough, because a
corporation needs a person's commitment, not simply their capability. Additionally, soft skills are
crucial and even encompass non-cognitive abilities like communication and adaptability, in
education and employment, companies want to make sure that the hired person also has these
abilities (Heckman & Kautz, 2012). These qualities, which are frequently ignored in conventional
educational frameworks, have a big impact on a person's chances for financial success, their
capacity to keep a job, and their general well-being.

Apart from this, the work experience of an applicant might also influence the signaling of
employees. This would assist the company in cutting the training costs and the new employee
would be subject to less change. However, research shows that the effect of work experience on
wages depends on several factors and not supported on the long run (Weiss et al., 2014; Baert et
al., 2016).

My research is carried out to analyze how students think about the labor market importance of
the three factors (skills set, experience, and education). | conducted an examination when students
were asked to rate the three factors from the viewpoint of a recruiter (as they think it is) when
selecting a candidate for the job. The research hypotheses are described as follows and they have
been investigated in the next chapter.

| form the H1 hypothesis based on Humburg and van der Velden (2015). They suggested in
their article that the skill set is an important factor during the recruitment processes.

H21: Skill set is preferred over experience during the recruitment process.

I have formed the following hypothesis (H2), based on Saar et al.’s (2014) article where it is
mentioned that after changes in labor market in mid 1990s, education was given less importance
and people without any educational back ground but having skills and experiences were chosen.

H2: Skill set is preferred over education during the recruitment process.

MATERIAL AND METHODS

The research used a questionnaire survey to collect data with the direct goal of looking into
the most important signaling factor from a recruiter’s point of view. The three factors considered
were skills related to the position, job experience, and education. The data collection was closed
after 110 submissions. The participants of this study were a blend of female (47) and male (53)
individuals ranging from the ages of 15-29. These individuals were not limited to a region, country
or even a continent but chosen from all over the world. This survey was done following ethical
standards and without any ethnic origin or bias. The respondents were from regions all over the
world and included Asia, Europe, Africa, Middle East and North America. The sample was
focused primarily on students and the major was not taken into account. Members were allowed
to skip questions, should they be uncomfortable answering, but the incomplete questionnaire were
not included into the 110. There was no compensation offered to the members of this survey and
was done entirely on voluntary basis.

The questionnaire’s link (Google Docs Form) was posted via social media where individuals
were asked to aid in the task in English. Members were asked for consent prior to participating in
the study with their information and data protected and only used for research purposes. The
members were informed that it would take a maximum of around 2 minutes and could answer it
to the best of their knowledge, based on the questions, without any pressure. They were assured
that their responses were anonymous and all data was secure. Once a significant amount of data
was collected it was compiled into a Microsoft Excel file, and transferred to IBM’s SPSS to be
analyzed further.

The type of questionnaire used in the survey was a combination that included multiple choice,
ratings, yes/no and open ending questions. The questions included in the survey are represented
in Table 1.
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Table 1. Questions asked during the empirical survey

from their resume? Kindly mention at least 3 other
factors.

Questions Offered choices
1. Gender Male or Female
15-17, 18-20, 21-23, 24-
2. Age 26,27-29
Asia, Europe, Africa,
3. Which region do you reside in? Middle East, North
America, South America
4. Are you currently looking for a job? Yes or No
5. Have you ever been involved in a recruitment process? | Yesor No
6. According to your knowledge of a recruiter, which Sk”.'? related to the
. position.
factor would stand out the most when applying for a bE .
job? Jo xperience
Education
7. According to your knowledge what would a recruiter, Sk”.'? related to the
. . ! position.
what is the second most important factor when applying .
for a job? Job Experlence
Education
Skills related to the
8. According to your knowledge what would a recruiter position.
choose the most in 5 years' time? Job Experience
Education
9. Onascale of 1-10 with 1 being the least preferred and
10 being the most preferred, would you prefer someone 1-10
for an entry level job if they have a better skill set than
a year of job experience in the field?
10. On ascale of 1-10 with 1 being the least preferred and
10 being the most preferred, would you prefer someone 1-10
who has the required skills but has not completed their
education?
11. Are industry-specific certifications or training programs | Yes or No or ‘It depends on
a significant factor in hiring decisions? the role’
12. According to your knowledge would a recruiter prefer
candidates who attended prestigious universities or Yes or No or Maybe
institutions?
13. According to your knowledge would a recruiter
prioritize candidates whose previous experience is Yes or No or Maybe
directly related to the job they are applying for an entry
level position?
14. What are other factors you would consider as a recruiter

Open Ended Question

Source: From the author’s own questionnaire




Gazdalkodastudomanyi Koézlemények 11. évfolyam 1. szam 2024 8

RESULTS AND DISCUSSIONS

This sections shows the results and explanation for the tests and calculations performed using
IBM SPSS to display, analyse and formulate conclusions for our research.

Testing Hypothesis 1: Skill set is preferred over experience during the recruitment process.

Table 2 shows the results of the respondents’ choices when ranking the preference of skill set
over experience over a 1-10 range where 1 was ‘not preferred” and 10 was ‘most preferred’. Most
of the applicants here chose an answer 6 and above indicating that skill set is preferred over
experience. The highest frequency was over the value of 7 which was chosen by 26 applicants
which was very closely followed by the value of 8 chosen by 25 applicants.

Table 2. Preference of skill set over experience to a recruiter when recruiting for a job

N %
1 1 0.9%
2 2 1.8%
3 3 2.7%
4 6 5.5%
5 8 7.3%
6 10 9.1%
7 26 23.6%
8 25 22.7%
9 12 10.9%
10 17 15.5%

Source: Own calculations.

Figure 1 shows the scores (1-10) of applicants who chose skill set over job experience. Most
of the applicants gave a score 7+ to an applicant who had better skill set than a prior job experience.

=

[ 8 9 10

Preference of skill set to experience

Figure 1. Line graph showing the preference of skill set to job experience
Source: Own calculations.
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This sub-section shows the results of the t-test performed to view the correlation and
significance of skill set to experience to see how many people prefer skill set more over experience
during the recruitment process.

Table 3. Results of the T-test performed on SPSS showing the correlation and significance
of skill set to experience

One-Sample Statistics
N Mean 5td. Deviation 5td. Error Mean

Skill set preference to experience 110 7.25 2.029 193

One-Sample Test
Test Value =5.5
95% Confidence Interval of the
Difference
1 gi Sig. (2-tailed) Mean Difference Lower Upper
Skill set preference to 9.068 109 000 1.755 1.37 214

experience

Note: *** = significant at 1%; ** = significant at 5%
Source: Own calculations.

Table 3 shows the one-sample T-test results. | have supposed the mean to be 5.5 in the data,
and with a significance of 95%, we have assumed the alpha value () to be 0.05 and predicted
value (p) to be 0.01. Here, the p value is less than the alpha value and shows that the skill to
experience ratio during the recruitment process from the view point of a recruiter denotes a

preference.
Testing Hypothesis 2: SKill set is preferred over education during the recruitment process.

Table 4 shows the results of the respondents’ choices when ranking the preference of skill set
over education over a 1-10 range where 1 was ‘not preferred’ and 10 was ‘most preferred’. Most
of the applicants here chose an answer 6 and above indicating that skill set is preferred over
education. The highest frequency was over the value of 8 which was chosen by 28 applicants
which was very closely followed by the value of 7 chosen by 22 applicants.

Table 4. Preference of skill set over education to a recruiter when recruiting for a job.

N %
1 1 0.9%
2 1 0.9%
3 4 3.6%
4 6 5.5%
5 14 12.7%
6 10 9.1%
7 22 20.0%
8 28 25.5%
9 7 6.4%
10 17 15.5%

Source: Own calculations.
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The line graph below (Figure 2) shows the scores from 1-10 of applicants who chose skill set
to education. Most of the applicants gave a score of more than almost an 8 to an applicant who
had better skill set than a completed education.

Most preferred factor among applicants

20

Count

1 2 3 4 5 6 7 8 9 10
Preference of skill set to education

Figure 2. Line graph showing the preference of skill set to education
Source: Own calculations.

This sub-sections shows the results of the T-Test performed to view the correlation and
significance of skill set to education to see how many people prefer skill set more over education
during the recruitment process.

Table 5. Results of the t-test performed on SPSS showing the correlation and significance
of skill set to education

One-S5ample Statistics
N Mean Std. Devialion  Sid. Error Mean
Skill set preference to education 110 7.09 2038 194

One-Sample Test
Test Value =55
95% Confidence Interval of the
Difference
t df, Sig. (2-talled) Mean Difference Lower Upper
Skill et preference to education 8184 109 .000 1.591 1.21 1.98

Note: *** = significant at 1%; ** = significant at 5%
Source: Own personal calculations from SPSS based on respondents’ answers when conducting the empirical
survey.

Table 5 shows the one-sample t-test results as well. | have supposed the mean to be 5.5 in the
data, and with a significance of 95%, we have assumed the alpha value (a) to be 0.05 and predicted
value (p) to be 0.01. Here, the p value is less than the alpha value and shows that the skill to
education ratio during the recruitment process from the view point of a recruiter denotes a
preference.
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Testing both Hypothesis 1 and 2 together

Table 6 shows a comparison of preferred factor that the applicants chose from the view point
of a recruiter when applying to a job. Most of the people chose skill set as the most important
factor (58.2) followed by job experience (31.8%) and the least important factor was education
which was chosen by only 10% of the people.

Table 6. Most important factor comparative to ones under discussion (skill set, experience,
education) when recruiter is recruiting for a job

Frequency Percent Valid Cumulative
Percent Percent
Education 11 10.0 10.0 10.0
Valid Job Experience 35 31.8 31.8 41.8
Skills related to the position 64 58.2 58.2 100.0
Total 110 100.0 100.0

Source: Own calculations.

Table 7 shows what the applicants thought will be the most important factor in 5 years’ time.
Skill set was ranked the most important factor here followed by experience and lastly education.
Most respondents highly preferred skills and experience 5 years from now and both the values
were very close but skill set was ranked comparatively higher.

Table 7. Most important factor in 5 years’ time for recruitment

N %
Education 7 6.4%
Experience 48 436%
Skills 55 50.0%

Source: Own calculations.

Table 8. Second most important factor comparative to ones under discussion (skill set,
experience, education) when recruiter is recruiting for a job

Cumulative

Frequency  Percent  Valid Percent Percent
Valid Education 20 18.2 18.2 18.2
Job Experience 54 481 4491 67.3
Skills related to the 36 327 32.7 100.0
position
Total 110 100.0 100.0

Source: Own calculations.

Table 6 shows the second most factor chosen by the applicants. Most of the people chose job
experience as the most second important factor (54) followed by skill set (36) and the least
important factor was education again which was chosen by only 20 of the people.
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CONCLUSIONS AND RECOMMENDATIONS

The results driven in the previous section and the discussion done prove the essence of this
thesis and states that skill set is given a preference over experience and education when applying
for the job as was researched in H1 using t-test in the IBM SPSS. This is because a good and
reliable skill set brings in an innovative and fresh approach to the existing and current tasks that
need to be resolved. Skills that are in demand ensure and secure the future of applicants and the
firm so it benefits both parties. Employees who have a valuable skill set are harder to replace and
are an invaluable asset to the organization.

Experience is the second most important factor as it gives an insight of how things are done in
the work place as was researched in our H2 using t-test in the IBM SPSS. It makes it easier for
the employees to get an understanding of the job responsibilities and is easier for them to grasp it
due to the prior experiences they have had. In the long run, it can reduce the recruitment costs and
increase the efficiency and productivity of the tasks carried out by the individual which will be
beneficial for the whole firm.

There were a few limitations as well within the study. The most laminating one was that the
respondents were students and answered the questions to the best of their knowledge from the
view point of the recruiters. This might alter real world results and actual recruiters might have a
different take on this. The data was collected from multiple regions as well and recruiters from
different regions might have a different view. To add, the questionnaire used for the research was
largely multiple choice and not based on a Likert scale which could’ve been more efficient.
However, the research has good generalizability and can be used as a base for further research on
the screening part of Human Resource Management or may be used to check other factors as well.

The study analyses three factors which are skill set, experience and education that are looked
into by a recruiter when there is a new job opening in an organization. It brings into light of what
students think is important from a recruiter’s perspective.

A substantial quantity of data was utilized when collecting, researching, analyzing and
concluding the study. Among these was a survey of 110 applicants was done through social media
platforms and responses were collected globally. This survey was done at random and was filed
by members from the age of 15 to 29 years old and the information of all applicants was
confidential. It was not shared with anyone and used for the sole purpose of this research. These
findings assist in positioning the factors with accordance to the importance given to them and on
what basis an applicant is chosen from the pool.

In conclusion, through the thorough research that has been carried out, we can denote that skill
set is more preferred by the applicants who identified these results from the view point of
recruiters. The second most important factor that was preferred was experience and lastly
education was the least preferred factor during the recruitment process.
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