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Abstract 
The data analysis section is base one interview session performed, to the managers of Diageo Plc to acknowledge, the upcoming plan of online recruitment system, integrated within their workplace. The significance behind such implementation has been justified to be the case of the covid-19 pandemic and the restrictions imposed, over the business, regarding face-to-face interactions. The utilisation of E-recruitment would show engagement, also an opportunity, to transform the business, digitally. From the interview session, an in-depth overview of the perspective of the managers of the company has been achieved, with respect to the questions throughout the data gathering process.  
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1.0 Introduction
Due to the Covid-19 outbreak, organisations transform their recruitment process into the online platforms. Also, this situation creates an opportunity to be able to hire more talented individuals across the globe.  HRM process accomplish the growth and effectiveness of the organisation, hiring suitable people, to accomplish different responsibilities with proper quality; sourcing people who are capable and qualified for the organisation. This study aims to analyse the effectiveness of online recruitment, impacting Diageo Plc. The needs of online recruitment using the online platform, analysing the advantages and disadvantages of the company, meet in pandemic.
The technological advantages have brought different facilities for the organisations to conduct the E-recruitment process, more efficiency. E-recruitment processes facilitated in this study of Diageo Plc, aim to find the significance of the implementation of E-recruitment process, in pandemic situation. In present, people are more reliable to look online to find job, opening opportunities for the organisations, to find and recruit people through the online facilities. 
Many organisations aim to establish online platforms, to reduce the process cost. The E-recruitment process has been highly significant for the organisations, to manage the employee engagement, the recruitment process with proper efficiency, to find the appropriate candidates who can increase the organisational value in the market.

1.1 Aims and Objectives of the Research
Research Aims
This research aims at demonstrating How HRM of Diageo Plc, create an effectiveness of online recruitment processes.
Research Objectives
1.0 To understand the needs of operating E-recruitment process, using online platforms by the company.
2.0 To evaluate various advantages and disadvantage of the online recruitment process implemented by Diageo Plc.
[bookmark: _Toc90806235][bookmark: _Toc90836459]3.0 To analyse the effectiveness of the online recruitment process declared to be implemented by Diageo Plc.
4.0 [bookmark: _Hlk101336398]To understand the implementation and effects of Theoretical Aspect of HRM managed by Diageo Plc.

1.2 Research questions
· What is the need and how can be initiated, for using an online platform to execute the processes of the HRM, department of Diageo Plc?
· [bookmark: _Toc90806236][bookmark: _Toc90836460][bookmark: _Hlk101336434]What are the advantages and disadvantage of using online recruitment, also the sustainable recommendation for Diageo Plc?

1.3 Background of the organisation
Diageo Plc is a British Multinational beverage alcohol business, locate in London, running in more than 180 countries. The successful distillery located in more than 140 countries are position the company in the top two around the world. The company is the resultant of the unification of Guinness Brewery and Grand Metropolitan, science 1997. During the years the company, joint venture with numerous companies or chains of companies, allowing to expand (Diageo.com,2021). 
Diageo Plc, use the online platforms to find suitable and qualified candidates to improve their organisational value on a large scale, in the respective market. E-recruitment process, value is to discover suitable candidates, to recruit them with a proper package that can be significant for the organisation as well as the respective employee. 
[bookmark: _Toc90806237][bookmark: _Toc90836461]The advantages of the E-recruitment process are to meets many applicants, and opens opportunity’s, choose the best and recruit them, from worldwide to manage all the activities. The research identifies the significance of the online recruitment process within Diageo Plc to manage their activities of the selection process with proper quality. Also, provides appropriate details about the selection process, made through online platforms to improve the organisational capability as well as to find the competitive edge in the market.

[bookmark: _Toc90806238][bookmark: _Toc90836462]1.4 Research Gap and Contribution
[bookmark: _Hlk102485941]The research context provides a clear outline regarding the specific attributes, related to E-recruitment process of the corporate organisations, operating within the business area. The organisations from different domains adopt online selection program, reducing financial asset. The absence of specific organisational arrangement become, the gap, true specific research analysis on Diageo Plc (Bhatnagar, 2021)
Diageo Plc E-recruitment, select candidates and identifying their qualities, communicating true, online platforms. Diageo Plc E-recruitment process impact, on the cost, time, and opportunities to develop qualitative findings that can be influencing the concept of the audiences over the online recruitment process.

1.5 Rationale for the study
Technological advancements simplify recruitment process for the organisations by using software that analyse the profile of a candidate in a quick way. The major benefits, obtained using E-recruitment process in Diageo Plc, is the reduction of operational cost, for the section; the accuracy in hiring candidates who can perform, up to the expectations of the organisation (Awa,2017)
[bookmark: _Toc90806239][bookmark: _Toc90836463]The research uses a qualitative method, of data collection and analysis were, facts and arguments, improve the efficiency of the findings. This research describes, various points associated with the E-recruitment process which are vital, to be understood by Diageo Plc, improving their operations in the E-recruitment process.
	Chapter 1
	Introduction

	Chapter 2
	Literature Review

	Chapter 3
	Research Methodology

	Chapter 4
	Data analysing and Findings

	Chapter 5
	Discussion and findings

	Chapter 6
	Conclusion and Recommendations


1.6 Outline of research

[bookmark: _Toc90836464]Table:1 Outline of the Research (Source created by the student)


















[bookmark: _Toc90836465]2.0 Critical Literature Review
HRM remain subjected to understanding, all different forms of actions, proving to be beneficial for the organisation in the long run. HR take several forms, of cognitive business functions and organisational activities to ensure that the company, does not face any kind of critical situations, during the execution of a business task. HRM must consistently understand, the different types of cognitive behaviour that can change, the overall cooperative capabilities of the organisation (Abd Malik et al., 2021). The HRM main responsibility remains centred securing, the most ideal candidates as a workforce for the organisation within a specific domain.
Different types of cognitive aspects, remains aligned with the organisation.  The HRM team, understand the specific requirement of the organisation, in the transition in the market, as a key responsibility, to provide effective employee base, with proper skill background, addressing the business objectives targeted by the company (Banerjee and Gupta, 2019).  The HRM need to ensure ideal working environment, because that will directly impact the standard productivity of the employees. HRM, consistently orient specific policies, ideal for the workforce, ensuring proper training program as a key responsibility, which need to be undertaken by the HRM team, that is retained by the organisation.

[bookmark: _Toc90836466]2.1 Human Resource Management: Definition and Historical Perspective
E-HRM system is the evaluation of IT infrastructure, determining the skill level of each organisation for apply E-HRM subsystem (Marler and Fisher, 2013). E-HRM goals, are cost saving, improving HRM functions and planning and Management information System. E-HRM must be cost effective in- employee cross training and development relationship of employee, manage the HR capital, employee performance management, recruitment, and selection also in decision making.
E-HRM will use analytical tools, that will help saving human capital and analyse employee performances.
E-HRM sub-functions are E-Recruiting, E-Training, E-Learning, E-Selection-selection, E-Compensation Management /Administration, E-Performance Appraisal-employee performance evaluation

2.2 Human Resource Management functions 
HRM process practice and research, developing and motivate employee to become more valuable to the organisation. Also, HRM responsibilities are responsible for recruitment, training, promoting motivating, and maintaining the company workforces. Effective function, of HRM duties are Hiring, Talent Development, Compensation, Safety, Labour Relations (Piwowar-Sulej, 2021). HRM goals are financial, ecological, strategic technical boosting the internal and external efficiency of the organisation for the long-term.

2.3 From recruitment to Online Recruitment selection and its importance in the organisation
According to Cleary et al (2019) finding the right people for the right job, at the right time meets the needs and wants of the organisation. Recruitment identifying the job vacancy, preparation of recruitment process, true job analysis, and advertisement. HRM deals with training and development, learning, employee performance management, maintained the relationship of employee, carrying out all responsibilities and handling of the workforce, to improve company culture.
 According to Tkachenko et al (2019) training and development, learning and development, management employee performance and relationships, contribute to a better communication between employees. 
E-recruitment allowed to targeted individuals from different location, evaluate, manage relationships with employees, resolve conflicts, investigations, employee discipline, develop action plan to improve, from distance true e-mail or video conferences (Batool,2021). 
The process of E-recruitment is a complex operation of different segments, and skill-based, retained by the potential candidates, who might be willing to join the organisation. E-recruitment conducted by an organisation, reduce financial investment, in the entire process remain involved in the hiring prospects (Brandão et al., 2019).   
E-recruitment prospect, focused on improving their resources for execution in different types of business operations. The organisation orients their operations based on specific behaviours, that relate to the cognitive operational efficiencies of the organization (Briscariu, 2019). Understanding the potential pool of candidates, facilitating proper conditioning of the employment market, and the available resources used effectively for the business operation and capabilities.
[bookmark: _imu1f1eqb8hu][bookmark: _Toc90836467]This works increases the importance of the entire operations, carried out, by most of the companies within the business area.  Different segments within the business area, acts as a major attribute focusing on improving the cognitive behavioural (D'Silva, 2020). E-recruitment process reduce the time frame, in securing an effective force base, for the organisation. The companies have slowly adapted to the E-recruitment process because allows the company to constantly refresh its work-base.  The company respond to highly fluctuating market transitions, observed in the trends within the market, and provide all forms of commercialised products to the consumers.

2.4 Significance of online recruitment in improving HR departments  
Providing useful and specific detail about opening role, chosen straightforward job title, promote the company online, use an inclusive language, sourcing social media.  The most important roles of HRM are to boost the performance and profitability of the employee. They solve all issue accrued, true communication, emotional intelligence, decision making in a professional and friendly way. All the expenses save from traveling and transportation, are used for staff training and motivation, employee performances evaluation also in use to improve online learning platforms.
E-HRM have a significant role in improving organisational performance and effectiveness, developing intellectual capital, knowledge management and social capital, that directs improve and develop HR functions (Malik,2018). E-HRM supports the organisations in managing all the information, online helping in managing employees and organisational documents, also, recording, and analysing information, such as employee handbooks, safety procedures and emergency evacuations, true regulation, and policies significant to online process.
Find candidates worldwide quit in time record at any hours, saving cost and time with the capacity to view a high number of CV, where the selection can be analysed with greater efficiency.

2.5 Advantages and disadvantages of online recruitment processes in organisations
Advantages:
E-recruitment reduce the financial assets, maintains proper relativity of the hiring process executing the entire operation in an extremely e low-cost manner (Goyal et al., 2019).  This allows, to increase its financial reserve and eliminate the minor bottlenecks which are operating as additional expenditure for the organisation during the recruitment process.
E-recruitment process is saving significant amount of time, required for the hiring process. The conventional process involves long durations and multiple assets for a proper execution of the hiring process (Singh, 2017).  The time frame for E-recruitment, handling process is the key factor, in increasing utility across the different types of corporate and domains of the organisation. E-recruitment process provides and optimises the timeframe for gathering fluid workforce within a short period, significantly improves the efficiency conducted by the company.
Also, a primary response to any kind of critical stimulus encountered, by the company, facing certain operational situations and needs to be dissolved immediately. According to Balgova, (2021), the E-recruitment timeframe, allow the company, to provide a quick response to any kind of major issues occurring, and enables the company to retain proper stability across business operations.
Disadvantages:
E-recruitment process, does not involve face-to-face interaction, losing the efficiency of body language observing, true specific tasks, as one of the most primary aspects that must be regulated strategically (Lukac and Grow 2021). The absence within the hiring process carried out, missing interaction, considered as a major drawback of the E-recruitment process.
The background checks of a specific candidate who is being interviewed, and a quick response of E-recruitment process often, fails to understand the cultural background of the personnel (Malik and Mujtaba, 2018).  The realisation of a person's mindset executing a task and their potency committing any kind of illegal activities, is a major drawback. This inaccuracy of the employee selection loses its capability to retain its employees within the business firm (Vedapradha et al., 2019). An interactive face-to-face communication with the candidates during the interview process, is a major challenge that prohibits, effectiveness to its business area. The organisation faces challenges of employee retention as, candidates are observed to lack the necessary skills for achieving the targeted business objective.

2.6 Factors impacting the standard of the online hiring process
Online hiring process remains, the quick response provided by the company towards its clients, who maintain a specific expectation from the company. A quick method to acquire the required workforce in a short period. Organisations, adopt E-recruitment, to save cost and other resources, necessary for implementing the recruitment phase.  The process of the online recruitment process, remain responsible for identifying the most suitable candidates, able to provide and achieve the target and objectives of the organisation (Malki and Atlam, 2021). E-recruitment process helps in identifying the skill base, that can mitigate the targeted objectives of the organisation. Also, a larger pool, of potential candidates and a faster rate of works, operating within the specific market. The technological deployment is the factors which impact the process of E-recruitment within the organisation.

2.7 Influence of online recruitment on organisational productivity
The increase off efficiency of the standard hiring process, of the targeted prospects, remains aligned with the organisation. The productivity significantly increases the implementation of E-recruitment (Hui et al., 2021). The candidates, with the potential capabilities of providing, targeted output is one of the major factors influencing an organisation to deploy this process.
The organisational productivity increase over the past few years due to the implementation of this hiring process, providing an understanding of the different requirements of skill-based and the market trends (Husna et al., 2021). Influences the organisation perception effective functionality, increasing or decreasing the products as per the market requirements of different types of procedures. E-recruitment process is enhanced the overall diversity, impacting the performance that is provided by the company.
[bookmark: _Toc90836468]Influences the productive capacity, providing and analytical schematics of the return-on-investment ratio that will be received through the specific selection process (Sultana and Sultana, 2017). The recruitment process observed in companies is often influenced by the increasing target and the growth strategies maintained, for enhancing the productive outreach.

2.8 Theoretical aspect of human resource management 
Contingency Theory
This theory benefits the organisation to recover from a critical situation. Also, provides a management, of a system with the proper fail-safe option to recover from the targeted critical situation. Deliver to the company the help of approaching a problem encountered by a person or a system (Vidal et al., 2017). Multiple solutions, allows HRM of the company, to mitigate any kind of problem strategically, to improve the cognitive operations.  Help to identify, modular framework, providing a realisation of all the various approaches, undertaken to enhance the overall output capacity of an organisation. The theory generates to E-recruitment a guaranteed plan, providing necessary resources ensuring substitute plans, that mediate the gaps of the primary strategy.
The segmentation of the potential risk, provides mitigative plans and actions, adapting a strong execution process for any organisation adopting this theory (Naidu et al., 2021). HRM team, are solving major issues in internal or external sceneries. Use, by managers, in difficult situation with employee, management, and operation management. HR remains responsible for implicating specific policies, providing strong establishment, in solving development architecture, used flexible across multiple critical scenarios (Abedin, 2021). Contingency theory refines the flexible operational architecture of the organisation, by the implementation of this theory.
TOE Theory
This theory is a framework that integrates the three major segments incorporate, in the business area. The segments are technology organisation and external task environment (Awa et al., 2017).  Provides to HRM E-recruitment, a clear consistency to maintain, its strongest establishment within the business area. Each of the three segments operates as one of the most crucial factors, outlining the capacity of the organisation, consistently sustain itself within the highly transitioning market. This theoretical helps the HRM team, in understanding the specific organisational structuring, ensuring proper relativity to the market, addressing the targeted needs of the consumers (Skafi et al., 2020).
The technological architecture provide clarity to HRM, with different types of cognitive, related to the availability and the characteristics of the product that is been marketed by the organisation (Souza et al., 2017). The technological infrastructure provided, support and ensure the segments, used by the HRM of the organisation for maintaining productivity, maintain proper consistency throughout the timeline and the duration of its operation.
Institutional Theory
The Theory is a clarification to the HRM team, differentiation offering intellectual factors, focusing on enhancing the cooperative capability written by a company. Used, to improve the management practices and reduce the economic pressure, (Horodnic, 2018.). Also, meet the sustainability and growth, within the business domain, understanding the requirements and the management prospects, in mitigating the social issues, encountered by the company. Provides proper identification, to specific behaviour that refuses the economic rationality, operating as a major limitation, prohibiting the effectiveness in business area (Eijdenberg et al., 2019).
[bookmark: _eicm4lbxyun][bookmark: _Toc90836469]The specific attribute, needed to be addressed by the company in developing a formal organisational structure, helping in consistently operate effectively business functions, focusing on behaviour output of the company (Aksom et al., 2019). 

[bookmark: _Toc90836474]














[bookmark: _Toc90836476]3.0 Research methodology
3.0 Research Onion
[image: Understanding the Research Onion | Writing Guides | 15 Writers]
[bookmark: _Toc90806246][bookmark: _Toc90836477]Table 3: Research Onion (Source: Inspired by Saunders et al., 2015)
3.1 Research Philosophy
The research study is invasive, depending on the level of the results as well as the outcomes of the research. The implication of the suitable and most appropriate philosophy is required for the research purpose. The research methodology, will ensure the perspective of the research work, achieved, based on the type of philosophy used (Pandey and Pandey, 2021). The philosophical approaches are significant to the research, progressive advancement of the research work. The research approach is determined based on the research questions. 
[bookmark: _Toc90806247][bookmark: _Toc90836478]The research work, presented in the research philosophy, will projects the perspective as well as the viewpoint of the researcher regarding the outside world. Further, the research methods and strategy determine, the implication of the correct research philosophy making sure, that each objective of the research work is perfectly achieved. Will showcase the practicability of the research work (Snyder, 2019). This is the reason why positivism philosophy has been implicated in the case of this research work. The application of the positivism philosophy, will evidence the research derivations, getting the same supported, with the subjective topic. The interpretivism philosophy is not bee implicated in the research, because the philosophy approach, supports the research work based on theoretical parameters and never in a realistic one.

3.2 Research Paradigm
Research Paradigm is the philosophical viewpoint of the researcher, that analyse and observe the research phenomena. The comprehensive belief system, used as a philosophical worldview, as well as the actions of the research, guiding and segmented. The aspect of the research paradigm is the philosophical, with the nature of the reality (Khaldi, 2017). There are several kinds of aspects of the research work, determined with the help of the research philosophy, on the lines of external and internal environment, nature, and type of the research as well as sources of knowledge. The design approach based on the knowledge, is generate and determined with the help of research philosophy.
[bookmark: _Toc90806248][bookmark: _Toc90836479]There are two important branches for the research paradigm: ontology as well as epistemology, in accordance with the data and information collected for the research work. The research philosophy is subjective, to the realistic problem analysis, of the research work (Kamal, 2019). Depending on the application of the ontology, several measures can be applied or introduce to the research concepts, in addressing the problems findings. The epistemology cannot be considered suitable, to this research work since perfect results may not get deduced, based on the factors of theories.

3.3 Research Approach
The research approach is implied, the assumptions, of data collection, interpretation, and data analysis. Based on the nature of the research problem, is being divided into the segments of the approach of data collection as well as the approach of data analysis (Alase, 2017). The research approach is the effective, collection of values participants, focussing on the concept or the phenomenon in the most singular way. Showcase personal values, into the research study, by analysing the context, as well as the setting, the accuracy of the research findings, validated in interpret the data in a structure way.
[bookmark: _Toc90806249][bookmark: _Toc90836480]There are two categories of research approaches, inductive as well as deductive approach, depending on the nature of the research work. The research background will be analysed to determine which research approach should be implicated suiting the application of the research work (Van den Berg and Struwig, 2017). The research approach is carried out based on evidence. The deductive research approach will not suit this research, because limit the situational parameters, based on theoretical perspectives.

3.4 Research methodology
The structured approach that project solutions, to the research problems, implicate in the science, of studying the process, to carry out the research work. Use in problem description as well as phenomena prediction, of the research work. Several analytical methods create an effective platform, where the knowledge of the research can easily be achieved (Pandey and Pandey, 2021). The structure work plan of the research work can easily be adopted with the application of the research methodology, for executing the research work or research problem.
[bookmark: _Toc90806250][bookmark: _Toc90836481]In accordance with the nature of this topic, for this research, the qualitative methodology will be the most suitable, in finding the matter of E-recruitment process. The qualitative methodology, facilitate the structured evidence derivations for effective information collected (Snyder, 2019). Quantitative methodology will facilitate, the presentation of the descriptive statistics, based on the evidence of the research. The relevance of the research topic will be effectively utilised in the research work.

3.5 Research strategy
Research Strategy define, as the consecutive approach plan of action and processes for the researcher to be shaped. Can be conducted, in a systematic approach and will be concluded at the given time (Oliva, 2019). The research work can be effectively introduced, on the lines of research topic, research methods as well as research methods, with the help of the research strategy. Based on research questions, research objectives, research time, resources of data as well as the philosophical foundation of the researchers.
[bookmark: _Toc90806251][bookmark: _Toc90836482]The strategy research work based on the topic of the study, is that of the ethnography strategy (Yu et al., 2020). The ethnography is justifiable, on addressing and meeting the experiences of the research.

3.6 Sampling methods
Sampling is the most important, effective research work, determine the specificity of the research as well as the survey result. Any ambiguities and errors in the method of sampling, will be reflected in the results and outcomes of the research. Several techniques can be implicated in the process of collecting the sample based on the need of the situation (Vachon et al., 2019). The effective elements of the sampling method are the population as well as the sample itself. The research study is oriented in qualitative method research, executing sampling method based on the interviews conducted. Simple random sampling is use in research work, implicated on the employee of Diageo Plc. A total of 12 participants interviewed with 15 questions. The secondary research will be performed based on Thematic Analysis were chosen from research articles.

















[bookmark: _Toc90836484]4.0 Data Analysing and Findings
4.1 Data collection methods
[bookmark: _Toc90836485]Data collection processes define in this study is subjected to a qualitative perspective. The information presented in the form of primary and secondary data collection methods, is quantified information. As stated by Benoit et al., (2018), no numeric evaluations have been performed over the methodologies, but direct interpretation of the collected information has been attained. The interview sessions are primary data method, whereas secondary is facilitated using scholarly articles. The interview session has been conducted to 12 managers and employee from Diageo Plc and more than 10 scholarly articles, from Google scholar will indicate qualitative information collaboratively.

4.2 Data implementation
Primary data collection: Interview session
See annex 1




















[bookmark: _Toc90836486][bookmark: _Hlk99625698][bookmark: _Toc90836487]5.0 Discussion of findings 
The research work is being very much facilitated with the effect of the interview that has been conducted on the employee of Diageo Plc and given several kinds of insights to the research work. The work satisfaction of the employee base of Diageo Plc is not so much acceptable since a maximum of the employees are attached with this company for tenure or one to two years which is not beneficial to the organisation in terms of business development. The management of Diageo Plc should facilitate the HR department of the company effective measures, that can be taken on the lines of E-recruitment, which will allow the employee base, to be sustainable for the company (Lee et al., 2020). There have been several kinds of insights, collected from the employee of the company determining whether the management should implicate some changes, in the recruitment procedures or not. The pandemic outbreak of the COVID-19 virus has projected several issues on the development of staff management of Diageo Plc, that has affected the organisation’s business development. 
 This is the reason why the HR functional unit of the company should be, concerned about the potential modulations to be applied, because of strengthening the workforce management. As a result of the pandemic situation, the productivity of the company has, got well minimised hampering the profitability of the organisation. New policies and approaches should be adopted from the HRM E-recruitment of the company, to get stabilised (Zhang and Zheng, 2019). Some of the employees think that the current recruitment mechanism is no needed for modulations. The processes are implied in the scope of E-recruitment of Diageo Plc that, should be strengthened the effectiveness with the right and the appropriate type of talents, hired for the production and operation of the company (Christensen et al., 2017). The management should base their thoughts and perspectives on a much deeper level where vocational training should be provided to the HRM of Diageo Plc belonging to the HR department. 
This will facilitate the staff of the HR department to know the effective utility and urgency of E-recruitment of the company. Specialised processes of induction, as well as orientations, should be introduced by the management of the company, for E-recruiting process. The management of the company should be able to alter the current recruitment strategies and policies as part of the E-recruitment method (Buenadicha-Mateos et al., 2019). The current efficacy of the recruitment policies should be well assessed and monitored by the HRM of Diageo Plc, for the relevant changes implicated in terms of E-recruitment to be diced, beneficial for the business development of the company. Some typical issues have been faced by the management of Diageo Plc of the recruitment policy, should get immediately adhered by the management of the company (Poudel, 2018). The productivity of the company has been hampered on severe lines because of the lack of recruitment policies and strategies. 
This made the management of the company suffer in terms of sales revenue as well since low productivity will lead to low profitability as well. The performance metrics of the employee base is also well affected in the most adverse approach because of the pandemic outbreak of the COVID-19 virus (Hoang et al., 2018). The lack of attendance and increased amount of absenteeism from the side of the employee, has disrupted the flow of work for the business of Diageo Plc. As a matter of low productivity as well as profitability, the management of the company, was compelled to reduce the workforce because of the restrictions as well as the policies of the government, on the regulations of the company. The management of the company is very much compelled to follow the legal guidelines of the restrictions, imposed on the business activities of the company. 
The company suffer a huge amount of loss as per the revenue growth in the business. The management of the company has not been able to manage the recruitment process as there were no effective opportunities or benefits. The offline mode of recruitment cannot be performed in the business scope of Diageo Plc due to the pandemic caused by the outbreak of the Covid-19 virus (Zlotorzynska et al., 2021). Therefore, the HRM of the company should be able to initiate the E-recruitment strategies because of the business will be benefited in terms of time as well as capital. The application of E-recruitment conducted by the management of Diageo Plc will enable the candidates to participate in the interview process from remote locations. As a result of this, the management of Diageo Plc will be able to save money on the grounds of resource allocation and a lot of time will also be saved. 
There is also one major blow for the active recruitment of candidates that is faced by the management of Diageo Plc which is the minimisation of the number of applicants. As a result of the pandemic, the number of candidatures reduced below the standard margin. New arrangements and approaches must be taken, from administration of the organization, consequently the E-recruitment gets balanced out. A fraction of the workers believes that the current recruitment component is no need of any children of balances. 
Specific course of recruitment directions should be present by the administration of the organization subsequently to the internet selecting process. HRM of the organization need to have the option to change the current recruitment methodologies and approaches, as a highlight of the internet-based enlistment technique. The current adequacy of the recruitment strategies must be around surveyed and checked by the HR Manager of Diageo Plc. The related changes for online enlistment will be useful for the business improvement of the organization. Common issues, looked by the board of Diageo Plc on the areas of the recruitment strategy, get promptly followed by the HRM of the organization. The usefulness of the organization has been hampered on extreme lines because of the absence of recruitment approaches and methodologies.
The presentation measurements of the worker are equally impacted in the most antagonistic methodology because, the pandemic brought the COVID-19 infection. The absence of participation and expanded measure of non-attendance from the side of the worker, upset the progression of work in Diageo Plc (Javed et al., 2017). As a matter of low efficiency benefit, the administration of the organization was particularly constrained to decrease the labour force because of the limitations, because the approaches of the public authority dependent on the guidelines of the organization. The HRM of the organization is particularly constrained to keep the lawful rules because of which certain limitations got forced on the business exercises the organization.
Just the cycles to be inferred in the extent of online enlistment of Diageo Plc ought to be reinforced and made more powerful, and the goal of fitting rewards are being employed, for creation and activities of the organization. The administration should base their considerations and points of view on a lot further level where professional preparation ought to be given to the HRM of Diageo Plc having a place with the HR division (Boşcai, 2017). The management of the company is very much compelled to shift to an online mode of recruitment replacing the practice of face-to-face and offline recruitment. This has been viewed as a strategy of power business as per the management of Diageo Plc. With the help of the E-recruitment approach, the management of the company will be able to adhere to the stipulations of wearing off Mask as well as social distancing.     

5.1 Time prospects of the research (Gantt chart)
	Activities
	Week 1
	Week 2
	Week 3
	Week 4
	Week 5
	Week 6
	Week 7

	Identify research problem
	
	
	
	
	
	
	

	Plan aim and objectives
	
	
	
	
	
	
	

	Discuss implication
	
	
	
	
	
	
	

	Develop knowledge through relevant literature
	
	
	
	
	
	
	

	Identify suitable and applicable methodologies
	
	
	
	
	
	
	

	Gathering data from selected sources
	
	
	
	
	
	
	

	Data interpretation
	
	
	
	
	
	
	

	Discussion of findings
	
	
	
	
	
	
	

	Conclusion and recommendations
	
	
	
	
	
	
	



[bookmark: _Toc90806257][bookmark: _Toc90836488]Table 3: Gantt chart (Source created by the student)
[bookmark: _Toc90836490]5.2 Ethical research of the research 
Several ethics are needed in this research work because data collection is being conducted in the form of an interview. The interview participants are employee of Diageo Plc, and the researcher should respect and preserve the collected data and information. The interview, use company information’s, and the confidentiality, and data should not get conducted by any third-party entity as there remains a chance of getting the data leaked in the outside world. This will save the data from getting disseminated as well as infringed. Each aspect of the Interview is functioned in accordance with the Data Protection Act, 2018, authorised permission and consent must be taken from employee of Diageo Plc while performing the interview (legislation,2021).  Each aspect mentioned above will guarantee that the data and information collected with the help of the interview will be, protected from third-party access.








[bookmark: _Toc90836491]6.0 Conclusion and Recommendations
6.1 Conclusion 
Can be concluded that the E-recruitment is important for the organisations to find appropriate candidates with accuracy, to develop a proper condition for the organisation to recruit appropriate talents. E-recruitment, process can reduce operational cost, and time, for finding eligible and perfect candidates. Different methods of communication such as: email, video conferencing applications and phone calls, improve the quality of E-recruitment process, improving the company values. Social media applications need to be assessed properly, to find significant amounts of data about eligible employees, who can be recruited, to fill the gaps. Organisations need to monitor the job posting websites, and the number of individuals applying for jobs (Husna,2021). 
[bookmark: _Toc90836492]The technologies use, improve the accuracy to connect, with appropriate individuals for selection. E-recruitment has become important, for the organisations in finding the candidates through the assessment of different online platforms, to make the process of selections easier and effective. The impact of the pandemic has been severe, for the organisations to manage the recruitment process, and the organisations have transformed their recruitment activities to online, to improve the accuracy of the employee engagement. In the present, the organisations are significantly depending on the E-recruitment, to find candidates who can be counted as perfect (Souza et al., 2017).
E-recruitment implemented by HR teams, maintain a recognisable skill, use in selection of potential candidates to control financial assets, as a key factor, that can be regulated for improving the overall operations of the organisation. Outlines the specific output and the productivity provided by the organisation in the upcoming days (Chen et al., 2017). Profiling algorithms, help in enhancing the selection process, by boosting the overall cognitive architecture.

6.2 Recommendation
E-recruitment process, can be regulated, improving the overall operations of the organisation by saving time and cost.  This process, outlines the specific output and the productivity, provided by the organisation in the upcoming days (Chen et al., 2017). Algorithms, used by the online platforms, help in enhancing the selection process, boosting the overall cognitive architecture, maintained by the organisation, helping the candidate to understand all the standard working norms.
The recommendations for Diageo Plc, to improve their E-recruitment process are:
· Diageo Plc need modernise their technological process, to perform the recruitment process with proper efficiency. The tools used for contacting employees, is playing, a crucial role to find suitable candidates.
· Social media focus on utilising the information, to contact essential individuals who can improve the organisational credibility.
· Diageo Plc needs to adapt the changes, to improve its competitive advantage; to manage its operations efficiently; to support the online platforms; to find candidates to fulfil the organisational activities to manage the marketing needs and demands.
· Change policies for E-recruitment platform, to attracted qualified candidates to be a part of their workplaces.
6.3 Linking with the objectives
“To understand the needs of the operating recruitment process, using online platforms by the company”
The objective has been clearly met in the section of literature review; the research found the perfect to describe the recruitment process that runs by the organisations through the online platforms. Therefore, using the above objective, the researchers have found the actual process that is used by PLC to conduct their E-Recruitment activities to select eligible candidates.
“To evaluate various advantages and disadvantages of the E-recruitment process implemented by Diageo Plc”
This objective has been properly accomplished by developing the section of literature review in which disadvantages and advantages of the online selection process have been evaluated properly. It has been one of the significant sections to provide proper details about the benefits and drawbacks of the online selection process that can be utilised to develop findings with perfection.
“To analyse the effectiveness of the online recruitment process declared to be implemented by Diageo Plc”
This objective has been fulfilled by the development of a data collection and analysis section in which the researcher used the method of interview and thematic analysis to describe different fractions to define the selection of candidates through online platforms.

6.4Limitations
[bookmark: _Toc90836494]The limitations are the lack of proper support in using the data analysis tools, to find the best possible input for the findings. Most important area is required to be improved, to make a proper contribution towards the research quality. The research lacks the quality and understanding the value, in selecting the appropriate sources and the value of informational sources reducing the efficiency of the findings on a large scale.  To manage the data collection process and conducting interviews the communication needs to be improved. 
6.5 Future scope
This research made a significant contribution towards the development of absolute points that are valid and reliable. The significance of E-recruitment framework of finding and analysing data, make a proper contribution to the research to gain a significant advantage, project with appropriate quality. 
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Appendix-1
Interview Questions and Findings
Question 1: For how many years have you been working as an employee of Diageo Plc?
	Years
	0-1
	1-2 
	2-3 
	3-4
	4-5 
	Above 5 years

	Individuals
	One 
	two 
	tree
	two
	one
	tree


Table 4: Response for Question 1
Question 2: Are you satisfied as a staff of Diageo Plc?
	
	Highly Satisfied 
	Satisfied
	Neutral
	Dissatisfied
	Highly dissatisfied

	Individuals
	two
	for
	one
	tree
	two 


Table 5: Response for Question 2
Question 3: Do you think the company needs to make changes to its recruitment procedures?
	Employee
	

	1
	[bookmark: _Hlk102559035]“The covid-19 pandemic has caused several issues in managing our employees, due to which changes are necessary to be implemented”

	2
	“Our company is suffering from workforce management and thereafter a serious recruitment execution is to be performed”

	3
	“The productivity of our current workforce has reduced drastically due to the pandemic and thereafter need changes to our management”

	4
	“Our current recruitment processes and not effective enough to address the needs of the company in this pandemic”

	5
	“I don’t think there need to be any changes rather an effectiveness in recruitment is to be performed”

	6
	“HRM needs to be trained enough to understand the need of the company from employee perspective”

	7
	“I think they need to be a change introduced within the recruitment process of Diageo Plc”

	8
	“Yes, I prefer a change”

	9
	“Based on the current situation recruitment policies need to be performed alternatively”

	10
	“The HRM of our company needs to examine the current effectiveness of the recruitment policy and thereafter make relevant changes”

	11
	“I don’t suggest making any changes within the current recruitment policies”

	12
	“The method of recruitment needs to be changed not the strategies”


Table 6: Response for Question 3
Question 4: What issues have you faced while managing recruitment sessions in Diageo Plc?
	Employee
	

	1
	“According to our current statistics we have encountered several productivity issues due to lack of recruitment policies”

	2
	“The sudden outbreak of the covid-19 pandemic has disrupted our performance metrics due to lack of productivity”

	3
	“We have been forced to reduce our workforce due to several restrictions imposed by the government on our business”

	4
	“The covid-19 pandemic responses required us to maintain several guidelines, opted by the government to take a step against the spread of the disease”

	5
	“Due to lack of employees, we suffered a huge loss in attaining the prescribed revenue growth”

	6
	“An inflexible workplace management lead us to disrupt the entire balance in our performance metrics”

	7
	“Due to lack of opportunities in this pandemic situation, we have been unable to manage recruitment processes within our workplace”

	8
	“The lockdown has restricted us to execute business in the offline mode that we used to perform before the outbreak of the pandemic”

	9
	“The restrictions of the government have reduced the number of applications that we received as a candidate for recruitment processes”

	10
	“The lack of efficiency of the HRM has resulted in instability in the workplace environment”

	11
	“Lack of employee engagement during the pandemic has reduced our productivity drastically”

	12
	“Without having a freedom to execute business in this pandemic situation we are unable to declare recruitment of employees within our workplace”


Table 7: Response for Question 4
Question 5: Do you think these issues would create drastic changes to the operational efficiency of the company?
	Employee
	

	1
	“The cause of the pandemic has drastically reduced or productivity”

	2
	“Yes, the issues that we have facing has changed our business perception with considerable parameters”

	3
	“Our operational segments have encountered several issues due to the cause of the pandemic”

	4
	“We have been striving to restrain the changes that have occurred due to the stated issues we have faced”

	5
	“The revenue growth the performance metrics as well as business stability has encountered several changes due to the issues faced”

	6
	“The pandemic has not only restricted our business practices but also reduced our probability of achieving growth and development”

	7
	“We were forced to change our operational patterns due to the issues faced during the pandemic”

	8
	“Primarily we had to change the recruitment policies during this pandemic and thereafter amend our workplace management patterns”

	9
	“The pandemic has also led us to update our policies considering the guidelines imposed by the government”

	10
	“Changes within our business domain has been executed soon after the outbreak of the pandemic situation”

	11
	“The proposal to update our HR and recruitment policies has led us to make relevant changes within our workplace management practices”

	12
	“We have updated our employee norms so as to comply with the current situation in terms of business during the pandemic”


Table 8: Response for Question 5
Question 6: What has caused Diageo Plc to undertake such recruitment policy change?
	Employee
	

	1
	“Due to the sudden outbreak of the pandemic our company has been forced to undertake several changes within their recruitment policies”

	2
	“The way of recruiting candidates for a particular position in the company is updated accordingly with the norms of covid-19”

	3
	“A proposal to execute E-recruitment has been announced by the CEO of our organisation”

	4
	“Since the outbreak of the covid-19 several organisations have shifted to E-recruitment replacing the traditional face-to-face interviews”

	5
	“Changing the perspective of our business, we have plans to undertake recruitment policy change due to the pandemic”

	6
	“The restrictions imposed by the government has led us to maintain social distancing and wearing of mask in workplace premises during interviews”

	7
	“The outbreak of the pandemic has restricted our organisation to execute business in our workplace”

	8
	“The major cause of the changes has been addressed towards the pandemic situation”

	9
	“Due to lack of productivity, the changes that have been undertaken within the recruitment policies have been declared by the business executives to mitigate the risks”

	10
	“The policies updated in the recruitment practices have been initiated based on the situations faced in the market”

	11
	“As per the current situation, there has been caused a major update in the recruitment policies”

	12
	“Changes encountered in the business of Diageo Plc is addressed towards the situation”


Table 9: Response for Question 6
Question 7: What probable solutions have been idealised to address the uses faced in recruitment processes by Diageo Plc?
	Employee
	

	1
	“Due to lack of employee engagement in this pandemic situation we have decided to conduct or interview sessions through an online perspective.”

	2
	“We have not yet specified which particular solution would be preferable to execute our interview session”

	3
	“We would carry out our recruitment system through voice-over phone calls”

	4
	“The utilisation of a website could be assisted as a way of conducting interviews for recruitment”

	5
	“Our HRM can comply with the features that have been embedded within our website to engage candidates for recruitment”

	6
	“As the pandemic situation has influenced us to conduct remote working facilities, we would utilise the same for recruiting employees”

	7
	“The introduction to several advanced technologies has allowed us to give an opportunity in establishing an online platform for recruitment purposes”

	8
	“There are several recruitment processes that could be utilised using online methods and third-party organisations”

	9
	“Recruiters from online websites could be collaborated within our business to select candidates on our behalf”

	10
	“Use of media advertisements and social media publishing could help us engage candidates for recruitment”

	11
	“Assessing recruitment web portals could allow us to identify the candidates who are interested in our job”

	12
	“Use of E-recruitment applications would allow us to execute the e-recruitment policies efficiently”


Table 10: Response for Question 7
Question 8: Do you think the application of online recruitment processes would help solve the issue faced by Diageo Plc?
	Agree
	Disagree

	Based on the issues, faced by Diageo Plc, the E-recruitment process, preferred by ten individuals from the interview session stating their views in favour of its implementation
	E-recruitment processes, for two individual's perspective, would be difficult for the business executives of Diageo Plc to accept it


Table 11: Response for Question 8
	Agree
	Disagree

	The perceptions of eight employee, would be effective for the company to implement E-recruitment policies by the HR department
	Four managers disagreed with the choice of implementing recruitment policies as a method of employee management within their workplace


Question 9: Do you think the company would be able to implement the stated solution?
Table 12: Response for Question 9
Question 10: What changes are you expecting to face upon implementing the E-recruitment system?
	Employee
	

	1
	“It will take for HRM time for adopting the E-recruitment practices”

	2
	“The individuals who are associated with recruitment practices need to be trained in order to habituate with the E-recruitment practice”

	3
	“Several changes can be expected in terms of efficiency of the recruitment using online platforms”

	4
	[bookmark: _Hlk102556444]“Using the online platform for executing recruitment practices could help us reach distant candidates who are interested in our organisation”

	5
	“We would be able to recruit several candidates who often search for jobs using online portals”

	6
	“We would specify our recruitment requirements using the online recruitment system as an efficient way to engage candidates”

	7
	“Candidates who apply the job using online portals could we able to view our advertisement and thereafter apply for our proposal”

	8
	“Managing the applicants could be made easier using this E-recruitment system”

	9
	“We can update our recruitment policies as changes in our selection procedure could be engaged”

	10
	“We can make relevant updates to our current recruitment policies by acknowledging about the relevancy of the candidates who want to apply for a selected position in our organisation”

	11
	“We would be required to transform our currently executed recruitment system to an online perspective for better compatibility”

	12
	“Using this online platform, it would require our HRM to identify the features that could be embedded within it for better selection of candidates”


Table 13: Response for Question 10

	Agree
	Disagree

	Seven individuals prefer addressing the changes, faced while implementing the E-recruitment policies within their business segment
	Five participants went against the implementation due to the lack of probability of addressing the challenges


Question 11: Do you think the stated changes would be tolerable for Diageo Plc to undertake?
Table 14: Response for Question 11
Question 12: What benefits would Diageo Plc gain upon implementing the E-recruitment system?
	Employee
	

	1
	“According to our expectations using the E-recruitment system, we would be able to make relevant changes to our selection criterions”

	2
	“Through the E-recruitment system, we can engage our selection procedure in an effective and efficient way”

	3
	“Business transformation can be influenced through the E-recruitment system in favour of our organisation”

	4
	“Efficiency in our recruitment practices could be engaged as online systems of an integrated with machine learning and artificial intelligence”

	5
	“We can adjust our employee recruitment systems accordingly with the restrictions that are imposed by the government due to pandemic situation”

	6
	“Since the outbreak of the pandemic has restricted face-to-face interactions our HRM can extract the benefit of online recruitment as a procedure of selection of employees”

	7
	“We can effectively address candidates who are interested in our organisation from distant locations as well”

	8
	“Using this E-recruitment process each of the applicant’s credit as could be checked with effective tools and techniques”

	9
	“The E-recruitment is facilitated with a network-based architecture its entanglement with social media platforms could be engaged”

	10
	“Using the E-recruitment, we can transform our organisation from a traditional way of selection to that of an online method”

	11
	“Changes in the current employee selection processes could be attained by the HRM upon adopting the E-recruitment”

	12
	“Our company would be able to eliminate face to face interviews rather execute it using video conferences and other online communication mediums”


Table 15: Response for Question 12
Question 13: Will the company be able to maintain workforce balance using the E-recruitment system?
	Employee
	

	1
	“Based on the current capabilities of the HRM we can ensure that the workforce balance could be maintained using the E-recruitment system that we have proposed”

	2
	“If proper training and development is provided to the employees who would be assigned to work with an E-recruitment system then efficiency could be attained”

	3
	“HRM needs to acknowledge about the features that are embedded within the recruitment system to utilise it for selection processes”

	4
	“Since the E-recruitment system is being implanted to address employee selections it is expected to help maintain the workforce balance for our company”

	5
	“The changes that are probable to occur due to the pandemic situation could be addressed using the E-recruitment system and thereafter help to maintain workforce balance”

	6
	“Using the E-recruitment system Diageo Plc is expected to maintain workplace balance as it would enable selection of candidates from distant locations as well”

	7
	“Yes, the company would be able to maintain workplace balance using the E-recruitment system as it facilitates an effective way of managing applicants”

	8
	“Since the covid-19 pandemic, we have been trying to engage employees in joining our organisations to enhance our productivity”

	9
	“The E-recruitment system focuses upon engaging candidates using social media platforms it would be effective to address the workplace requirements of Diageo Plc”

	10
	“It would be difficult for the HRM to adopt the E-recruitment system due to its completely extensive nature to that our business environment which might reduce the probability to maintain workplace balance”

	11
	“It might not be possible to maintain workplace balance using the E-recruitment as our staff and not have created with such technological applications”

	12
	“Prior to the application of the E-recruitment system, our HRM needs to ensure that our organisation is compatible for such implementation to ensure that workplace balance could be maintained”


Table 16: Response for Question 13
Question 14: Will the HRM of Diageo plc be able to cope up with the changes that have been placed within their E-recruitment policies?
	Employee
	

	1
	“The changes that would be encountered after the use of the recruitment policies are needed to be addressed with proper solutions such that alternative impacts are not encountered within the workplace”

	2
	“Since the current recruitment practices executed by Diageo Plc would be updated to an online perspective a HRM needs to comply with the policies that are existing to that of the new ones devised”

	3
	“It might be difficult for the HRM to adopt the E-recruitment as there has not been any proposal to provide training and development to existing employees”

	4
	“Yes, the HRM department would be able to cope up with the new year recruitment policies as it would help address the changes within their employee engagement practices”

	5
	“In order to cope up with the changes, the HRM would be required to undertake several decisions that are relevant for the employees as well as their job satisfaction credibility”

	6
	“Since the recruitment policies are aligned with the current covid restrictions it is mandatory for the HRM to adopt it for successful workplace management”

	7
	“It is challenging for the HRM to cope up with the changes that would be attained after implementation of the recruitment policies”

	8
	“Since the covid-19 pandemic has restricted workplace operations it is beneficial for the HRM to introduce recruitment as the only way to resolve the stated issue”

	9
	“It is difficult for the HRM to cope up with the changes as it completely contradicts with the current recruitment policies that we execute within our business premises”

	10
	“I would suggest the HRM analyse the changes that are available to our business and thereafter comprehend the implementation process of the recruitment system”

	11
	“No, it is not possible to cope up with the changes rather implement new policies as a way of selecting candidates for the recruitment process”

	12
	“Yes, the HRM would be able to cope up due to the advanced technologies that would be associated with the E-recruitment system”


Table 17: Response for Question 14
Question 15: Can you recommend some considerations that could be attained by Diageo Plc to enable the functionality of their E-recruitment proposal?
	Employee
	

	1
	“Apart from the E-recruitment I would suggest utilising social media as a platform to execute the recruitment practices”

	2
	“In this modern era using E-recruitment, it would be the best option that could be adopted by Diageo Plc for effective employee engagement”

	3
	“Using social media and another email-based campaigning for recruitment openings could be effective for Diageo Plc to engage candidates”

	4
	“The primary consideration that needs to be attained by the HRM is to enable a separate department for analysing the applicants for recruitment process using the online method”

	5
	“I would recommend the HRM of Diageo Plc to train their employees who are associated with operating the recruitment policies within their business segment”

	6
	“Without maintaining a stability within the E-recruitment platform, the HRM might not be able to execute and extract benefits from it”

	7
	“The business data associated with the recruitment need to be transformed from traditional file-based systems to databases using online storage to comply with the operational platform of the recruitment”

	8
	“The effectiveness of the recruitment model needs to be acknowledged by the HRM prior to its application to maintain its effectiveness”

	9
	“Data needs to be collected regarding the success rate of the recruitment as it would be a onetime application within the business premises of Diageo Plc”

	10
	“The HRM needs to gain a permit from the government in order to ensure that using this year recruitment the company would be able to maintain the covid-19 restrictive norms”

	11
	“The employee responsibility allocation chart needs to be devised by the HRM as it would enable assigning the task to each individual operating the recruitment system”

	12
	“The recruitment policies need to be similar to that of the company’s policies such that synchronisation in the selection of the candidates would be maintained”


Table 18: Response for Question 

[bookmark: _Hlk102556505]Findings 1: The role of social media in online recruitment
The process of recruiting through the online platform is considered as a significant two ways of making benefits in the selection of employees. In the opinion of Kumari and Chalam, (2018), the number of people applying to the online platform is increasing and it is providing a significant facility to the organisations to control their activities in recruiting candidates from online. Diageo Plc is using data of websites like LinkedIn to find suitable candidates require to conduct their activities.
One of the participants of the interview, mention: Using the online platform for executing recruitment practices could help us reach distant candidates who are interested in our organisation”
Findings 2: The influence of the COVID-19 on the recruitment process
Inevitable, the pandemic, obstruct the economy and employee Management process. In the opinion of Vashisthaa et al., (2021), E-recruitment process is beneficial for organisations cost, of operations, on a large scale. Diageo Plc, look forward to establishing, platforms to improve their efficiency. The outbreak of coronavirus, transform their traditional ways of E-recruitment, due the restrictions.
[bookmark: _Hlk102559964][bookmark: _Hlk102559930]One of the participants of the interview, mention: “The covid-19 pandemic has caused several issues in managing our employees, due to which changes are necessary to be implemented”
Also, was mentioned for another interview participant: “Due to lack of employee engagement in this pandemic situation we have decided to conduct or interview sessions through an online perspective.”
Findings 3: Effect of e-recruitment on the selection process
E-recruitment is a significant way of getting potential workers to fill the vacant position. According to Rumangkit and Dwiyan, (2018), the use of the E-recruitment process has been beneficial for the organisation for cost savings, access to prospective candidates, less requirement of infrastructure and minimum amount of time. Diageo Plc will be improved, saving in cost of the selection.
One of the participants of the interview, mention: “Since the covid-19 pandemic, we have been trying to engage employees in joining our organisations to enhance our productivity”
Findings 4: Measuring the effectiveness of the E-recruitment
Improving the technological efficiencies and networking systems, individuals from different areas, can connected with organisation, without being present in the organisation (Khalid et al., 2021). Diageo Plc, focused on fulfilling their candidates’ requirements, in managing IT-related activities, having candidates to manage Information Technology, marketing and sales activities, also, to improve the efficiency of the organisational activities.
One of the participants of the interview, mention: “Business transformation can be influenced through the E-recruitment system in favour of our organisation”
Findings 5: Impact of the technologies on the E-recruitment process
The technological process of recruitment, help the online platforms like websites and video conferencing processes. According to Koskei, (2019), the advancement of technological areas, sharing information and connecting people, become easier and organisations are trying use these facilities to make the recruitment process more effective, in find eligible candidates. Diageo Plc, use different online platforms like LinkedIn to promote their vacancies, to attract eligible individuals.
One of the interview participants, mention: “Use of E-recruitment applications would allow us to execute the e-recruitment policies efficiently”
Another of the interview participants also, mention: “Yes, the HRM would be able to cope up due to the advanced technologies that would be associated with the E-recruitment system” 
Findings 6: Effect of Flow Analysis in Online Recruitment
Platforms like LinkedIn, Indeed and Reed help prospective workers and make the job interview more assessable. Diageo Plc should verify the digital interview. As opined by Ramadhani and Zarlis, (2019) this enables the management of the company to maintain the individuality of the interviewees ensuring that the online interview is not infringed by any king of third-party entity. The job notifications should be sent from the side of the management upon successful verification of the required credentials of the candidate.
One of the interview participants, mentions: “The business data associated with the recruitment need to be transformed from traditional file-based systems to databases using online storage to comply with the operational platform of the recruitment”
Findings 7: E-recruitment and its perceived usefulness
An interviewee will get the scope of development and performance can be improved with the application of the specific system of technology. Diageo Plc is motived to improve their performance on the organizational setting, promotions, rewards, pay raises, and bonuses. As stated by Khalid et al., (2021) a usefulness system, in the infrastructure of Diageo Plc will guarantee, positive relationships among the usage of the system and the performances of the employee will be effective for recruitment.
One of the interview participants, mention: “Using social media and another email-based campaigning for recruitment openings could be effective for Diageo Plc to engage candidates”
Also, another participant, mention: “HRM needs to acknowledge about the features that are embedded within the recruitment system to utilise it for selection processes”

Findings 8: Application of Structural Statistical Models in E-recruitment
Data flow needs to be maintained effectively in the E-recruitment system, and the information regarding interviewee, are not mismanaged and tampered. E-recruitment are well maintained, to identify the relations between the employee and management of Diageo Plc. As underpinned by Malki and Atlam, (2021), the interaction between the users of the systems as well as system components of E-recruitment should be well-coordinated; not a single discrepancy will occur from the management of the company.
One of the interview participants, mention: “I would suggest the HRM analyse the changes that are available to our business and thereafter comprehend the implementation process of the recruitment system”
Findings 9: E-recruitment and implication of Rapid Application Development
E-recruitment should be built on the infrastructure of Rapid Application Development. Diageo Plc will get projects much faster, effective, and qualitative using Rapid Application Development. According to Fachrizal et al., (2019) the implication of Rapid Application Development effectiveness, require information well analysed and identified to meet the objective. E-recruitment should be standardised on the level of technicalities.
One of the participants, mention: “The introduction to several advanced technologies has allowed us to give an opportunity in establishing an online platform for recruitment purposes”
Findings 10:  Automation in E-recruitment
The current generation is fully dependent on the application of the automated system, that can be segmented under an electro-mechanical system. That why Diageo Plc use E-recruitment, automated electro-mechanical system, motivated to work on their separate presentation on authoritative setting, advancements, rewards, increases in salary, and rewards. As abridged by Hasnat et al., (2017) the arrangement in the organization foundation of Diageo Plc will ensure the structure of positive relationship among the use of the framework and the presence of the workers.
One of the participants, mentions: “Based on the current capabilities of the HRM we can ensure that the workforce balance could be maintained using the E-recruitment system that we have proposed”
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