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[bookmark: _Toc194434145]Abstract
The UK recruitment has significantly transformed because of digital technological progress and the influence of the COVID-19 pandemic. A research exploration studies the development of recruitment practises through digital online platforms throughout the pandemic period as well as the prior and post-pandemic phases. Before the COVID-19 outbreak recruitment practises operated mainly on conventional approaches accompanied by digital tools in supporting roles. The adoption of AI-based recruiting tools and video candidate assessments alongside tracking systems spread rapidly because of COVID-19 thereby becoming the main form of recruitment. The pandemic has encouraged businesses to use a combination of digital and traditional hiring approaches which enhances their recruiting strategy. The study presents detailed findings related to digital recruitment by researching its permanent effects on human resource acquisition along with its major benefits and drawbacks. This research provides business organisations practical recommendations to improve their hiring efficiency through the findings regarding recruitment technology adoption.



Table of Contents
Abstract	2
Chapter 1: Introduction	6
Background of Research	6
Problem Statement	7
Research Aim	7
Research Objectives	7
Research Questions	7
Significance/ Rationale of the Study	8
Brief Methodology	8
Outline of the Study	9
Chapter 2: Literature Review	11
Introduction	11
Recruitment: Traditional vs. Digital Methods	11
Selection and Recruitment Models	12
Person-Job Fit Model	12
Attraction-Selection-Attrition (ASA) Framework	12
Competency-Based Recruitment Model	13
Digital Platforms for Recruitment and Selection	13
Differences Between Digital and Traditional Recruitment Tools	14
Impact of Digital Recruitment Tools	14
Chapter Summary	15
Critical Analysis	16
Research Gap	16
Chapter 3: Research Methodology	18
Introduction	18
Research Philosophy	18
Research Approach	18
Research Strategy	19
Research Methodological Choice	19
Time Horizon	20
Data Collection Methods	20
Data Analysis Methods	20
Sampling Technique	21
Ethical Considerations	21
Chapter Summary	22
Chapter 4: Findings and Discussion	23
Introduction	23
Findings from Secondary Data Analysis	23
Pre-COVID Digital Recruitment Trends	23
Impact of COVID-19 on Digital Recruitment	24
Post-COVID Recruitment Evolution	25
Discussion (Interpretation of Findings)	27
Introduction	27
Interpretation of Findings in Relation to Research Questions	27
Digital Tools Required for Recruitment During COVID-19	27
Online Digital Platforms’ Impact on UK Recruitment (Pre- and Post-COVID)	27
Comparison with Existing Literature	28
Theoretical Implications	29
Practical Implications for Hiring Methods	29
Chapter 5: Conclusion and Recommendations	31
Introduction	31
Key Findings Recap	31
Contributions of the Study	31
Limitations of the Study	32
Recommendations for Future Research	32
Final Reflections	32
References	33

Table of Figures
Figure 1: (Saunders research onion framework)	8
Figure 2: (Covid- 19 impact on recruitment)	24
Figure 3: (Working preferences pre and post covid)	25


[bookmark: _Toc194434146]Chapter 1: Introduction
Employment recruiting systems have changed quickly in recent times thanks to the fast adoption of digital platform technology. During COVID-19 in the UK online recruitment activities exploded because it replaced regular hiring procedures. Today LinkedIn Indeed and Glassdoor have replaced traditional recruitment venues as primary digital tools for employer and employee matching (Alder and Dinnen, 2022). This study examines how online digital platforms altered recruitment methods during the COVID-19 pandemic compared to prior practices. It introduces our research framework including background information and outlines the study's key components and purpose.
[bookmark: _Toc194434147]Background of Research
The internet's rise and digital platforms make it easier than ever for hiring companies to connect with a worldwide range of candidates. Companies and applicants worldwide see better possibilities through this new system (Gilch and Sieweke, 2021). The COVID-19 pandemic caused UK companies to switch their hiring process online leading to a 50% rise in online job advertisements according to the Office for National Statistics (ONS) report. The social distancing rules compelled businesses to adopt digital recruiting methods because face-to-face interviews and assessments could not happen. During COVID-19 UK lockdowns the pandemic made employers shift from face-to-face hiring to complete digital recruitment methods. According to LinkedIn research, the number of online applications grew more than 60% from 2020 to 2021 as normal hiring procedures shifted toward virtual interviews and AI-enabled candidate screening systems. The rise in remote work option job postings indeed reached 46% based on their findings which show a larger scale transformation in recruitment practises.
Companies used LinkedIn Indeed and Glassdoor as secondary tools to find job applicants before COVID-19 emerged. The COVID-19 pandemic caused these platforms to replace traditional methods by allowing employers to filter and attract job seekers automatically. The increased use of digital recruitment tools creates important issues regarding their results and complete inclusiveness in our current hiring practices. Concerns have been raised about the impact of algorithmic bias in automated hiring systems, as well as the digital divide that may disadvantage job seekers without access to high-speed internet or advanced digital skills. Despite these challenges, digital recruitment continues to evolve, with companies investing in more sophisticated AI-driven solutions and virtual hiring technologies to improve efficiency and inclusivity.
[bookmark: _Toc194434148]Problem Statement
Digital recruitment technology usage during COVID-19 revealed its strengths and weaknesses. Lack of effective digital recruitment platforms during the pandemic. Digital platforms help firms recruit faster while spending more efficiently yet people worry about whether automated systems hire fairly (Alves, 2023). This research analyses whether digital recruitment systems in the UK work equally well for everyone and how employers and job seekers have adjusted to their use. The study investigates the changes in recruitment methods that came before and after the COVID-19 pandemic.
[bookmark: _Toc194434149]Research Aim
The study aims to understand how online recruitment platforms impact hiring methods in the UK both before and after COVID-19. This study analyses online systems to show their benefits from saving time and money plus better recruiting results plus looking at digital transformation's effects on recruitment methods today.
[bookmark: _Toc194434150]Research Objectives
The research is guided by two objectives:
1. Explore digital tools that create better hiring results compared to traditional methods. The analysis will use performance indicators from hiring speed to talent quality and budgeting performance to show online recruiting differences versus older methods.
2.  Examine the success of social media platforms for recruiting employees as it relates to their ability to bring in suitable candidates through various stages of the hiring process. LinkedIn Facebook and Twitter are tested to learn how they help companies gather diverse candidates plus create individual approach recruitment methods.
[bookmark: _Toc194434151]Research Questions
The study seeks to answer the following questions:
1. What are the tools required for recruitment during the pandemic?
2. How do online digital platforms affect recruitment in the UK before and after COVID-19? The research studies how digital platforms affect UK recruitment compared to traditional methods both before and during COVID-19.
[bookmark: _Toc194434152]Significance/ Rationale of the Study
Digital platforms surged to new importance during the COVID-19 pandemic. Companies experience major impacts that touch cost management teamwork range and employee diversity. Examination of digital recruitment development helps researchers identify ways human resource information systems strengthen employer hiring techniques.
Digital recruitment platforms like LinkedIn, indeed, and Glassdoor serve businesses very effectively by bringing them international talent while delivering useful data reports and enhancing hiring automation (Li, 2024). The adoption of automated screening tools and no access to digital platforms by some candidates generates ongoing recruitment difficulties. Through thorough examination, this research evaluates how digital platforms support UK job seekers and employers after the COVID-19 pandemic.
[bookmark: _Toc194434153]Brief Methodology
A secondary qualitative research approach together with a case study methodology serves this study to evaluate online digital platform roles in UK recruitment processes both before and after COVID-19 began. Saunders' Research Onion provides a systematic structure for researching digital recruitment advancement through its framework (Raichel Jose, 2023).  An interlinked data collection focuses on qualitative data collected from industry reports and journal articles together with LinkedIn platform analytics and data from Indeed and market research organisations. The study utilises secondary qualitative data which allows researchers to access vast existing research to study digital recruitment trends and transformations through efficient and economical means.
[image: Guide to Understanding the Research Onion | 15 Writers]
[bookmark: _Toc193454974][bookmark: _Toc194319790][bookmark: _Toc194319794]Figure 1: (Saunders research onion framework)
Source: (theservicemanagement.blogspot.com)

[bookmark: _Toc194434154]Outline of the Study
The study is structured as follows:
Chapter 1: The first chapter presents the study by explaining its background foundation while defining the issues that need resolution and detailing our goals and research questions. The introduction explains why this research matters and presents the overall design of the dissertation. Chapter 2: This chapter analyses digital recruitment platform research alongside pre-COVID-19 and post-COVID-19 recruitment methods with digital innovation tactics. Chapter 3: This part explains how researchers designed their work including how they gathered data and processed the results. The section covers ethical standards as well as study boundaries. Chapter 4: This chapter presents the study's results through both statistical and textual evidence, highlighting key findings and patterns. It also discusses the research topics and examines their impact on hiring methods. Chapter 5: This final chapter reviews our study results along with business and political recommendations for future research.


[bookmark: _Toc194434155]Chapter 2: Literature Review
[bookmark: _Toc194434156]Introduction
The hiring process has changed a lot due to the use of digital tools in the recruitment of employees (Gilch and Sieweke, 2021). In the past, the recruitment process was slow, required a lot of manual work, and needed a big budget to hire new employees. With the rise of the internet and digital platforms, companies can now reach candidates worldwide and hire more efficiently. Even before COVID-19, many organisations had already started using virtual hiring methods, but the pandemic increased this shift of organisations towards online hiring methods due to lockdowns. (Stanca and Tarbujaru, 2021). The number of businesses that depend on online recruitment services, such as LinkedIn, Indeed and Glassdoor has surged substantially because they have displaced conventional hiring practices. This review examines recruitment changes throughout history and prominent selection/hiring theoretical approaches along with digital platform effectiveness and advantages and limitations both mediums provide for recruitment practises.
[bookmark: _Toc194434157]Recruitment: Traditional vs. Digital Methods
The fundamental component of human resource management (HRM) consists of recruitment which helps organisations obtain the appropriate talent needed to fulfil their strategic targets (DeCenzo, Robbins, and Verhulst, 2016). Recruitment previously consisted of placing job ads in physical settings together with employee referrals walk-in interviews and career fairs plus newspaper classifieds. The recruitment procedures needed substantial manpower and financial resources because of their extensive resource requirements. These recruitment methods were considered valuable because they offered face-to-face contact between job seekers and hiring managers.
New technology has led Digital recruitment to become organisations' preferred Technique for hiring talent. Organisations now recruit employees through online job portals as well as social media platforms along with tracking systems powered by artificial intelligence called ATS (Allal-Chérif, Aránega, and Sánchez, 2021). The digital recruitment approach delivers multiple advantages which consist of larger candidate accessibility automated administrative duties and analytical hiring methods together with reduced expenses. Employers have better access to diverse candidates across various locations while using customised philtres for selection plus virtual interviews which both speed up and organise the recruitment process. The digital recruitment approach provides organisations with speedier and adaptable hiring processes compared to conventional recruitment methods which help them quickly respond to market changes. The digital recruitment process creates two main issues its potential bias within algorithms and its development of emotionless online interactions between candidates and the company.
[bookmark: _Toc194434158]Selection and Recruitment Models
A number of theoretical models provide the framework which organisations use to conduct their modern recruitment and selection process for talent acquisition. The recruitment processes benefit through these models since they maintain both effectiveness and operational efficiency and organisational goal alignment.
[bookmark: _Toc194434159]Person-Job Fit Model
Under the Person-Job Fit Model organisations evaluate candidates by assessing their abilities against the exact requirements of available job positions. The proper implementation of this model enables organisations to choose candidates who fit their roles which creates satisfied employees who stay with the company longer (Qin et al, 2020). This talent recruitment model helps organisations evaluate candidates by evaluating their technical abilities as well as their soft skills to determine their job readiness. Digital recruitment platforms help organisations through their AI assessments skill-based examinations and automated screening instruments that confirm candidates meet job specifications. The employment accuracy enhancement through these methods leads to staffing concerns due to excessive automation of candidate assessments that potentially misses qualified applicants with unorthodox training experiences.
[bookmark: _Toc194434160]Attraction-Selection-Attrition (ASA) Framework
Through the Attraction-Selection-Attrition (ASA) Framework which Schneider (1987) created organisations identify how recruitment practices become influenced by their organisational culture (Dutch, 2022). Through this model, companies draw individuals sharing their organisational values while choosing employees who best represent these values and eventually employees who diverge from the corporate culture self-segregate. The recruitment framework proves essential for digital employer branding because it shapes candidate perception in digital recruitment. Organisations use LinkedIn together with Glassdoor and their career websites to showcase their culture through video content combined with employee review postings. The precise candidate selection method tends to promote sameness over diversity which negatively affects organisational diversity.
[bookmark: _Toc194434161]Competency-Based Recruitment Model
Through the Competency-Based Recruitment Model organisations must evaluate potential candidates using core competencies instead of traditional qualifications along with experience (DeMark and Kozyrev, 2021). The digital hiring revolution uses machine learning tools to run psychometric evaluations and evaluate candidates through video screening technology and automated evaluation of skills. The model conducts hiring decisions using measurable abilities to produce jobs by eliminating human-based subjective judgments. Organisations now address emerging issues with algorithmic bias while monitoring their data privacy through strikes between AI tools and human monitoring.
Enhancements through digital technology require organisations to study ethical matters and carefully control technological boundaries for proper recruitment management.
[bookmark: _Toc194434162]Digital Platforms for Recruitment and Selection
Organisations now use digital platforms to handle recruitment in completely new ways. The recruitment platforms LinkedIn Indeed and Glassdoor serve as necessary platforms which employers and potential candidates use massively (Dinnen and Alder, 2017). Digital platforms enable detailed searches through AI technologies in addition to candidate recommendation systems and branding tools that help organisations improve their hiring activities. LinkedIn excels at helping recruiters find ideal candidates through its system which allows them to select workers based on their experience and skills in addition to their professional network connections.
Artificial intelligence (AI) together with machine learning tools now shape digital recruitment systems in order to automate the screening of resumes and provide chatbots for preliminary candidate contact as well as analyse candidate suitability through predictive system models (Albassam, 2023). ATS which uses AI capabilities enable organisations to handle large application volumes while quickly selecting candidates that match company requirements. Technological tools for recruiting raise substantial issues regarding ethics because of their potentially unfair operations and unclear display methods. Improper design of AI algorithms leads to biased systems which exclude competent applicants because their decision patterns contain errors.
The main benefit of digital platforms in recruitment comes from their ability to customise the candidate selection process. The digital recruitment process enables employers to produce job advertisements that match individual requirements while also retaining direct communications with potential job seekers through messaging functions. The advanced level of tailoring strengthens both recruitment candidate satisfaction and boosts organisations' ability to recruit qualified top talent. Digital recruitment faces problems that include too many available positions online and the possibility of deceptive job advertisements which create confusion for active job seekers.
[bookmark: _Toc194434163]Differences Between Digital and Traditional Recruitment Tools
The approach of digital recruitment provides better speed and efficiency compared to standard hiring procedures (Okolie and Irabor, 2017). Employers benefit from online job portals alongside AI screening tools to analyse job applications in only a few days while traditional recruitment usually needs extended periods of weeks or months. The automation of resume sorting and candidate outreach tasks by administrative systems speeds up the hiring procedure.
Digital recruitment proves advantageous through its ability to provide effective value for money. The conventional hiring approach induces costs by requiring the use of newspaper advertising alongside agency involvement along with physical meeting expenses. The digital recruiting platforms offer lower-cost solutions for employers to publish positions across large audiences through minimal expenses. Digital recruitment tools make it possible for organisations to identify qualified candidates no matter where they reside thereby making them able to fill open roles with optimal candidates.
Digital recruitment does present multiple difficulties to overcome besides advantages. The biggest issue originates from bias risks that emerge when algorithms handle job candidate selection processes (Oksanen, 2018). AI-driven ATS systems which contain biassed programming data can harm job candidates by discriminating against them and creating unethical hiring systems. Digital recruitment substitutes personal interaction in assessment so employers cannot adequately rate candidates based on their interpersonal abilities along with their cultural compatibility and professional behaviour.
[bookmark: _Toc194434164]Impact of Digital Recruitment Tools
Digital recruitment tools have reshaped the hiring sector by presenting dual advantages and obstacles for hiring organisations and job applicants. The main advantage of digital recruitment is the quickened pace of hiring where organisations can complete all recruitment stages efficiently (Furr, Ozcan, and Eisenhardt, 2022). Digital recruitment platforms give organisations access to worldwide candidate pools which enhances their diversity by enabling them to hire employees from different backgrounds.
During recruitment processes, data analytics serves as a critical factor to enhance the achievement of optimal results. Companies can reduce hiring costs and enhance candidate relationships through detailed analysis of recruitment period length as well as cost of acquisition and interaction metrics (Wardlaw, 2019). The application of AI in recruitment leads to better success assessments by using historical hiring data to recognise great potential candidates.
Online recruitment techniques face multiple obstacles that organisations must effectively handle. Current digital gaps function as a major obstacle because different job seekers do not possess equivalent access to internet recruitment platforms which results in the exclusion of people holding lesser socioeconomic standing. Millions of job applicants face discrimination because AI scheduling tools are designed to connect with specific identity clusters above others. Professional recruitment done digitally creates a decreased level of personal connection with candidates thus diminishing both employer brand value and candidate satisfaction.
[bookmark: _Toc194434165]Chapter Summary 
Digital recruitment literature demonstrates a major movement toward technology-based hiring systems that bring efficiency together with cost savings and worldwide recruitment opportunities. The use of digital recruitment systems creates new challenges regarding biased hiring practices and system accessibility and fairness levels. Digital hiring tools generate new recruitment complexities that require theoretical models such as the Person-Job Fit Model, ASA Framework and Competency-Based Recruitment Model to become flexible and usable in these new circumstances.
Academic research should contain two main directions forward including work on handling AI ethical dilemmas in recruitment together with algorithm clarity advancements and inclusive digital hiring approaches. Organisations need to integrate their digital recruitment methods with ethical requirements concerning fairness together with diversity and candidate engagement practices. The increasing progress of technology in recruitment demands continuous evaluation of its effects on both candidate selection processes and organisational diversity levels.
[bookmark: _Toc194434166]Critical Analysis
The approaches of digital recruitment in hiring operations face ongoing academic disagreement about how they compare to conventional recruiting systems. The process of digital recruitment makes recruitment more efficient and cuts costs while providing employers access to a broader talent pool as reported by (Gilch and Sieweke, 2021). However, (Stanca and Tabujaru, 2021) believe digital hiring creates distance in interactions that could harm the quality of employer-employee relationships. The platform advantages of LinkedIn and Indeed for connecting recruiters to diverse candidates require careful attention because algorithmic biases identified by (Oksanen, 2018) pose the risk of limiting desired diversity outcomes instead of advancing them.
According to (Qin et al., 2020) the Person-Job Fit model indicates that AI-driven assessments enhance hiring accuracy through the exact determination of candidate-job requirements matches. However, according to (DeMark and Kozyrev, 2021) excessive use of automation in recruitment creates problems by preventing necessary non-traditional applicants from finding roles that need their skills, yet (Dutch, 2022) expresses concerns about the mitigation of workforce diversity when the ASA framework by (Schneider, 1987) emphasises on cultural fit too strongly.
(Allal-Chérif, Aránega, and Sánchez, 2021) Endorse AI-based recruitment because it helps streamline selection yet (Albassam, 2023) warns about its ethical concerns due to undetectable decision-making routines. The benefits provided by digital hiring processes face resistance due to fairness and bias issues together with concerns about human connection during recruitment.
[bookmark: _Toc194434167]Research Gap
While there has been considerable research on digital recruitment tools for their roles in recruitment practices, there remains a gap in our knowledge of the long-run effects of these tools on candidate experience, diversity of the workforce, and overall efficiency in hiring. The use of digital hiring methods has become common owing to its cost efficiency, ease, reachability and process automation.

The COVID-19 pandemic has sped up the transition to digital recruitment, forcing organisations to embrace AI assessment tools, social media platforms, and virtual interviews to bring in, assess and on-board candidates to live up to their needs. Despite the positive effects of online hiring, such as reduced time to hire, increased accessibility, and increased candidate pool, there are studies confirming these benefits without taking into account the aftereffects.
The usage of AI-based recruitment tools to enhance hiring efficiency has been a sort of mixed blessing. On one hand, with the rise of AI, the screening process has become more efficient due to the automated screening of resumes, picking the prime candidates, and minimising human bias. However, on the other hand, there has been an occurrence of certain ethical issues related to these tools, including data privacy risks, a lack of transparency in decision-making, and so on. Because AI hiring tools are algorithmic, these biases that preserve historical hiring patterns would strengthen these inequalities, favouring certain profiles over others. Moreover, the use of social media recruitment strategies poses challenges of fairness and privacy as hiring decisions might be based on professional qualifications alone or on the Internet’s facets and not the real self only.
Lack of data across an empirical context to compare traditional versus digital recruitment strategies post-pandemic hinders the development of best practices for organisations looking forward to adopting an organisational recruitment strategy based on technology. Addressing these knowledge gaps requires a multi-faceted research method to examine the impact of candidates' satisfaction with diversity, diversity outcomes, and the overall hiring efficiency of a company. Digital tools should be explored to get to know whether they improve the hiring landscape or just manifest existing disparities.
With an exploration of these key aspects, future research will be able to provide the organisations which endeavour to improve their recruitment process with robust recommendations. Understanding the ethical, operational and strategic aspects of digital hiring will provide businesses with the means to leverage technology in recruitment but still guarantee fairness, transparency and sustainability of the workforce.
[bookmark: _Toc194434168]Chapter 3: Research Methodology
[bookmark: _Toc194434169]Introduction
This section presents the research methodology the study used along with systematic information about the research philosophy. It also tells about the research strategy and data collection techniques. Saunders' Research Onion framework is used to guide the methodological examination through multiple layers for thorough research process execution (Gamage, 2025). The research analyses UK recruitment through digital online platforms within different pandemic periods starting before COVID-19 and continuing through the pandemic and after it ends. This research employs a methodology which allows researchers to explore both digital recruitment advancements and the changes they have undergone because of pandemic-oriented externalities.
[bookmark: _Toc194434170]Research Philosophy
A research philosophy determines the way in which researchers understand knowledge acquisition and its gathering process. The research field is divided into two main frameworks which are positivism and interpretivism. The research method follows an interpretive framework since it examines the distinctive qualities of digital recruitment without depending on quantitative measurements (Tracy, 2024).
The interpretivism philosophy suits this research because it provides extensive knowledge of recruitment evolution by examining personal perspectives while examining how organisations function in addition to advancements in the industry (Polyhos and Baciu-David, 2023). The objectives achieved through interpretive research exceed those of positivism because it provides detailed interpretations of digital recruitment patterns driven by the external effects of COVID-19.
[bookmark: _Toc194434171]Research Approach
Research using inductive methods produces new theories through empirical observations instead of verifying prior hypotheses (Liu, 2016). The research uses two main analytical methods: grounded theory alongside thematic analysis for the purpose of pattern identification. The research applies an inductive design because technological innovations combined with the pandemic prompted significant changes in digital recruitment practises which allows researchers to identify new organisational adaptation and online recruitment trends.
[bookmark: _Toc194434172]Research Strategy
The research design incorporates a case study analysis since it presents an ideal approach to exploring UK digital recruitment practices. Case study methods can be of various forms such as exploratory, explanatory and descriptive which enables researchers to study organisational behaviour deeply. The research employs a qualitative (secondary) methodology. This method represents an ideal strategy to analyse digital recruitment practices in the UK. The research analyses recruitment actions before and after the pandemic to reveal organisational adaptation patterns regarding hiring procedures and how the organisations embraced digital tools and encountered challenges.
The secondary method enables researchers to conduct detailed analysis regarding recruitment patterns, employer behaviour and applicant interactions. The study's qualitative research design provides a detailed analysis of organisational decisions regarding HR strategies in addition to digital hiring system success rates.
[bookmark: _Toc194434173]Research Methodological Choice
Qualitative research methodology provides maximum results for the study because it enables comprehensive analysis of personal impressions combined with organisational transformation (Myers, 2019). This methodology is especially suitable for exploring complicated social phenomena, such as organisational changes and recruitment behaviours.  There are different forms of qualitative research, such as narrative research, ethnography, and case studies, each providing unique insights into organisational behaviour.  This research consists of a qualitative methodology that explores digital recruitment dynamics by dealing with explanations instead of numerical assessment. Quantitative research counts on statistical measurements while qualitative study lets researchers disclose recruitment practice themes and behavioural shifts along with relevant patterns.
The research adopts this approach because its main purpose is to study changing digital hiring practices and the disruptions from COVID-19. By using qualitative research, one can gain an understanding of how recruiters handle their jobs alongside their struggles with hiring and changes in candidate preferences during the digital job market transformation.
[bookmark: _Toc194434174]Time Horizon
A research time horizon specifies how database collection and analysis must proceed. There are two primary categories: cross-sectional and longitudinal. Cross-sectional studies analyse data at one point in time, while longitudinal studies monitor changes over a long duration. The researchers have chosen a cross-sectional design to study UK digital recruitment practices from the COVID-19 pandemic until now. A cross-sectional study remains suitable for this research since it demonstrates recruitment practices along with platform usage and hiring challenges at a particular point in time also it is effective for analysing contemporary issues without requiring long-term observation (Leal Filho et al., 2021). Detailed analysis of digital recruitment transformations can be conducted and the credit of it goes to this method. The study incorporates data from multiple time frames through secondary reports which provides an extended perspective of recruitment transformation. 
[bookmark: _Toc194434175]Data Collection Methods
The study depends on secondary research to obtain its main data. The analysis of existing literature reports and case studies through secondary research leads to significant conclusions. This method is selected because it benefits from an abundance of research regarding digital recruitment together with industry statistics and recruitment platform data.
The secondary research uses academic journals combined with industry reports and corporate whitepapers to present accurate insights about digital recruitment procedures online recruitment platforms and HR technological developments. Academic journals offer peer-reviewed research on recruitment trends (Kung, Fraser, and Winn., 2020) while industry reports from platforms like LinkedIn, indeed, and government labour market data provide real-time hiring insights Business examples demonstrate different organisations evolving from conventional to digital recruitment practises to demonstrate organisational adjustments. Leading HR technology companies provide documentation about the advancement of online recruitment systems. Secondary research delivers both extensive reliable data and saves time and limitations of primary research so that recruitment transformations can be studied intensively (Rassel et al., 2020).
[bookmark: _Toc194434176]Data Analysis Methods
When analysing qualitative research data three approaches exist namely content analysis together with discourse analysis as well as thematic analysis. The widely utilised data analysis method recognises patterns by evaluating qualitative data and explaining its meaning. The method delivers useful outcomes for studying difficult social developments in digital recruitment without applying number-based assessment methods.
The method starts with a basic step to become familiar with data through secondary documents which aid researchers to understand academic results combined with industrial sector progress. The process of code generation involves finding fundamental relationships between digital recruitment practices, hiring methods and technological effects. Theme development organises research data into key areas that include efficiency enhancements along with cost efficiency and candidate interaction. The examination of implications passes through interpretation to uncover meanings from the identified themes in relation to UK recruitment practices.
Thematic analysis serves as the chosen method because it allows researchers to recover essential findings from qualitative data sources and adapt when studying recruitment trend alterations (Nowell et al., 2017).
[bookmark: _Toc194434177]Sampling Technique
Because secondary data is used for this research, traditional sampling methods like random sampling and stratified sampling cannot be employed. The research adopts purposive sampling which enables the researchers to choose reliable and relevant sources for data analysis. Through this technique, the research selects scholarly materials which create a direct analysis of digital recruitment development (Campbell et al, 2020). The research focuses on identifying relevant stuff for digital recruitment along with the trustworthiness of the information sources as well as their coverage of both pre-pandemic and post-pandemic recruitment practices. The research method ensures valuable findings about recruitment changes technological hiring practices and organisational digital recruitment consequences through its purposeful sampling methodology. The research method enables researchers to collect data from reliable sources so they can enhance the reliability of the study results.
[bookmark: _Toc194434178]Ethical Considerations
Any research study demands ethical considerations to guarantee both its integrity along its credibility. The research study demonstrates strict adherence to ethical practices for using secondary data properly (Dalkıran., 2024).  The study prioritises data integrity as its main ethical principle by correctly presenting sources and refraining from misinformation in data. Researchers maintain ethical practises through protected confidentiality of information especially when dealing with organisational accounts containing confidential material. The study uses neutral methods to pick data and interpret it between sources in order to prevent biases that would weaken the reliability of its results. Academic standards require research participants to follow proper guidelines such as proper reference citations and maintenance of transparent research methodology practises (Aguinis, Hill, and Bailey., 2021). The study upholds ethical principles which guarantee that its findings depend on honest and valid data from ethical sources, thus producing reliable academic results about digital recruitment practises.
[bookmark: _Toc194434179]Chapter Summary
The current chapter describes the approaches researchers employed for studying digital recruitment adjustments throughout the UK. The research utilised Saunders' Research Onion framework to implement a systematic approach with an interpretive philosophy, an inductive approach, a case study strategy, and a qualitative research method. Secondary research served as the data collection method which employed thematic analysis to process the results from credible sources selected through purposive sampling. The research maintained honesty and research integrity by addressing proper ethical considerations. The following part of this research showcases research findings through data analysis that explores digital recruitment development post-COVID-19.


[bookmark: _Toc194434180]Chapter 4: Findings and Discussion
[bookmark: _Toc194434181]Introduction
The research findings are presented in this chapter as it examines the influence which digital online platforms have played in recruitment throughout and after the COVID-19 pandemic within the United Kingdom. The three sections of this chapter examine digital recruitment across its different phases. Prior to the pandemic, the first section follows by presenting recruitment patterns for evaluating conventional hiring services and digital recruitment solutions. The second part explores recruitment modifications during the pandemic through an analysis of internet-based hiring platforms together with technological solutions. The last part explores digital recruitment development since the pandemic through a focus on hybrid recruitment methods and increased adoption of AI technology and automation. This chapter draws its data from secondary research findings without any explained interpretation until the subsequent chapter adds its insights.
[bookmark: _Toc194434182]Findings from Secondary Data Analysis
The research findings have been organised into three time-based groups starting from pre-pandemic recruitment methods until the current post-pandemic period. The following sections present target data points through factual visual representations.
[bookmark: _Toc194434183]Pre-COVID Digital Recruitment Trends
UK recruitment methods mostly relied on conventional processes before COVID-19 reached UK territory even though online platforms were expanding their impact on recruiting staff (Greenhalgh et al., 2022). Organisations mainly conducted candidate assessments through personal interviews combined with paper-based applications which came from referrals from other sources. Acknowledged recruitment agencies dominated the workforce market together with physical job fairs and networking events organised as talent acquisition methods. Employers began using LinkedIn along with Indeed and Glassdoor platforms to digitally handle job postings and applications in the market.
The transition toward digital recruitment happened through gradual stages since many employers wanted to assess candidates first-hand at personal meetings. Online job portals performed additional functions than main recruitment tools for employers. Initial candidate screening took place through online resume submission which led recruiters to conduct telephone interviews before conducting final personal interviews. The application tracking system (ATS) existed as a screening tool but most industries had yet to embrace its broad adoption. The hiring process became slow and required extensive recruiter labour because candidates needed hand-checking of their applications.
Companies faced recruitment hurdles from previous times that forced job seekers to travel for interviews which reduced the process's flexibility. Visible biases existed in existing hiring procedures because employers mainly used non-data-driven subjective evaluation methods. Digital recruitment tools brought some relief to the hiring system yet different industries had variable levels of implementation.
[bookmark: _Toc194434184]Impact of COVID-19 on Digital Recruitment
COVID-19 created a major transformation in how UK organisations handled their recruitment activities. Companies had no other option than digital hiring solutions following the implementation of lockdown restrictions. Organisations had to rapidly implement online recruitment solutions after office closures combined with physical interaction restrictions occurred in the workforce (Amankwah-Amoah et al., 2022).
The pandemic era brought massive changes through video interview adoption which occurred on platforms including Zoom, Microsoft Teams and Skype (Johnson, 2021). Person-to-person interviews lost practicality which triggered virtual meetings to take their place in modern business operations. AI-driven recruitment technology became more important to organisations which needed effective remote candidate evaluation solutions. 
Recruitment agencies with HR departments adjusted rapidly through their commitment to digital engagement methods. Standard recruitment procedures included virtual job fairs together with online networking events and candidate assessments through AI programmes. New hires now had the option to finish on-boarding documentation and training tasks from their homes instead of travelling to offices. Companies required effective methods to handle a surge of online applications thus application tracking systems became the priority.
Social networks LinkedIn and Facebook started playing essential roles in helping organisations establish their brands while reaching potential candidates. The recruitment process evolved when organisations adopted specific advertisement strategies and data analytics methods for generating attracted candidates. Online recruitment processes shortened while becoming more efficient and expanding to accommodate candidates from wider demographic groups.
The quick shift toward digital recruitment systems brought along multiple new hurdles for organisations. The pandemic made it challenging for various organisations to correctly evaluate candidates while doing away with traditional in-person assessment methods. Candidates faced significant problems determining soft skills and cultural fit performance during virtual interviews because these interviews lacked non-verbal communication indicators. Technical problems and insufficient internet connections together with candidate unfamiliarity towards digital tools became obstacles for some individuals during the recruitment process.
[image: ]
[bookmark: _Toc193454976][bookmark: _Toc194319791][bookmark: _Toc194319795]Figure 2: (Covid- 19 impact on recruitment)
Source: (talentlyft.com)
[bookmark: _Toc194434185]Post-COVID Recruitment Evolution
Digital recruitment methods remained essential for businesses when restrictions were lifted for normal business operations. Worldwide organisations utilise a modern hiring technique which merges these two recruitment approaches through online and offline practices. The transformation brought about a fundamental change because businesses focused on creating recruitment approaches that reflected both the efficiency of digital resources with human contact value.
After COVID AI-based recruitment retained its central position among the emerging trends in recruitment practises. Businesses increasingly applied artificial intelligence to assess candidate resumes forecast qualified matches and minimise hiring discrimination (Marchetti and Scardovi, 2023). The use of automated candidate assessment tools became the industry norm since they provided recruiters with faster ways to evaluate abilities and capabilities. 
Organisations implemented hybrid hiring approaches during which they first evaluated candidates through virtual screening and interviewed them initially online before selecting candidates for in-person interviews (Rachmanda, Reindrawati, and Sos, 2022). Organisations could search for a larger number of candidates through remote hiring but continue to use face-to-face meetings before making final selection choices. Organisations spent money on building digital on-boarding platforms as part of their effort to create efficient remote hiring procedures.
The recruitment decision-making process started to involve data analytics as an integrated system. The employment market used information about candidate behaviours and hiring statistics to enhance their recruitment plans. 
While digital recruitment brought many benefits to organisations there were still challenges which remained in the hiring process. Organisations faced difficulties both in sustaining employee involvement and determining cultural compatibility because of the absence of direct personal meetings. Data security along with privacy concerns became major issues after institutions started relying on AI and automated hiring systems because these approaches revealed unexpected biases and required greater transparency from the hiring process. Digital recruitment became the primary recruitment method despite minor limitations that influenced its impact on industrial hiring practices.
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[bookmark: _Toc194434186]
Discussion (Interpretation of Findings)
[bookmark: _Toc194434187]Introduction
A critical analysis appears in this chapter to explain how online digital platforms influence recruitment throughout COVID-19 in the UK market. The outbreak of COVID-19 opened up digital recruiting methods which established permanent changes to organisational recruitment procedures. The discussion examines recruitment procedure transformations from digital tools under COVID-19 alongside broader UK recruitment patterns and their theoretical alongside practical implications for future hiring practises.
[bookmark: _Toc194434188]Interpretation of Findings in Relation to Research Questions
[bookmark: _Toc194434189]Digital Tools Required for Recruitment During COVID-19
The emergence of COVID-19 forced businesses to rush their implementation of digital recruitment technologies. Employers relied on AI tools which evaluated numerous job applicants before recruiters to enhance operational speed and decrease manual responsibilities in hiring processes. The first stage of candidate assessment was handled through chatbots and assessments while recruiters could focus on selecting the best candidates.
Microsoft Teams and Zoom video interviews took the place of regular in-person meetings to enhance accessibility because employers could now hire candidates throughout wider geographic regions (Bryant, 2021). The move to virtual interactions brought difficulties for recruiters to evaluate non-verbal behaviours and establish personal communication. Job fairs and digital networking activities transitioned to virtual platforms because they offered structured remote opportunities for candidate recruitment.
The enhanced tools for efficiency blocked access for job seekers who did not possess reliable online services or experienced difficulties using digital systems. Digital hiring procedures used in the pandemic era triggered an immediate speeding up of the future adoption of digital recruiting practices among multiple business sectors.
[bookmark: _Toc194434190]Online Digital Platforms’ Impact on UK Recruitment (Pre- and Post-COVID)
Digital recruitment tools operated as additional resources besides basic hiring channels prior to the pandemic. Traditional interviewing conducted by companies depended heavily on human recruiter agencies and physical job fairs alongside their main use of LinkedIn and Indeed platforms in candidate selection. The efficiency of digital recruitment process operators during the pandemic led to its general acceptance by employers following the removal of public restrictions.
The combination of digital recruitment tools with traditional employment assessment methods has become the standard practice in hiring procedures following the pandemic (Aloisi and De Stefano, 2022). Digital screening applications wait until online interviews before moving on to physical final meetings and personnel onboarding activities. The hybrid hiring system unites digital assessment speed with traditional personal evaluation procedures.
During the pandemic, both job candidates and hiring businesses shifted their operational focus towards online recruitment practices. Candidates possess confidence in executing virtual interviews and online assessments and companies make data-driven hires through AI recruitment technology. Through digital recruitment methods organisations have successfully increased their ability to recruit people from various geographic areas.
However, challenges persist. A significant number of organisations find it difficult to sustain powerful employee-employer relationships when worker meetings are absent. Measurements need to resolve existing issues regarding both data privacy security and AI biases which must be resolved to protect hiring practices from discrimination and indiscreet actions.
[bookmark: _Toc194434191]Comparison with Existing Literature
The study confirms previous studies which show digital recruitment tools are starting to dominate workplace recruitment practises. Research conducted prior to the pandemic indicated that companies would move toward online hiring gradually, but COVID-19 has fasten the process. Digital recruitment tools were expected to supplement traditional hiring processes before COVID-19, but they have since become essential for modern recruitment practices according to post-pandemic realities (Mer and Virdi, 2023).
Research shows that artificial intelligence technology improves recruitment processes through automation and cuts down bias-based hiring decisions naturally made by humans (Yavuz, 2019). The usage of automated hiring methods creates doubts about how algorithms filter out competent applicants from the pool of candidates. Job seekers faced challenges when forced to complete their hiring process digitally according to research analysed under this study.
Research about remote work and digital human resource transformation indicates that hybrid recruiting methods will advance in future years. The analysis supports current recruitment practices because organisations select both digital and traditional recruitment methods to achieve the best results. 
[bookmark: _Toc194434192]Theoretical Implications
This research follows Saunders' Research Onion approach to determine suitable research methods dependent on study goals. The study based on secondary data analysis produced insights about recruitment practice development throughout history (Melnikovas, 2018).
The research establishes new knowledge in HR and recruitment sciences by showing the impact of technology on workplace organisation. Essential strategic HRM principles match with digital recruitment as technology provides optimal services for talent acquisition. The external pressure from the COVID pandemic represents a component of digital transformation theories since it fast-tracked the implementation of new technologies. Actions of recruitment theories need to transform to letting AI and automation as well as hybrid hiring frameworks enter the field.
[bookmark: _Toc194434193]Practical Implications for Hiring Methods
These discoveries will aid organisations in developing superior recruitment methods that suit today's post-pandemic market. Profitable organisations should use digital recruitment systems alongside programmes that manage candidate interaction and data protection methods.
Employers should establish hybrid hiring systems as their primary recruitment solution. Using this method brings elevated efficiency levels together with benefits from personal interview experiences. The implementation of AI screening systems improves recruitment speed however complete human review maintains essential capabilities to sustain fairness together with inclusion.
Businesses need to provide both training and professional hiring on the proper usage of digital recruitment technology for HR specialists and hiring managers. Companies that enhance their employees' abilities to utilise AI-based hiring systems and data analysis tools with additional virtual assessment capabilities will achieve better hiring results. A clear exposure to digital hiring guidelines for candidates results in a better candidate experience by reducing technological hurdles.
AI systems must resolve two main obstacles which are cyber security threats alongside their tendency to display biased behaviour. Officials should implement ethical AI regulations which need clear transparency to show algorithmic decision-making. AI hiring software bias reduction happens through independent inspections which combine fair recruiting practises for periodic evaluations. Policies protecting data require effectiveness to maintain strict confidentiality of candidate information.


[bookmark: _Toc194434194]Chapter 5: Conclusion and Recommendations
[bookmark: _Toc194434195]Introduction
The research explored the effect that digital recruitment platforms have on UK hiring practices including both pre-pandemic and pandemic-related periods. This study examined the digital recruitment platforms' transformation of recruitment procedures while exploring the extent of both businesses' transition together with candidates and the sustained effects of these digital procedures. The research evaluated the capabilities of AI filtering candidates and video chats and tracking technology to determine their acceptance in today's recruitment process. A secondary data analysis by utilising a qualitative approach confirmed how digital hiring tools developed their role within hiring practices.
[bookmark: _Toc194434196]Key Findings Recap
Digital recruitment technology adoption accelerated because of the pandemic situation. AI-based hiring tools and video channels combined with computerised applicant tracking systems facilitated key enhancements that improved recruitment effectiveness and candidate availability. Workers and organisations successfully embraced these changes thus creating a transition from conventional hiring practices to digital strategies. Many issues emerged during AI-based recruitment including systems that show bias in their process as well as data security risks which caused damage to the personal touch required for hiring relationships. After the pandemic, a hybrid recruitment approach combining digital and traditional techniques became recognised as the best practice because it enables organisations to maintain system efficiency while protecting human connection throughout their hiring processes.
[bookmark: _Toc194434197]Contributions of the Study
The research demonstrates new academic value by affirming the significance of digital transformation systems in human resource management. The research study validates current literature regarding strategic human resource management practises in digital recruitment by stressing continuous adaptation in recruitment methods. The research expands AI and automation discussions in talent acquisition by providing organisations with effective methods to integrate these technologies.
The study findings deliver essential direction that benefits HR professionals together with business leaders in their operations. Organisations can enhance their recruitment approaches by choosing moral AI methods combined with digital hiring competence enhancement and flexible recruitment platform adoption. The research reveals how companies need to fight against biases which exist in AI employment screening systems while strengthening hiring fairness through transparent assessment methods. Organisations achieve higher efficiency in their hiring practice through these contributions while maintaining open recruitment practices.
[bookmark: _Toc194434198]Limitations of the Study
The study maintains useful findings yet encounters multiple restrictive aspects. Secondary data usage in the study avoids direct input from HR professionals and job seekers about digital recruitment benefits and obstacles thus limiting a comprehensive analysis of this practice. Qualitative research methods rely on existing reports and studies which makes the analysis exposed to interpretation biases that stem from using secondary data rather than direct field work. The study focuses exclusively on the UK recruitment conditions while ignoring diverse digital hiring patterns which exist between nations.
[bookmark: _Toc194434199]Recommendations for Future Research
Future research must analyse the extended effects digital recruiting techniques create on worker maintenance patterns together with professional development systems and work environment social dynamics. Additional research exploring recruitment patterns between countries would supply wider insight into the effectiveness of digital recruitment procedures. Studies should analyse methodologies to prevent AI recruitment biases that would enhance fairness and equality within the hiring process.
[bookmark: _Toc194434200]Final Reflections
Digital recruitment transformation has revolutionised hiring practises by making these operations more efficient easily accessible and data oriented. The successful integration of digital recruitment requires organisations to address the associated issues involving artificial intelligence bias and cybersecurity threats as well as personal connection reduction. The vital recruitment strategy will maintain its equilibrium through the combination of digital technology alongside human evaluation methods. 
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