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Abstract

The main aim of this dissertation is to critically analyse the importance for organisations to devote time and resources into a strategic recruitment and selection process in order to gain a positive return on investment. Prior research on recruitment and selection have highlighted significant matters involving recruitment and selection and this dissertations aim is to extend on current research further to provide appropriate recommendations for organisations. 
Extensive research has been incorporated from various sources through a literature review about recruitment and selection. The key themes that were analysed in the literature review were used as a foundation to design the online survey questionnaire. 
The method for collecting the data was decided to be through an online survey questionnaire. The questionnaire was created and designed through the online platform Microsoft forms and was distributed using a convenience sample. In total there were 123 respondents and the data from the online survey was later analysed using pie chart analysis and de-coding software via Microsoft Excel. 
From the analysis, the main findings could be evaluated and summarised to present organisations with recommendations to take on board in the future. 
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Chapter 1. Introduction 

1. Introduction
 
The opening chapter will aim to provide appropriate background and rationale for the study. Following this, this chapter will also clarify the aims and objectives of the research along with the proposed structure. 
The aim of this research is to extend on standing research bordering the topic of the importance of organisations implementing a strategic recruitment and selection process in order to gain an improved return on their investment. The aim is to provide organisations with continued research and to provide recommendations to maximise their efforts as an effective employer. 
Prior research on the recruitment industry has underlined the relationship between recruiting and the influence this can have on the overall long-term success of an organisation (Ekwoaba, 2015., (CIPD, 2020., Gamage, 2014). There are various theories to support this claim where if a strategic recruitment plan is in place, in return the organisation will see a positive impact on the organisation’s activities (Syed, 2012., Sang, 2005). The recruitment process can impact on employee relations and it is crucial for hiring managers to test these relationships at this stage in order to see if the candidate will integrate well into the culture of the organisation (Steven Mostyn, 2016). To add to this, organisations should take the opportunity to use their company culture as a benefit to advertise to and retrain talented/skilled employees (Herriot, 1981., Rynes, 1991). The recruitment process has had to undergo unforeseen changes due to the COVID-19 pandemic and organisations have had to perform alongside government regulated social distancing rules. This has had great effect on the way organisations are able to recruit during these times, evidence has shown that 86% of organisations have had to turn to virtual methods of recruiting (Faragher, 2020., Arlington, 2020).
This research aims to take a closer look into the expectations and thoughts of the general public when taking part in a recruitment process. by getting an insight of what is expected or wanted out of the experience, recommendations can then be put forward for organisations to take on board if they wish to or improve on areas of their current recruitment plan. 

1.2 Background & Rationale 

The recruitment and selection process are regarded to be highly complex, dynamic and an important aspect to organisations. Due the heightened interest around the topic of recruitment over the last century, there has been substantial efforts for continuous research to determine and explore the best practices to fulfil the process (Rozario, 2019).  
Recruitment is a vital operation for any organisation and human resource management teams. The importance of this operation to HR Departments is to minimise risk and time spent on possibly hiring the wrong ‘fit’ of candidate to a certain role, consequently costing the organisation a lot in expenses (Al-Harerat, 2020). Generally speaking, recruitment involves the means of finding and retaining potential candidates to fulfil the gap for job vacancies satisfying both of the needs of employer and the job seeker (Asif Kamran, 2015). There are many reasons for organisations who are operating at any size to be investing their resources into developing their recruitment methods to increase their business performance. 
The origins of the recruitment industry date back considerably. Recruitment has been studied and traced back to historical periods where evidence found has suggested that Romans, Egyptians, and Colonial china have used forms of this operation in its basic form. (Louise, 2020). Moving forward to the 21st century, what defines and makes up the recruitment process has gone through countless changes to reflect the moving times. The most substantial change in the recruitment process was seen with the launch of the internet which followed with advance technological advances. As the internet grew more popular, organisations were moving their recruiting efforts to wider talent pools via the internet (Lamri, 2014). The development of these processes over the years confirms the necessity for the recruitment sector that it has not withered out over time only progressed and modified to the needs of society at that given time.
Legislation relating to recruitment, obligates organisations to follow in order to meet the mandatory standard of employment laws in the UK. Organisations have a legal responsibility to ensure there are no unlawful doings presenting themselves, this involves eliminating any potential discrimination within the workplace and advocating for equal opportunities (CilEx, 2018). The Equality Act (2010) was put in place to safeguard the general public from having to experience discrimination in both personal and professional parts of society (GOV, 2015). Organisations can face legal action if there is a complaint made of this nature. 
From the perspective of Human Resource Management, the recruitment and selection process signify wider employment strategies and this process is commonly agreed to be the most challenging and crucial of all HR Strategies. The importance of employing the right candidate the first time around is imperative, the risks involved with hiring less than desirable candidates is the potential to cause a domino effect affecting productivity, teamworking, costs and quality of customer service (Compton, 2009). It has been suggested that organisations are putting more weight on the recruitment and selection process due to the increasing importance and standpoint from organisations who are beginning to view their workforce as a source of competitive advantage in their industry (Gary Rees, 2010).  
Considering the effect that COVID-19 has had on almost all aspects of society, the future of recruitment will certainly be a sector that will have to seek change and adapt to the ensure the safety of all parties involved for the foreseeable future. Organisations have a possibility to use the COVID-19 pandemic to its advantage by using it as a strategy to increase organisational image (Easy Rescue, 2020). For instance, with the health and safety regulations such as hand sanitising, social distancing measures etc organisations could use this to attract potential talent to their ethical/social responsibility and reflect how serious they take the safety and well-being of its staff.

1.3 Aims & Objectives

1.3.1 Aim of Research 

To extend on already standing research around the topic of recruitment & the importance of organisations implementing a strategic recruitment and selection process in order to gain an improved return on their investment.

1.3.2 Objectives

1. To highlight why strategic recruitment methods are required
2. To establish what recruitment methods preserve the best engagement levels and return on the company’s investment
3. To identify and apply a suitable research method and methodology to gain insight into the general public’s view on the recruitment and selection process and their opinions for further development of the recruitment sector for organisations  
4. To effectively analyse the data retrieved from the study of the general populations view and attitude towards the recruitment and selection process
5. To fully comprehend the implications that may arise when conducting research and be able to provide appropriate recommendations
6. To emphasize possible routes for extended investigation, whilst providing limitations that were present in the current study  

1.4 Research Structure

The research will consist of five chapters in order to completely satisfy the aims and objectives of the study. The order of the chapters goes as follows:
Chapter 1 is the Introduction, Chapter 2 the literature review, Chapter 3 is the research methodology, followed by Chapter 4 Data analysis and then Chapter 5 the conclusion and recommendations to bring all the research collectively to a finish. 
Chapter one introduces the topic that is going to be studied by offering background information and research to support the reasoning behind the decision to study this topic. The research will use a mix of both primary and secondary data in the form of an online survey questionnaire and a literature review. 
Chapter two will be the literature review. The review will include previous research surrounding the topic of recruitment and selection. The research included in the review will be used to develop on the research further and identify any gaps in the given research. In turn, this will help decide on the best research methodology to fill the holes of information.
Chapter three is the research methodology section of the study which will identify the appropriate research method to use for the collection of the primary research data and how this will be carried out. The aim of this is to use the methodology to provide answers to the gaps found in the research and so the data collected can then be analysed. 
Chapter four will be the data analysis. This chapter will include the analysis of the primary data which was accumulated through the methods decided in the prior chapter. To present the findings of the data statistical analysis and software will be used and this will prepare for the discussion and recommendations in the final chapter. 
Chapter five will consist of the conclusion and recommendations. The aims and overall objectives of the research will be discussed in this chapter and will review the final findings, limitations, and recommendations of the research. There will be direction for future study also.

1.5 Conclusion 

Chapter one has successfully introduced the topic for the research by outlining the reasoning behind wanting to provide detailed research into the importance of having a strategic recruitment and selection plan for organisations in place. Additionally, this chapter has identified the aim of the research and the overall objectives to be achieved. The next chapter will be the literature review which will provide a more in-depth evaluation to the topics considered in this chapter. 








Chapter 2. Literature Review

2.1 Introduction

The purpose of this chapter is to evaluate a variety of current academic literature that is available surrounding the importance for organisations to actively implement strategic recruitment processes within the workplace and how having recruitment strategies in place can assist to meet organisational objectives. 

The purpose of this literature review is to achieve this dissertation first objective of:
To highlight why strategic recruitment methods are required

To help meet this objective a number of relevant sources such as textbooks, academic journals, online publications, independent Human resource bodies such as CIPD and newspaper articles will be analysed. The literature that is used will also be taken into consideration to aid the researcher in forming an extended hypothesis based on already standing theory conducted through a series of both qualitative and quantitative data.

The purpose of this literature review is to further extend on research already carried out on the importance of having an effective recruitment process for any given organisation and how financing  appropriate recruitment methods will see a positive return on investment. Secondly, to explore current academic and theoretical frameworks which are accessible within the Human resource field. Finally, this literature review pursuit is to identify and fulfil any limitations within the field being researched to achieve a well-rounded thesis on the importance of recruitment processes.

2.2 Recruitment Strategy 

In accordance with what the CIPD states about recruitment, that it is essential within every organisation and that good recruitment consists of discovering the proper talent for the appropriate positions at the fitting time. The CIPD furthers this by stating how recruitment ensures that the employees at an organisation attain the relevant skills for both the organisations current and future requirements and growth. Recruitment is not about filling vacancies but the potential of having an influence on the long-term success of the organisation (CIPD, 2020). In support of this, (Ekwoaba, 2015) explains that recruitment is closely linked to performance and the success of the organisation. They argue that the right recruitment strategy partnered with determination and qualifications are all the components needed to achieve the organisations needs maximally and any recruitment costs can be counterbalanced by recruiting the best talent. 

There are numerous variations of what the recruitment process should consist of. (James A. Breaugh, 2009) alongside SHRM foundation has developed a four-step recruitment process model that if followed consistently, the employer can usually enhance their recruitment practices. This employee recruitment process model consists of these four steps: 

1. ‘Establish Recruitment Objectives’
2. ‘Develop a Recruitment Strategy’
3. ‘Carry out Recruitment Activities’
4. ‘Evaluate Recruitment Results’

If the hiring manager follows these steps consistently, along with making informed conscious decisions throughout, then it is highly probable that the employer will see improvement in their recruitment process.  
When looking at strategy in today’s climate, organisations should consider integrating social media into their recruitment strategy in some way. The reason that organisations should be looking to social media for answers is that evidence has suggested that recruiting online through platforms such as LinkedIn allows for directed and strategic sourcing of talent for the workforce and is a highly cost-effective avenue to advertise to the candidate pool. It should be noted that this change to virtual recruiting should not be rushed and it is advised to organisations the importance of starting small and to evaluate the response they receive from online candidates to determine extended approaches and how to capitalize on their recruitment methods (Madia S. A., 2011).   

2.2.1 Recruitment Theory

[bookmark: _Hlk71542409][bookmark: _Hlk71542382]There are substantial international theories and studies available concerning the recruitment and selection process, (Gamage, 2014) indicates the notion that there is a constructive relationship between the recruitment and selection process and the performance of an organisation. In addition, further research conducted by (Sang, 2005) similarly discovered a desirable correlation between both the recruitment process and increased organisational performance. An additional study from (Syed, 2012)  equally support the theory that by implementing a strategic recruitment process, in turn the organisational performance will be positively impacted. 

There are numerous theories surrounding the importance of recruitment for an organisation, however, there needs to be much more scope on why having a strategic recruitment process can positively impact on organisational performance and pigeonhole what exactly is involved to produce a tactical recruitment strategy.
A further theoretical approach to recruitment and selection is from (Biles & Holmberg, 1980) who argued that the success of an organisation is comes down directly and links to the workforce. Additionally, they believe that this is the same case for when organisations detect failures or underwhelming performance that this is linked to not having the correct people employed in the organisation. It has also been suggested by (Djabatey,2012) that having the correct workforce will help maintain or even build competitiveness for the organisation. Recruitment and selection are collectively agreed that it is an important business function because organisations need to be able to attract the right talent in a timely manner in order to fill vacancies (Joy O. Ekwoaba, 2015).  

2.2.3 Internal V External Recruitment 

The two general factors that impact the recruitment process are separated into internal and external groupings as claimed by (Kapur, 2018). The internal factors include the size of the organisation, the organisations recruitment policy which pinpoints the goals of the recruitment and offers a structure for the application of the recruitment programme going ahead. Another factor that can affect internal recruitment is the job image, by jobs having the possibility of a desirable working environment, recognition, and promotion it is expected to arouse the attention and enthusiasm of a skilled candidate within the organisation. 

The external factors differ with focusing on demographic factors and the labour market, for example if quantity of candidates required to have specific skills is less than the demand, then the recruitment process will require greater efforts. However, if demand is less than what can be provided then the recruitment time and process will be more practicable.

(Myrna Gusdorf, 2008) clarifies that the advantage of internal promotion for employers is that the promoted employee is by now comfortable with the culture of the workplace, however on the other hand the organisation puts itself at a disadvantage of missing out on fresh ideas and skills from an external candidate. There are evident pros and cons to both external and internal recruitment. There is no correct way to hire your candidates, it alters on the type of job and level within the organisation. Higher-level positions are more presumably to be filled by promotion compared to lower level. 

2.3 Employee Relations

[bookmark: _Hlk71543744]The universal definition of the employment relationship as described by (John, 2019) as the connection between both the employers and employees through which individuals offer their labour. This relationship is crucial regardless of the situation or job role involved, both parties have important underlying interests that they engage in through the employment relationship. 

Employee relations begin at the initial stage of employment which is the recruitment and selection process and poses a considerable impact on whether the role is suitable for the employee and whether they will integrate well into the working environment and this should be communicated well throughout the recruitment process. According to (Sharon Armstrong, 2019), the employer and employee relationship is an ongoing process throughout employment which should be productive, fair, and smoothly functioning for both parties within the workplace.

Employee relations and relationship management is a commonly overlooked skill in recruitment,   (Steven Mostyn, 2016) who is a leading specialist in recruitment and sourcing contends that in order for the recruitment process to be profitable, an effective relationship with the hiring managers is desired. It is critical to establish whether the relationship between employer and employee will be a successful one early on in the recruitment process as it will save unprecedented difficulty and time in the future if the candidate is not the correct fit. 

2.3.1 Corporate Culture

[bookmark: _Hlk71544694][bookmark: _Hlk71544739] An organisation’s work culture and values should be utilised to influence the way in which recruiters promote the organisation to potential candidates. This can be done by branding your corporate culture as a benefit of working for the organisation, pervious evidence has shown that the key for satisfaction within the workplace is the culture and values that the organisation upholds. 

In support of this, (Pierce, 2019) Forbes council member, asserts that cultural fit has the potential to impact on both retention and performance levels. Employees who enjoy their working environment and the culture are more likely to be motivated to perform to their greatest ability and remain loyal to the organisation. In order for organisations to achieve admirable retention levels, they need the candidates to love the organisation, not primarily the job role.

A study carried out by (Herriot, 1981) examined different recruitment sources and preliminary decisions and concluded from the findings that recruitment brochures actively influenced potential candidates’ intentions of applying to organisations. However, this study is limited as it failed to verify the specific characteristics of the brochures that sparked those intentions. 

In slight contrast to the previous study, (Rynes, 1991)  makes a case of given the small amount of information offered to applicants in the early stages of the recruitment process, early application decisions are heavily dependent on general impressions. Ryne’s (1991) further goes on to label these impressions as the “organisational image” and advocates that for future research it would be useful to pinpoint what makes up the organisational image and whether these can be cost effectively altered or communicated to enhance candidate attraction to roles.

2.3.2 Diversity, Legislation, and Ethical considerations

[bookmark: _Hlk71715555]In today’s modern labour market, engaging in diverse and ethical practices in the workplace is the common expectation from organisations, especially for potential candidates seeking employment. Prior research has profiled the potential benefits of organisations actively promoting racial diversity in the workplace (McLeod, 1996). In support of this research by (Robinson, 1997) and (Thaler-Carter, 2001) , has highlighted the rise in minority candidates being recruited by organisations. For HR professionals, it is food for thought that by increasingly improving on recruiting minority candidates, it will influence a wider scale of candidates to seek employment opportunities. 

Under current UK Legislation, the Equality act (2010) requires all public sector employers to eradicate any discrimination or harassment within the workplace (GOV). Between 2017 and 2018, the (DFID, 2017) released a set of objectives for diversity and inclusion for themselves which organisations could take on board. These objectives for example include, obtaining a varied representative workforce which enforces values for workers to achieve their full potential and to methodically consider diversity and inclusion across all organisational activities. 

Recruitment and selection should be important to any organisation, if the wrong candidates are recruited then the organisation will be faced with expense repercussions. In 1995, the updated labour relations act was introduced resulting in employers revisiting their recruitment procedures to examine the fairness and ethical nature of their process (Brand, 2008). Below is a model (see figure 1) that demonstrates how ethics can be integrated into the recruitment process.

 [image: ]
 Figure 1. ‘Model of ethics incorporated in the recruitment process’ Accessed: (Brand, 2008)

2.4 Future of Recruitment 

[bookmark: _Hlk71715594]With the ever-changing and fast paced environment of the labour market, reports have shown that the recruitment industry is arguably disjointed and challenged with the lack of regulations. Additionally, the evolution of technology has resulted in the industry becoming highly competitive on a global scale (Nagaraj Ijari, 2019). For organisations to become profitable in an environment such as this, recruitment managers will need to update their technology in order to reflect what the market is moving towards.

According to (McHugh, 2019) Senior Marketing Manager at Bullhorn, Digitalisation and automation will become more prominent in the year 2019, but not without potential barriers, which could be forecasted by organisations (see Figure 2). Statistics show that Forty-nine percent of recruiters determined that embracing digital transformation was their leading organisational challenge being faced. Bullhorn reiterates that the technological revolution has been designed to aid completion of tasks, allowing recruiters to focus on more valued tasks such as building those employee relationships.  


[image: ]
Figure 2. ‘findings of top hiring challenges recruiters face over the next 3-5 years’ Accessed: (McHugh 2019)

The future of recruiting is uncertain; however, projections have been speculated. A report from (Major Players, 2019) highlights the reluctancy individuals have towards the introduction of AI and new automation into the recruiting process with 21.3% of participants claim the use of AI in recruitment does not enhance the process at all. In contrast, 25.5% of participants asked did support the use of AI within the recruitment process and 17.4% believed it could improve the screening process. it is a common misconception that AI is being introduced to replace the human workforce when in reality it can be a useful tool to filter skills that you are looking for in the organisation and can speed up the pace of the hiring process. 

2.4.1 The age of Social Media
The dawn of the social media era comes with the new generation of applicants and it is a movement that organisations are inherently trying to adapt to. Recruiters are keenly acknowledging the capability of these social media channels to draw in a broader pool of potential applicants, (Sinha, 2013) highlights networking sites such as LinkedIn, Facebook and twitter to market to and attract potential candidates to job positions and select the suitable candidates, even those who do not essentially apply for that position. Supporting evidence by (Nikolaou, 2014) has shown that there is a strengthening relationship between the use of sites such as LinkedIn and the sourcing of pinpointing and enticing potential applicants.  

In order for organisations to be able to keep up with a technological driven society and economy (Madia, 2011) urges recruiters to intertwine social media into their recruitment strategies. By doing this it will help organisations and the recruiters to target potential candidates, remain competitive in the market and source and retain the best possible talent required. 
Due to the complexity and the increasing competitiveness of society, social media can be a valuable tool for organisations to exploit in the recruitment process. It is wise for organisations to think about adopting to the changing environment and get on board with the social media driven economy, which will help reinform and advocate for the organisation’s reputation and public image (Ginevra Gravili, 2017). 

2.4.2 Impact of COVID-19

[bookmark: _Hlk71545489][bookmark: _Hlk71545516]The impact that the current COVID-19 pandemic has had on the world has been alarming and the recruitment industry did not evade it, organisations that have continued to recruit during the pandemic have and continue to face challenges throughout. Organisations have found it increasingly difficult to navigate their business activities throughout this testing and turbulent period. The challenges that organisations are up against is strict social distancing rules which heavily effects the ability to conduct face to face interviews, due to this restriction organisations need to re-evaluate their recruitment strategy in order to abide by government regulations and being unable to recruit in physical means (Faragher, 2020). 

A survey completed by (Arlington, 2020) consisting of a group of 334 Human resource leaders observed that eighty six percent of organisations are having to introduce innovative virtual technology for the candidate interviewing process due to the current COVID-19 pandemic. In addition, eighty two percent of organisations expect to see a decrease in external hiring processes due to the restrictions on human contact.
The short-term impact of COVID-19 on organisations and recruitment agencies were predicted and have proven to be strong. The reason that this will pose a threat to recruitment agencies is that these are costly outsourcing programmes and organisations are likely to put a halt to their outsourcing activities, at least while the pandemic is still prevalent. Adversely, for the organisations that have decided to continue recruiting talent through the pandemic, they are still faced with challenges just separate ones, such as nearly all business actions having to move to virtual alternatives. Organisations who decide to resume with recruitment are expected to see a decline in job applicants, where certain industries such as the NHS are in urgent need for new recruits to combat the cases of COVID-19 (McCartney, 2020).
There is no dispute that COVID-19 has had to push organisations and recruiters to entirely digitalised alternatives, though it is more important than ever to ensure that candidates still have an enjoyable recruitment experience so to achieve this, organisations will need to re-evaluate their recruitment design and process. It is not all negative however, organisations can take this opportunity to revamp and operate a much less costly recruitment process. Nevertheless, COVID-19 is an extremely tense and daunting time for society and organisations should actively be striving for reassurance, transparency in their relationship with potential candidates and do whatever is necessary to maintain attraction and appeal with job seekers (ISE, 2020). 

2.5 Conclusion 
 
This literature review has satisfied the objective:

 To highlight why strategic recruitment methods are required

This chapter has explored a variety of broad academic literature from obtainable sources such as (Steven Mostyn, 2016), (Brand, 2008) and (Gamage, 2014) to dissect why having a strategic recruitment process in place is a beneficial asset towards achieving the overall goals of the organisation. However, upon research it was evident the lack of more contemporary academia on the recruitment industry and its strategies. This thesis aims to build on the current research on this topic and apply it to the expectations from the economy and society in today’s climate. 

Furthermore, this literature review has touched on relevant variables that need to be considered when constructing and an organisations recruitment strategy, with issues concerning ethics and diversity in the workplace (DFID, 2017) and the fundamentals of the employee relationship (John, 2019). Evidence retrieved has support the objective of why strategic recruitment in organisations should be adapted. nevertheless, there is vast room for development on why having a strategy in place improves organisational performance so future organisations can inherit a successful recruitment process with ease. 

The prominence for organisations to review their recruitment strategy has never become more prominent than with the introduction of advance technologies (Arlington, 2020) and the current COVID-19 pandemic (Faragher, 2020), this chapter provides an overview of the impact of these external factors and what this means for the recruitment industry. It is important for organisations to get on board with the technological movement and the new generation as it will not go anywhere, only advance further and if recruiters do not amend their strategies in order to fit the needs of the market, then it imposes the risk of the given organisation losing out to its competitors and exceptional candidates. 

The following chapter aims to identify the relevant methodology and research methods in order to develop a hypothesis based on the existing theories and tops discussed in the literature review. 


   



Chapter 3. Research Methodology

3.1 Introduction

 The prior chapter has completed the first research objective by identifying the key elements that organisations and their HR department need take into consideration when formulating their recruitment strategy. The chapter underlined matters involving ethical and diverse practices in the workplace and underpinned the growth of technological advances that should be utilised in order to stay competitive in the current labour market. 

Furthermore, the chapter draws attention to the need for extended research into what makes up a valuable recruitment strategy and how it could be amended to create value-added for the given organisation and the future of its workforce. This chapter’s aim is to evaluate and explore varying recruitment strategies and refine what can be enhanced in the course of the process in order to complete this dissertation’s second objective:

To establish what recruitment methods preserve the best engagement levels and return on the company’s investment

With the aim of this objective in conscious mind, the researcher recognised the relevant research methods and methodology required to undertake primary research. A mixed method approach will be applied in gathering both qualitative and quantitative data through an online survey and virtual semi structured interviews. Regrettably, due to the unforeseen implications of the current COVID-19 environment and scheduling this research will now focus on the online survey data to complete this research.   

The definition of research as explained by (Stephenson M, 2008) is that ‘research is an organized and systematic way of finding answers to questions’, Stephenson and Slesinger further clarify their definition by explaining that research is systematic due to the step-by-step procedures that researchers should follow in order to get the most accurate findings. A more contemporary definition of research as stated by (Kabir, 2016) is that if you repeat the search for something a handful of times and detect that the prior research was not extensive and believe that there is still space for development. 
Both of these definitions correspond with each other as mutually these research definitions are parallel, it is important to understand that when it comes to research you are building on research that has somewhat been completed in order to develop the hypothesis, you are searching for beyond what is available. Understanding this will be valuable to the researcher when accumulating research and data to meet the objective above.

3.2 The research Onion 

When gathering the primary research, Saunders Et Al’s Research onion model will be applied to aid with the research process and to provide a framework to refer back to, to ensure that the most suitable research methodology is covered and justified. (Saunders, 2019) Refers to research philosophy as a structure of beliefs and expectations in relation to the advancement of knowledge, Saunders simplifies conducting research down to purely expanding on your knowledge in your chosen field. The research onion will provide practicality and insight when employing a deductive approach in this research and developing a hypothesis on already standing theory (Wilson, 2010) . 

[image: ]
Figure 3. ‘The Research onion’ Accessed: ©2018 Mark Saunders, Philip Lewis, and Adrian Thornhill

The objective of the research is to build upon accessible and surrounding research on the recruitment process and strategy to put forward extended recommendations to HR departments to add value to their recruitment methods. (O'Reilly, 2009) Clarifies how deductive research is retrieved from existing theory and forms a collaboration of data in order to trial the hypothesis.

3.3 Philosophy 

The consideration of Philosophy when undertaking research helps the researcher to gain a stronger understanding and perspective of their research so that the insight into their own specific research projects can have a clear-cut purpose in the scope of the broader context (David Carson, 2001). Interpretivism involves an ontological perspective and (Ritchie.J, 2003) suggest that there is no shared reality, every individual’s experience is from their own perspective. 

Having a research philosophy is valuable as it provides a structure of the values that help steer the design and assortment of the data in any given research study (Ryan, 2018). The research conducted adapts interpretivism and the reasoning for this is that the nature of interpretivism in research philosophy is that it supports the value of qualitative data in search of further knowledge (Kaplan, 1994).

3.4 Approach & Strategy

Initiating the data collection from the online survey that was conducted will involve the compilation of both quantitative and qualitative data that will be analysed in order to either meet the expectations of the hypothesis or contradict already standing theories. The use of online surveys is emerging as the desirable way to collect both analytical data and written views from survey participants when gathering research (Harlow, 2010). The online survey will be used to collect primary data and will involve both open-ended questions and closed, the decision to include both is that closed questions are easily coded and analysed and open allow participants to provide the researcher with access to detailed answers (Hyman, 2016). 

The survey will be conducted through Microsoft forms and participants will be provided a link in order to access and complete the questionnaire. The survey was sent to mutual contacts and then passed through their place of work to fellow colleagues via the link. All participants were voluntary, anonymous, and confidential and were debriefed at the start of the questionnaire. Participants were also provided with the researchers details if they needed to get in contact.

A deductive approach will be used when gathering the data to build on the existing theory and literature around the importance of the recruitment process. For researchers, a deductive approach is advised when research can be compared and observed to either confirm their expected hypothesis if it proves to be true or not. If the data collected is not what they predicted, they will use the research to generate new standing theories around the subject in question (Stephen Kwadwo Antwi, 2015). (Brynman, 2008) Simplifies this approach down to making a prediction based on already available theory and then use means of observations and/or experiments to then review it.

3.5 Choice

A mixed-method approach is where the researcher makes the decision to incorporate at least one quantitative and qualitative method in the research to later analyse, evaluate and report on the findings under one study (Creswell, 1999). The most recognisable approach to mixing methods is through triangulation, (Patton, 1999) describes the aim of this strategy is to merge the differing strengths and weaknesses of both quantitative and qualitative methods to gain a better understanding of the research question. Using triangulation in this research will allow for increased credibility and range of findings.

3.6 Time Horizon 
The researcher will use a cross-sectional study, these studies are conducted over a short point of time and are usually used to estimate the most prevalent outcome of the interest of any given population being examined (Levin, 2006). Cross-sectional studies are cost effective, fast and can prove or debunk pre-existing assumptions.

3.7 Techniques: Data collection & Analysis 

3.7.1 Data collection

Primary data is collected from data that is specific to the research question being asked and at times the data gathered from researchers is then passed on to be reused by the general research population to use and then becomes secondary data (Joop J. Hox, 2005). The intent of the use of the primary research collected is that Human resource departments can access and utilise the findings for potential modifications in the recruitment process.  Leading primary research through an online survey is quick for researchers to access unlimited participants with corresponding characteristics despite possible geographical restrictions (Yun, 2005).  

3.7.2 Questionnaire & Literature Review Matrix

The online survey consists of 17 questions for the participants to answer, including both open and closed questions. The decision to include open questions in the survey was made at a later date to be able to gain a better understanding of the participants logic for their answers. (Schuman, 1966) put forward that following closed questions with open-ended ones encourages participants to refine their responses and ensure the authenticity of the closed questions. The closed questions provide participants with a multiple-choice style question and the open gives a text box for descriptive answers. 
Consideration was given to participants when designing the survey to ensure all ethical issues that could arise have been regarded and concerns surrounding privacy, consent, and confidentiality have been minimised. These concerns are communicated to participants before completing the survey and have no obligation to carry on with the survey if they do not wish to, for any reason. A sample of the questionnaire can be accessed below. 

[bookmark: _Hlk71716133]Table 3.1 Questionnaire & literature review matrix

	Questions in online survey
	References drawn from chapter 2

	Q1. What is your age?

Q2. What gender best fits you?

Q3. Are you currently employed?

Q4. If you are currently employed, are you in a manager's role in your place of work?

Q.5 In the last 12 months, have you taken part in a recruitment process?
	Questions 1-5 are for participants to provide general background information for further analysis and help locate potential patterns.





	Q6. what is most important to you when taking part in a recruitment process?

Q.11 Is the recruitment process important to you?

Q.12 Why is the recruitment process important to you? please state answer below:

Q.16 What do you expect to gain out of a recruitment process when applying for a job?
	Questions 6, 11, 12 & 16 was asked in order to gain a better understanding what potential candidate’s attitudes and expectations are:

Prior Research:
Corporate culture (Rynes, 1991), (Pierce, 2019)


	Q7. In the recruitment process, do you think innovative technology such as AI should be used?


	Question 17 was asked to gain insight into the participants view towards the inclusion of AI in recruitment and selection

Prior Research:
Future of recruitment (Nagaraj Ijari, 2019), (Major Players, 2019), (McHugh, 2019)
Impact of social media (Sinha, 2013), (Nikolaou, 2014), (Madia, 2011)

	Q8. What would put you off working for a company during their recruitment process?
Q.13 Does a company's recruitment & selection process impact on your first impressions?
	Question 8 &13 was asked to respondents to gain better understanding of what candidates do not expect to see during a recruitment process

Prior Research:
Diversity, Legal and ethical considerations (McLeod, 1996), (DFID, 2017), (Brand, 2008)
The Equality act (2010), (GOV)

	Q.9 if you have undergone recruitment & selection in the last 12 months, do you think COVID-19 impacted on the process?

Q.10 If yes, how has COVID-19 affected your recruitment & selection experience?
	Questions 9 & 10 were included to evaluate and provide clarity on the impact of the current COVID-19 Pandemic on the recruitment process

Prior Research:
(Faragher, 2020), (Arlington, 2020)


	Q.14 In general, do you think improvements need to be made to 
recruitment & selection processes?

Q.15 If yes, what are your recommendations for improvement?
	Questions 14 & 15 are open questions to provide personal recommendations on what areas need to be explored and improved in the process

Prior Research:
Recruitment Strategy (CIPD, 2020), (Ekwoaba, 2015), (James A. Breaugh, 2009)
Recruitment Theory (Sang, 2005), (Gamage, 2014), (Syed, 2012)

	Q.17 Thank you for taking time out of your day to complete this questionnaire. Any further comments or questions please leave below.
	Question 17 was included to encourage any additional information or opinions from respondents that could benefit the researcher



3.7.3 Pilot Study

Conducting a pilot study is beneficial to both the researcher and participants to ensure that the questionnaire provided is comprehensible and provides the researcher an opportunity to rework any errors found. Philosophy retrieved from Sidman (1960) suggests that pilot studies become an experiment only after it is tested and technical errors are highlighted for the researcher to adjust before it is released to the general public (Brink, 1998). To gain the best insight into the research question, a couple of questions were altered for participants improved understanding. 

3.7.4 Analysis
The data retrieved from the questionnaire will be analysed using the Likert scale and psychometrics. The Likert scale is applied to allow the researcher to measure human attitudes and is a recommended scale in psychometrics and is used commonly for both educational and social science research (Joshi, 2015). One the data from the questionnaire is analysed it will then be coded using the Statistical Package for the Social Sciences (SPSS) programme for extended analysis (Marston, 2009). 

3.7.5 Sampling

The goal population for this research is the general public, however since whole populations are too vast for this scale of study a reduced sample population has been used. Reducing the sample population is a commonly used technique by researchers due to the restrictions of both time and resources so instead apply a sampling technique (Taherdoost, 2016). The target sample size was a minimum of 100 respondents to ensure reliability and validity and in total 123 participants were documented. According to (Delice, 2008) survey research should consist of 100 samples for each key sub-group.
For the questionnaire Convenience sampling was used, and participants were selected based on being convenient suppliers of data for the researcher (Lavrakas, 2008). Using this sampling technique was based on easy accessibility to participants and geographical immediacy and additionally the inclination of the sample population to participate in the study (Ilker Etikan, 2016). 

3.7.6 Reliability & Validity

Reliability and validity are essential when undertaking research. Reliability relates to consistency of what is being measured and validity is the extent of what is correctly measured in a quantitative study (Roberta Heale, 2015). Questionnaires are considered reliable as it allows the researcher to ask a consistent set of questions to later analyse. 
To test the reliability of a questionnaire, the researcher can administer the questionnaire at two varied points in time and then test the extent of deviation that occurs (S M Saw, 2001). The reliability was tested through a pilot study which allowed any issues with the questionnaire to be rectified and in turn improve the reliability and validity of the research. 

3.7.7 Limitations

Possible limitations that could be faced with convenience sampling is the lack of generalizability, due to the generalizability being ambiguous there is risk of the convenience samples coming back biased  (Justin Jager, 2017). To eliminate the possibility of respondent bias in quantitative studies the research could opt for a random selection of participants (Smith, 2014). This was done by asking respondents to pass on the online survey link to at least 3 people they know to maximise generalizability and diversify the sample population further. 
An additional limitation is the risk of receiving socially desirable answers from respondents. Response bias derives from survey questions being answered a certain way without care of the content of a detailed item (Paulhus, 1991). To minimise this risk confidentiality has been assured to avoid these kinds of responses.   

3.7.8 Ethics 

As well as using valid research methods and methodology, it is essential for the researcher to consider the significance of ethical considerations surrounding the research in question (Fleming, 2018). When carrying out research concerning the general public, ethical considerations such as informed consent are mandatory. Obtaining informed consent requires participants being aware of what is needed from them, competency to give their consent and to be voluntary (Arifin, 2018).
The research has met the requirements of the UWTSD ethical standards and has received authorization from the co-ordinator and research supervisors through the completion of an ethics approval form (see Appendix 3). All participants of the study were on a voluntary basis, over the legal age of 18 and confidential. Security has been confirmed with the data collected being stored on one device with password protection enabled to reduce the possibility a breach. No psychological harm has or will come to participants in the research and the researcher retains no concerns.

3.8 Conclusion

This chapter successfully met the objective below:

To identify and apply a suitable research method and methodology to gain insight into the general public’s view on the recruitment and selection process and their opinions for further development of the recruitment sector for organisations 

This chapter was able to identify and justify the chosen research method, a mixed method approach incorporating both quantitative and qualitative data through the use of a questionnaire using a convenience sample. The subsequent chapter will both review and analyse the data collected from the study.












Chapter 4. Data Analysis
4.1 Introduction
 
[bookmark: _Hlk71292756]The preceding chapter identified and justified the research methods that will be used. This chapter’s aim is to satisfy the below objective:

To effectively analyse the data retrieved from the study of the general populations view and attitude towards the recruitment and selection process

A total of one hundred and twenty-three individuals participated in the online survey via Microsoft forms which was intended to gain further insight into the attitudes and opinions for the development of recruitment and selection for organisations. The data collected will be studied and presented in this chapter. 

4.2 Data Analysis 

It is collectively agreed that data when on its own holds little value, only when data is then translated it becomes useful and meaningful. The effectiveness of analysing data allows the researcher to spot patterns and interpret information to later be used to boost knowledge (Richmond, 2006). The data has been analysed using both Microsoft forms and an excel spreadsheet. The data collected from the closed questions will be further analysed using pie charts and for the qualitative data asked in the questionnaire these will be analysed using qualitative data coding software via Microsoft excel. 

4.3 Methods

The participants have been divided into sub age categories of 35+ and 35 and under as there is a significant age range between participants. Also, participants have been categorised as Male, female and other to support inclusion of the non-binary participants of the study and the survey has supported this by including gender/sex inclusive measurements. By actively involving these gender measures it will enforce the researcher’s ethical responsibility to their participants that they will be treated with respect and inclusivity (Jessica J Cameron, 2019). 
Additionally, the whole sample population has been categorised into whether or not they have been part of a recruitment process in the last 12 months to manage the participants that are having to recall their experiences with undergoing the process and whether COVID-19 had impacted on these experiences.

 4.4 Demographical and Descriptive Statistics

The online survey consisted of 123 respondents. These were made up of 32 males, 89 females, 1 non-binary and 1 participant who preferred not to classify their gender for the research. All participants were of legal age, all being 18 years of age and above. The online survey questionnaire was first distributed to participants via a link on the social media app WhatsApp to be accessed and passed on to 3 other people they knew. Unfortunately, this only tallied around 50 responses which lack representativeness, especially in the younger generation. The decision was made to draw more respondents through the social media platform Facebook which got the research up to 123 respondents and vast more representation for the younger recruits. 
Out of the 123 respondents, (56%) had not taken part in a recruitment process in the last 12 months compared to (44%) who had. Moreover, (58%) of participants were currently employed when completing the questionnaire, (14%) were currently unemployed and (1%) preferred not to confirm their current employment situation. When asked what position they were employed in (29%) were in a managerial role, (59%) were not in a manager’s role and the (11%) left were not applicable to answer as they were not currently employed.  

4.5 Statistical Analysis  

4.5.1 Pie Chart Survey Analysis for Quantitative data

To analyse the numerical data, a series of pie charts will be used to display the percentages from the respondents and underline the occurrence of varying results found in each category (questions). When it comes to categorical variables, the frequency distributions can be presented via graphs and tables which can consist of pie charts, bar charts and sector charts (Duqia, 2014).  
Pie charts were used for analysis of questions 1 ,2, 3, 4, 5, 6, 7 ,9, 11, 13 and 14. For reference to the questions list please see (Appendix 5).

Figure 4.1 and 4.2 displays the gender and age of participants taking part in the online survey, it can be drawn from the chart that there is a significantly larger representation of females compared to male participation and very limited representation from non-binary participants. Similarly, from figure 4.2 it shows that there is a larger representation of respondents 35 and under. 


[bookmark: _Hlk71715785]Figure 4.1: displays the age range between the participants in question 1. The chart highlights the percentage of younger respondents in comparison to the older. 

 
[bookmark: _Hlk71715798]Figure 4.2: displays the applicable genders of the respondents in question 2. The chat highlights the percentage of female participants compared to male.  

The next cluster of figures (figure 4.3, 4.4, 4.5) highlight the percentage of people who are currently employed, what position level they are employed and whether they have taken part in a recruitment process in the last 12 months. 

[bookmark: _Hlk71715820]Figure 4.3 shows the current employment situation of the participants at the time of completing the online survey in Question 3.


[bookmark: _Hlk71715839]Figure 4.4 shows the percentage of respondents that are employed in a managerial role compared to lower-level positions in Question 4. It is beneficial for the research that there is greater representation of the general, lower-level positions.

 

 
[bookmark: _Hlk71715857]Figure 4.5: represents the percentage of respondents who have taken part in a recruitment process in the last 12 months in question 5. Just little over half of respondents have not undergone one in the last 12 months. 
 
Figure 4.6 displays what participants in their own personal experience consider to be of most importance to them when taking part in a recruitment process (Q.6). The chart shows that the leading three important components are time, feedback, and values of the organisation.  








[bookmark: _Hlk71715876]Figure 4.6: Shows the percentages of what is most important to the 123 respondents in                    regard to question 6. 
Figure 4.7. highlights the participants attitudes towards introducing AI/Advanced technology into the recruitment process
 
[bookmark: _Hlk71715913]Figure 4.7: the chart shows that most respondents do not 28% of participants do not agree with using AI and half or respondents are not sure enough to comment.  

Figure 4.8 shows the percentage of respondents view on the current COVID-19 pandemic and its effect on the recruitment and selection process. 

[bookmark: _Hlk71715928]Figure 4.8: The pie chart highlights for question 9 that most respondents would agree that COVID-19 had an impact on the recruitment process they have experienced in the last 12 months. 

The final quantitative questions to be analysed from questionnaire are questions 11, 13, and 14. The combination of these questions were asked to participants to retrieve a greater insight into the common attitude towards these processes when being recruited for a position in an organisation.

[bookmark: _Hlk71720059]Figure 4.9: Reflects that the majority of respondents consider the recruitment process to be important to them personally in question 11. 


[bookmark: _Hlk71720041]Figure 4.10: Reflects that the majority of respondents first impressions of a company could be affected by their recruitment process in question 13.


[bookmark: _Hlk71720027]Figure 4.11: Reflects a close majority between respondents who do believe there needs to be improvement and who is not sure enough in their experience to comment. 

[bookmark: _Hlk71718542]4.5.2 Thematic Analysis/Coding using Excel for Qualitative data 

The analysis of qualitative data becomes challenging with the use of open-ended questions in questionnaires/online surveys. The researcher decided to include these style questions into the questionnaire to obtain more descriptive reasoning to the answers from the respondents pertain to the qualitative questions asked. Due to the researcher using open-ended questions the responses will be summarised, coded, and categorised using Microsoft excel. This kind of analysis involves identifying potential patterns and themes from the data collected and then utilising it to help report on the findings effectively (Callum Metcalfe, 2018). Braun and Clarke (2006) refer to this data analysis as Thematic analysis (Ronan Bree, 2016). 
Thematic analysis has been used to analyse the open-ended questions from the survey which are Questions 8, 10, 12, 15, 16, 17. For question reference please see (appendix 5).

Question 8. “What would put you off working for a company during their recruitment process?” was asked to 123 respondents and the data was analysed in excel and then put into word format to ease understanding (This has been done for all open-ended questions):

	Row Labels
	Sum of ID
	Sum of Theme 1: Time
	Sum of Theme 2: Poor organisation
	Sum of Theme 3: Culture/Values
	Sum of Theme 4: Communication

	A bad first impression with their employees at interview. 
	118
	
	
	
	

	A lack of information in job description, job profile, company profile, 
	22
	
	
	
	

	A rude or nasty boss/ manager 
	75
	
	
	
	

	Age, sex, and racial discrimination
	60
	
	
	1
	

	An unfriendly interviewer 
	8
	
	
	
	

	An unorganised interview
	115
	
	1
	
	

	Aptitude tests
	81
	
	
	
	

	Arrogance
	110
	
	
	
	

	Arrogant attitude
	7
	
	
	
	

	Asking for too much experience in an entry/graduate role
	55
	
	
	
	

	Basic info given, not clear salary when you ask, no opportunity to scale up
	85
	
	1
	
	1

	Coming across unprofessional 
	83
	
	
	
	

	Cover letter
	48
	
	
	
	

	Covid 
	50
	
	
	
	

	Delayed not helpful responses
	97
	1
	
	
	

	Delayed responses
	72
	1
	
	
	

	Delayed responses.
	30
	1
	
	
	

	Disorganisation 
	32
	
	1
	
	

	Exams where not relevant.
	14
	1
	
	
	

	Feeling just a number. An environment that does not allow me to show my best. 
	26
	
	
	
	1

	Hard questions that do not have anything to do with the job.
	23
	
	1
	
	

	Hours and times of shifts 
	73
	
	
	
	

	I led the recruitment process; I hope nothing put candidates off 
	3
	
	
	
	

	If their values were not in line with my own.
	9
	
	
	
	

	If it was a temporary post 
	43
	
	
	
	

	If it was complex and seemed pointless
	4
	
	
	
	

	If the place did not fit my vibe 
	47
	
	
	1
	

	If the recruitment process was based on your academic results alone. 
	59
	
	
	
	

	If there was obviously a preferred candidate that was guaranteed the job 
	5
	
	
	
	

	If they gave dodgy vibes and were clearly not being transparent 
	70
	
	
	
	

	If they tell you something different to what is in the job description.
	1
	
	
	
	

	If they were unethical
	37
	
	
	1
	

	Lack of communication
	44
	
	
	
	1

	Lack of communication 
	264
	
	
	
	4

	Lack of communication, lack of clarity on the role and progression
	114
	
	
	
	1

	Lack of communication/ not knowing what is going on 
	93
	
	
	
	1

	Lack of detail around job role, suggests it is not that important to the company
	82
	
	1
	
	

	Lack of ethical values
	19
	
	
	1
	

	lack of information
	182
	
	
	
	1

	Lack of interpersonal interaction 
	15
	
	1
	
	1

	Lack of organisation 
	100
	
	2
	
	

	Lack of respect to applicants.
	45
	
	
	1
	

	Lack of respect, unprofessionalism, bias, not family orientated
	11
	
	
	1
	

	Lack of rest rooms and facilities and poor breaks 
	121
	
	
	
	

	Long application forms
	20
	1
	
	
	

	Long complex application 
	103
	1
	
	
	

	Low pay 
	92
	
	
	
	

	Many interviews
	42
	1
	
	
	

	Money
	108
	
	
	
	1

	Never have experienced this
	49
	
	
	
	

	No clear regard for work-life balance, no mention of mental health considerations 
	63
	
	
	1
	

	No communication
	35
	
	
	
	1

	No communication 
	34
	
	
	
	1

	No interest in the employees/seeing their employees as “numbers” not people.
	69
	
	
	
	1

	No organisation 
	94
	
	
	
	1

	Not advertising a salary / slow response time
	67
	1
	
	
	

	Not being able to conduct a face-to-face interview    
	95
	
	
	
	

	Not being professional 
	24
	
	
	1
	

	Not enough information
	109
	
	
	
	

	Not getting back to me when they say
	38
	1
	
	
	

	Not having clear aims
	120
	
	
	
	

	Not providing clear guidelines 
	123
	
	
	
	

	Offering zero-hour contracts 
	53
	
	
	
	

	Outdated values
	90
	
	
	1
	

	Over complicated assessment that don't reflect the job.
	25
	
	1
	
	

	Poor communication 
	107
	
	
	
	

	Poor communication, disorganised, ambiguity around important details
	117
	
	
	
	1

	Poor organisation 
	100
	
	1
	
	

	Poor people skills
	33
	
	
	
	1

	Poor website
	86
	
	
	
	

	Rubbish communication 
	116
	
	
	
	1

	Rude / unwelcoming recruiter
	79
	
	
	
	

	Rude manners at interview, high staff turnaround
	57
	
	
	
	

	rudeness 
	56
	
	
	
	

	Rudeness.
	46
	
	
	
	

	Rushed recruitment process
	68
	1
	
	
	

	Self-importance of the interviewer 
	12
	
	
	1
	

	Situational awareness questions 
	80
	
	
	
	

	Slow response or no feedback
	119
	1
	
	
	

	Slow responses or responses that are half hearted
	102
	1
	
	
	

	Slow responses to questions/queries
	61
	1
	
	
	

	Spelling mistakes in the advert
	28
	
	1
	
	

	Taking a long time to complete the process 
	64
	1
	
	
	

	The recruitment building days with other applicants - that is a big no for me 
	96
	
	
	
	

	Them taking too long to follow up. (Longer than 2 Weeks)
	78
	1
	
	
	

	Time management 
	13
	
	
	
	

	Too long a process multiple interviews, having to take time off work. 
	17
	1
	
	
	

	Too many detailed fields to complete in the application process 
	91
	
	
	
	

	Too many people on the interviewing side and being too formal
	74
	
	
	
	

	Unclear communication 
	40
	
	
	
	1

	Unfairness
	21
	
	
	
	

	Unfriendly staff. Poor pay. Lack of opportunity for professional development.
	10
	
	
	1
	

	Unkindness 
	66
	
	
	
	

	Unorganised and low salaries 
	58
	
	1
	
	

	Unorganised, non-approachable
	65
	
	1
	
	

	Unorganised/slow responses 
	87
	1
	
	
	

	Unpleasant personalities 
	27
	
	
	1
	

	Unprofessional 
	84
	
	
	
	

	Unprofessionalism 
	89
	
	
	
	

	(blank)
	1274
	
	
	
	

	Grand Total
	
	17
	13
	12
	20


[bookmark: _Hlk71716164]
Table 4.1: The pivot table displays the reoccurring themes from the respondents. The main theme highlighted for Question 8 is Lack of communication with recruiters. 

Question 10. “If yes, how has COVID-19 affected your recruitment & selection experience?” was asked to the respondents who answered yes to question 9 and was analysed in excel:

	Row Labels
	Sum of ID
	Sum of Theme 1: Alternative interviews
	Sum of Theme 2: No physical contact
	Sum of Theme 3: Time
	Sum of Theme: Lack of recruiting

	 Initially lots of places halted their recruiting.  
	70
	
	
	
	1

	 unable to meet people in an interview situation
	3
	
	1
	
	

	Affected interview itself, which was online
	15
	1
	
	
	

	Are not able to host larger recruitment sessions 
	95
	
	
	
	

	Being unable to interview face to face and build a rapport
	9
	
	1
	
	

	Could not meet face to face, had to do a telephone interview 
	20
	1
	1
	
	

	Delayed my background checks.
	1
	
	
	1
	

	Delayed process, uncertainty around job stability 
	107
	
	
	1
	

	Did not like team’s interview felt intimidated
	35
	1
	
	
	

	Did not get to interview in person, had to do it from home.
	118
	1
	
	
	

	difficult to secure employment after graduating
	71
	
	
	
	1

	Everything online 
	103
	1
	
	
	

	Far greater competition due to fewer jobs/companies not expanding 
	90
	
	
	
	1

	Friends that have been interview have done it over Zoom
	4
	1
	
	
	

	Funding 
	64
	
	
	
	

	Gaining experience on the job
	58
	
	
	
	

	Had to do 4 interviews doing the process via video chat
	63
	1
	
	
	

	I had all my interviews online via video chat
	67
	1
	
	
	

	I had difficulty expressing myself with a mask on 
	24
	
	
	
	

	I have not myself ...but there have been a lack of jobs and posts due to the pandemic 
	121
	
	
	
	1

	Inability for face to face until final stage 
	13
	
	1
	
	

	Interview was short, sharp and over the phone. Felt like employers were less picky
	102
	
	
	1
	

	Interviews are remote more often than not and training is mostly done digitally also.
	78
	1
	
	
	

	Interviews online difficult to gage interaction / communication 
	40
	1
	
	
	

	Interviews online or on the telephone make it harder to get a ‘feel’ for the individual 
	86
	1
	1
	
	

	Interviews were held over zoom instead of face to face
	93
	1
	1
	
	

	It made me apply for the job due to be on furlough 
	119
	
	
	
	

	it's challenging to set an environment that allows candidates to do their best
	26
	
	
	
	

	late starting due to it being a retail store. (National lockdown) 
	75
	
	
	1
	

	Less opportunities 
	66
	
	
	
	1

	Limited training capabilities as have to be distances 
	57
	
	
	
	

	Made it much less personal
	28
	
	1
	
	

	Massive delays. No fault of theirs 
	81
	
	
	1
	

	Moved to online recruiting 
	19
	1
	
	
	

	Much less communication for jobs, more applicants, no feedback, more demanding 
	117
	
	
	
	

	N/A
	492
	
	
	
	

	No face to face 
	44
	
	2
	
	

	No face-to-face meetings 
	8
	
	1
	
	

	Not being called for interviews doing them on the phone.
	25
	1
	
	
	

	Only Skype interviews available. 
	30
	1
	
	
	

	Reduced hours
	68
	
	
	1
	

	Slower
	83
	
	
	1
	

	Still have not had certain tests which are required for the role 
	122
	
	
	
	

	The level of unemployment has increased due to the pandemic 
	41
	
	
	
	1

	The process is prolonged because they can only interview a few at a time 
	92
	
	
	1
	

	They have put people that are completely unsuited into a job role as we needed staff.
	116
	
	
	
	

	Time 
	113
	
	
	1
	

	Unable to do face to face
	34
	
	1
	
	

	Unable to meet in person. Candidates having trouble with technology during selection
	120
	
	1
	
	

	Video interview 
	38
	1
	
	
	

	Zoom calls instead of face to face
	87
	1
	1
	
	

	(blank)
	3975
	
	
	1
	

	Grand Total
	7626
	17
	13
	10
	6


[bookmark: _Hlk71716187]Table 4.2: Highlights the main themes from the respondents’ answers in question 10. The table highlights that the participants were most effected and challenged by alternative interviewing methods such as online/telephone interviews due to COVID-19. 

Question 12. ‘Why is the recruitment process important to you? please state answer below:’ was asked to the 123 respondents:

	Row Labels
	Sum of ID
	Sum of Theme 1: Values/culture
	Sum of Theme 2: Suitability
	Sum of Theme 3: Employee relations
	Sum of Theme 4: Feeback

	 good to see what a company is looking for in an individual 
	59
	
	1
	
	

	 I did not care about the process.
	70
	
	
	
	

	 if the process is not prepared out properly it can have a negative impact on the job beforehand. 
	52
	1
	
	
	

	 if their recruitment process is quality, you know the company will be too 
	67
	1
	
	
	

	Allows me to see how the company works 
	41
	1
	
	
	

	As without it, you would not be able to move around to other places & progress 
	100
	
	
	
	

	Because it gives you the feeling of fairness
	37
	1
	
	
	

	Because you can get to know the people in the company you plan to work for.
	46
	
	
	1
	

	Build a rapport with employers 
	112
	
	
	1
	

	By following a set process, you can ensure that proper procedures have been followed.  
	3
	1
	
	
	

	Change of career from my current to a more meaningful career
	81
	
	
	
	

	Checks if the candidate is a good fit for the company
	60
	
	1
	
	

	Clarity and fairness
	6
	
	
	
	

	Correct person for Job
	33
	
	
	
	

	Determining fairness within the Company
	12
	1
	
	
	

	Finding the right person to do the job in my line of work is extremely important.
	10
	
	1
	
	

	First impression of business would impact how hard I feel I would want to work for them
	107
	1
	
	
	

	Fresh starters to bring fresh ideas 
	34
	
	1
	
	

	Get a feel for the people you will be working with, the environment, etc
	79
	1
	
	1
	

	Get an idea of the type of environment I will be entering 
	58
	1
	
	
	

	Getting the right person for the job 
	21
	
	1
	
	

	Gives an insight into the company 
	98
	1
	
	
	

	Gives candidates the power to decide if they want to work for a company 
	82
	
	
	
	

	Gives you a ‘feel’ for the company you are considering working for 
	11
	1
	
	1
	

	Gives you a feel for the company & allows you to build relationships 
	63
	1
	
	1
	

	gives you a feel of the role/company you are going into
	71
	1
	
	
	

	Gives you a real feel for the company! 
	65
	1
	
	
	

	Gives you an insight into how the organisation/ business runs. 
	75
	1
	
	
	

	Gives you an insight into how they treat their employees 
	90
	1
	
	1
	

	Gives you an insight on who you will be working for.
	111
	1
	
	
	

	Gives you an insight to the business
	94
	1
	
	
	

	Good understanding of the new employees / employers - building the initial relationship 
	51
	
	
	1
	

	having a set process ensures a fair and equitable recruitment, getting the best person 
	5
	1
	
	
	

	Help support you in ensuring the job is for you 
	61
	
	1
	
	

	Helps understand how the company will treat you. 
	86
	1
	
	
	

	I like the recruitment process to be efficient, uncomplicated, and easy!
	91
	
	
	
	

	I need a new job
	35
	
	1
	
	

	I want to recruit the person that best suits our culture and team
	26
	1
	1
	
	

	If they cannot value people's efforts at recruitment 
	57
	1
	
	
	

	Importance of employing the most appropriate person for the role 
	120
	
	1
	
	

	Important to recruit the correct people 
	95
	
	1
	
	

	Important to show fairness for all candidates 
	44
	1
	
	
	

	It acts as introduction to the employer and an insight into the organisation as a whole.
	123
	1
	
	
	

	It allows for a feel of the company and their working ways.
	69
	1
	
	
	

	It allows me to see and learn more about the company.
	25
	1
	
	
	

	It ensures that you get the right person for the right role
	39
	
	1
	
	

	It gets me the job
	23
	
	
	
	

	It gives me a feel for the company I am going to work for 
	93
	1
	
	
	

	It gives me the opportunity to show that I would be a good worker
	24
	
	
	1
	

	It gives you a chance to know more about a new role 
	109
	
	
	
	

	It has to be fair
	4
	1
	
	
	

	It helps to ensure that applicants have a chance to show their qualities
	45
	
	
	
	

	It is a representation of the business’s professionalism 
	87
	1
	
	
	

	It is the first impression of the employer on you as the potential employee and vice versa.
	78
	1
	
	1
	

	It is the opportunity to see how well a company handles processes and staff 
	119
	1
	
	
	

	It is the start of your potential working experience with the company. First impressions count!
	114
	
	
	1
	

	It provides me and the successful interviewees with skills
	14
	
	
	
	

	It should assess whether candidates are fit for the job
	117
	
	1
	
	

	it’s the first initial contact you have with the company
	2
	
	
	
	

	It is the part that can really determine whether you get the role or not
	115
	
	1
	
	

	N/A
	164
	
	
	
	

	Proves what kind of work place you will be employed in 
	68
	1
	
	
	

	Provides an insight to the company and how they manage situations.
	80
	1
	
	
	

	Recruiting top quality staff
	19
	
	1
	
	

	Shows values of company 
	13
	
	
	
	1

	So that l can be assessed and improve myself 
	43
	
	
	
	1

	Tells a lot about an organisation 
	84
	1
	
	
	

	Tells me a lot about my prospective future employer
	102
	1
	
	1
	

	Tells me a lot about the employer and what they need/want from you. 
	118
	
	
	1
	

	Tells me a lot about what my role will be in the company 
	66
	
	
	
	

	To be fair
	20
	1
	
	
	

	To employ the right people in the right roles
	9
	
	1
	
	

	To ensure fairness and clarity 
	40
	1
	
	
	

	To find the best for the position available
	83
	
	1
	
	

	To find the right candidate
	22
	
	1
	
	

	To fit the right person to the right job
	27
	
	1
	
	

	To get an insight into the company and its values and how it treats people
	55
	1
	
	
	

	To know if the job is a good fit for you.
	1
	
	1
	
	

	To make sure the role is right for me
	38
	
	1
	
	

	To select the right candidate 
	8
	
	1
	
	

	To understand what a company needs when hiring new people 
	62
	
	1
	
	

	(blank)
	2785
	
	
	
	

	Grand Total
	7626
	38
	22
	12
	2



[bookmark: _Hlk71716211]Table 4.3: Highlights the importance of the recruitment process to the respondents. The majority of respondents agreed that it is important to gain a feel for the organisations values and culture where they could potentially be employed. 

Question 15. ‘If yes, what are your recommendations for improvement?’ was asked to respondents to specify in regard to their answers for Question 14.

	Row Labels
	Sum of ID
	Sum of Theme 1- Time
	Sum of Theme 2- Specification
	Sum of Theme 3- Diversity/Equality
	Sum of Theme 4- Feedback

	Again, it all comes down to communication and clarity!
	114
	
	
	
	

	Always tell the candidate if they are rejected and give them a reason or way to improve.
	70
	
	
	
	1

	Application forms to consider young people/many forms are designed for experienced workers 
	11
	
	1
	1
	

	Being extremely clear in demand, requirement, and expectations. 
	117
	
	1
	
	

	Better feedback/responses 
	90
	
	
	
	1

	Communication between departments, timely responses, and constructive feedback  
	37
	1
	
	
	1

	Companies need to be more detailed about job roles and what they want from prospective candidates.
	82
	
	1
	
	

	Easier application process online 
	86
	
	
	
	

	Faster process and let the individual know what is going on during every process
	58
	1
	
	
	

	Feedback from the recruiters 
	119
	
	
	
	1

	Feedback, time management, 
	13
	1
	
	
	1

	Follow ups directly, even if unsuccessful.
	78
	
	
	
	1

	For some jobs you do not know where to find the advert, they are not advertised properly.
	4
	
	1
	
	

	Going back to basics. Understanding the candidate rather than formulated questions.
	12
	
	
	
	

	Greater diversity in interviewing stage 
	91
	
	
	1
	

	Important to get right person for the right job - equality and diversity is so important 
	26
	
	
	1
	

	It is difficult to have set processes as dependant on the type of career being advertised.    
	5
	
	
	
	

	It should be taken more seriously, more of a process to go through
	116
	
	
	
	

	More feedback needs to be given 
	67
	
	
	
	1

	More opportunities should be given to show what you can do, an interview is a very limiting process. 
	10
	
	
	
	

	More rounded panel for interview 
	77
	
	
	
	

	More structure to them, giving everyone a chance 
	115
	
	
	
	

	More support. possibly a Recruitment manager/ specialist  
	75
	
	
	
	

	more timely manner
	71
	1
	
	
	

	N/a
	382
	
	
	
	

	Na
	83
	
	
	
	

	No removal of candidates based on volume
	32
	
	
	
	

	Not every recruitment process needs to be improved. But they should reflect the level of job appropriately.
	25
	
	
	
	

	People should buy into the person and not the qualification, everyone can learn the job
	110
	
	
	
	

	Questions on the actual role not just general questions 
	99
	
	
	
	

	Quicker 
	33
	1
	
	
	

	Refine the process - less stages, better feedback 
	84
	1
	
	
	1

	Remove the requirement for advertising posts when a person is already lined up for the job
	30
	
	1
	
	

	Remove the use of AI for scanning CV’s
	55
	
	
	
	

	Shift from paper to online. Focus on competences
	19
	
	
	
	

	Shortlisting process to be made easier
	34
	1
	
	
	

	Some employers can be over complicated whereas others have practically nothing. 
	3
	
	1
	
	

	Some organisations can take a horrendously long time to get you through the door
	118
	1
	
	
	

	Some organisations overcook the process by having opening rounds.   
	40
	1
	
	
	

	Speak to every person on the phone. Treat everyone equally when hiring 
	1
	
	
	1
	

	Specify what they expect from you during the interview / recruitment process 
	48
	
	1
	
	

	Tailored toward the specific job role rather than generic questions.
	80
	
	1
	
	

	They need to be more user friendly; a lot of recruitment processes are old and need to move with the times! 
	59
	
	
	
	

	They need to be slicker
	35
	1
	
	
	

	Time efficiency in getting through the process could be better
	2
	1
	
	
	

	Two stage interviews 
	57
	
	
	
	

	(blank)
	1903
	
	
	
	

	Grand Total
	4876
	11
	8
	4
	8



[bookmark: _Hlk71716230]Table 4.4: Highlights the reasoning behind the respondents who answered ‘yes’ to question 9. The majority of respondents universally agreed that time management needs to me improved in the recruitment process, the need for it to be swifter. 

Question 16. ‘What do you expect to gain out of a recruitment process when applying for a job?’ was asked to participants in correspondence with question 15. 

	Row Labels
	Sum of ID
	Sum of Theme 1: Job/Company
	Sum of Theme 2: Honesty
	Sum of Theme 3: Experience
	Sum of Theme 4: Feedback

	A challenge in order to gain experience
	114
	
	
	1
	

	A clear understanding of the role 
	40
	1
	
	
	

	A clearer understanding of the role I am applying for and the company's values.
	78
	1
	1
	
	

	A fair chance of getting the job (as a candidate) the best person for the job (employer)
	3
	1
	1
	
	

	A feel for the workplace, run down of the role etc 
	100
	1
	
	
	

	A fresh experience that is not generated by the latest recruitment. Trend
	12
	
	
	1
	

	A good knowledge of the role and company
	38
	1
	
	
	

	A good understanding of the company 
	4
	1
	
	
	

	A good understanding of the company/trust that I will hopefully work for
	102
	1
	
	
	

	A smooth process while looking for candidates 
	92
	
	
	
	

	A transparent and fair process
	5
	
	1
	
	

	A valuable learning experience 
	39
	
	
	1
	

	Aim to get the position and feedback success or fail
	19
	
	
	
	1

	An honest process with an honest outcome. a fair opportunity I would be happy 
	26
	
	1
	
	

	An idea of what working for the company is like
	112
	1
	
	
	

	An informed insight of what exactly will be expected of me in the role
	2
	1
	
	
	

	An insight into the role and what the expectations are within the role.
	118
	1
	
	
	

	An insight to the firm.
	25
	1
	
	
	

	An opportunity to give a good impression and show my suitability 
	45
	
	
	1
	

	An understanding of the job - pay benefits.
	1
	1
	
	
	

	Any type of feedback
	83
	
	
	
	1

	Application and interview experience along with feedback if unsuccessful.
	44
	
	
	1
	1

	Background of the company
	7
	1
	
	
	

	Better understand of the role and what is expected of me 
	64
	1
	
	
	

	Better understanding of role, duties and team
	15
	1
	
	
	

	Better understanding on where I can approve
	111
	
	
	
	

	Clear feedback on what was done well / how to improve next time 
	63
	
	
	
	1

	Clear information on the position applied for
	22
	1
	
	
	

	Communication along the way
	35
	
	
	
	

	Confidence 
	48
	
	
	1
	

	Confidence about your ability to perform a job. Feedback related to how you can improve ‘selling yourself’
	82
	
	
	
	1

	Confidence, feedback, feeling comfortable 
	65
	
	
	
	1

	Develop interview skills. Good feedback on how to improve. 
	10
	
	
	1
	1

	Effectively informed and updated on process
	123
	
	1
	
	

	Equality and fairness 
	66
	
	1
	
	

	Experience 
	261
	
	
	3
	1

	Experience and feedback if unsuccessful 
	32
	
	
	
	1

	experience and knowing what to change with feedback 
	73
	
	
	1
	1

	Experience for interviews
	119
	
	
	1
	

	Experience in communication 
	120
	
	
	1
	

	Experience overall 
	81
	
	
	1
	

	Experience, feedback, and a potential job.
	80
	
	
	1
	1

	Experience, knowledge, relationships 
	77
	1
	
	1
	1

	Fairness
	21
	
	1
	
	

	Fairness, ease of application and a timely response 
	37
	
	1
	
	

	Feedback
	58
	
	
	
	1

	Feedback 
	92
	
	
	
	2

	Feedback at the end
	74
	
	
	
	1

	Feedback at the end of the process
	29
	
	
	
	1

	Feedback for areas to develop or improve upon.
	14
	
	
	
	1

	Feedback I can use 
	62
	
	
	
	1

	Feedback, frequent updates 
	84
	
	1
	
	1

	Feedback, timely responses to questions and follow-up questions. Clear communication.
	91
	
	
	
	1

	Feedback.
	30
	
	
	
	1

	Feedback/response 
	90
	
	
	
	1

	Feeling positive afterwards.
	46
	
	
	1
	

	Full job description. The candidate they are looking for. The benefits the company offers.  
	41
	1
	
	
	

	Good understanding of the role and what is expected of you 
	51
	1
	
	
	

	Honest feedback 
	122
	
	
	
	2

	Honesty 
	107
	
	1
	
	

	Honesty. Stability 
	53
	
	1
	
	

	I expect professionalism, transparency, and courtesy
	9
	
	1
	
	

	I good understanding of the job 
	93
	1
	
	
	

	Information and quick selection
	33
	1
	
	
	

	Information on job role, quick feedback on how you present yourself 
	94
	1
	
	
	1

	Information to support interview and selection
	28
	
	
	
	

	Insight into company operations
	8
	1
	
	
	

	Insight into the job itself, and the company’s ethics
	60
	1
	1
	
	

	Insight, advice, feedback, and respect. 
	75
	1
	1
	
	1

	Interview experience
	106
	
	
	1
	

	Just a job?
	70
	
	
	
	

	Knowledge about the job, what the role intends. 
	52
	1
	
	
	

	Knowledge of the company and management style
	57
	1
	
	
	

	Knowledge of the company you are trying for a job with
	121
	1
	
	
	

	Knowledge of the role
	42
	1
	
	
	

	learning experience i.e., feedback and improvement 
	71
	
	
	
	1

	Nothing
	23
	
	
	
	

	Plenty of feedback 
	17
	
	
	
	1

	Reliable, transparent communication and clear indicators of proceedings
	117
	1
	
	
	

	Support
	61
	
	
	
	1

	The correct and clear information, experience, and a lot of knowledge. 
	69
	1
	
	1
	

	The feeling of confidence but I also expect to feel comfortable
	115
	
	
	
	

	The job
	20
	
	
	
	

	The job 
	43
	
	
	
	

	Timely responses
	55
	
	
	
	

	To ascertain if the company is ‘right for me’ 
	11
	1
	
	
	

	To be kept up to date all along the way 
	34
	
	1
	
	

	To learn about the company.
	24
	1
	
	
	

	To learn the role and information of the workplace
	68
	1
	
	
	

	True representation of the company 
	13
	1
	1
	
	

	Truthful feedback
	110
	
	
	
	1

	Unsure
	116
	
	
	
	

	(blank)
	2053
	
	
	
	

	Grand Total
	7626
	35
	16
	19
	31



[bookmark: _Hlk71716254]Table 4.5: Represents what respondents expect to gain out of a recruitment process. the main theme’s highlighted are a greater insight into the company and job role and feedback whether successful/unsuccessful.
Question 17.  ‘Thank you for taking time out of your day to complete this questionnaire. Any further comments or questions please leave below.’ The final question was included to thank participants for their participation and any further comments. This gained 9 responses. 

	Thank you for taking time out of your day to complete this questionnaire. Any further comments or questions please leave below.
	Theme 1: AI
	Theme 2: Feedback
	

	It would be nice to receive more training on the recruitment process, with what AI are available to help with the process.
	1
	
	

	I prefer application forms that can be completed online
	1
	
	

	The use of IT is playing a bigger and more important part in the recruitment process
	1
	
	

	At each stage of the process tell candidates if they are still in or not
	
	1
	

	Good luck!!
	
	
	

	Na
	
	
	

	No problem, good luck!!
	
	0
	



Table 4.6: Shows additional comments left by respondents. The table highlights the recommendation of applying more technology e.g., AI into the process.

4.6 Discussion 

The study in question’s leading aim was to probe the general populations view and attitudes towards the current recruitment and selection process and through their first-hand experiences retrieve the knowledge as to why these recruitment processes are imperative to the candidates and in their own words how organisations could further improve and invest for a better/well-rounded experience for all parties involved. Prior research by (CIPD, 2020., Ekwoaba, 2015., Gamage, 2014.) has confirmed that there is a direct relation between the recruitment process and the performance of an organisation. This study provides organisations with a personal insight into the current expectations of recruitment from both candidate and employer and will give organisations the ability to meet the needs of the constantly evolving labour market. 
Firstly, taking a look at the generical questions asked to respondents at the beginning of the questionnaire. Question 1 and 2 involves the participants gender and age, after the analysis the statistics revealed that there was a significant percentage difference between the age of respondents with 48% being aged between 18-25. For the research it is beneficial to gain a better understanding of what the younger population expect from a recruitment process as they are the upcoming generation and will take up a large percentage of the job applicant pool. Additionally, the younger population are less to be expected to of taken part in a recruitment process and can provide fresh or alternative recommendations that may not have been considered previously or to update out of touch methods with millennials.
In terms of gender, 72% of females made up the pool of respondents in the questionnaire. This percentage clearly reflects a lack of representation of male’s attitudes for the research, however it is food for thought that this could be due to female candidate’s caring more about the recruitment process than their male counterparts. Despite the possibility, this theory is unlikely as previous research conducted has proven that web surveys general highest response rate is from males compared to females (Georgette Yetta, 2010). 2 attempts were made to gain a more well-versed population sample however these attempts still largely gained the attention and response from the female population. For future research, the questionnaire design could be altered to attract more to the male population as well.
The main theme across the data analysis retrieved from questions 6, 12 and 16 was the values and corporate culture of the organisation that they may potentially be employed. This result corresponds with prior research that an organisation’s image and corporate culture can be advertised as one of the benefits of working for a given company and can be used to attract candidates to a potential role and retain the successful recruits (Pierce, 2019., Rynes, 1991.). If an organisation is not active in their efforts of upholding desirable values and culture in the workplace then they are likely to lose out to competitors as this is a collectively important aspect to most employees. Question 13 illustrates that 77% of participants in the study agreed that the recruitment process would in fact impact on their first impressions of the company they are applying for. The recruitment and selection stage are a perfect opportunity for organisations to reinforce and highlight its company culture and why these potential candidates want to work for the organisation. 
This leads to another reoccurring theme in the data analysis and that is the desirability of proper diverse, ethical, and fair practices in both the organisation and the recruitment process. Arguably, the recruitment process is of great importance as it is the first impression that candidates have of the organisation and people they will be working for and if these issues are not incorporated or if an organisation does not care for these matters, then why should the candidate. Organisations can look to value based recruitment strategy for help in developing their process as it is more crucial than ever for organisations to preserve their staff and for their workforce to be satisfied due to the unparalleled times of the COVID-19 pandemic.
This leads us to the analysis of the impact of COVID-19 on the recruitment experience. Question 9 shows that 45% of respondents believe that COVID-19 had a direct impact on the recruitment process and a further 25% believe that it might of but can not confirm for certain. Question 10 asked respondents to clarify their reasoning and the main impact found was the use of alternative interviewing due to social distancing regulations via online/telephone interviews. Research has suggested that the change to online recruiting has been a positive one with convenience and less time restraints (Harper, 2020). However, the same enthusiasm was not shared from participants in question 10 and find online interviews less personable and the difficulty of selling yourself via teams. There is a clear disconnect on previous research compared to this study and it is recommended to organisations potentially communicate with their recruits more to not be out of touch with the general consensus, E.g., Ask for specific feedback from participants at the end of each recruitment stage about how they feel about the changes and what you can do as an organisation to make the experience more pleasant.
Finally, Question 7 was asked to assess participants feelings towards the use of AI/Advanced technology in recruitment. It was predetermined by the researcher that the participants would welcome the use of AI into the process especially the younger population, yet the analysis showed that a larger percentage with 28% did not agree with the use of AI and half or participants not being sure where they stand on this. Research into the future of recruitment has already confirmed the use of technology and automation due to the rapid advances and for organisations to remain profitable (Nagaraj Ijari, 2019., McHugh, 2019).   

4.7 Conclusion

This chapter has completed the third objective of:
To effectively analyse the data retrieved from the study of the general populations view and attitude towards the recruitment and selection process
To conclude this chapter, the findings from the data analysis have been examined in depth above and can be presented in accordance with previous research done surrounding the research question. 
This chapter has analysed the data successfully and extensively explored participants views towards the recruitment and selection process and recommendations for further development. The final chapter will satisfy the remaining objectives for this research and provide appropriate recommendations and findings for future research.













Chapter 5. Conclusion & Recommendations

5.1 Introduction

The earlier chapter gathered and analysed the data from the study conducted. This was done by drawing light to the main findings of the study and meeting the third objective for this research. This chapter will aim to achieve the final objectives which are:
To fully comprehend the implications that may arise when conducting research and be able to provide appropriate recommendations
And
To emphasize possible routes for extended investigation, whilst providing limitations that were present in the current study

Additionally, this chapter will include sections of discussion and self-reflection of the research and researcher.   

5.2 Main Findings

One of the initial findings from this study was the recurring theme throughout the questions asked to participants where the majority of them held high expectations for a company’s culture and values they hold when deciding whether they would want to be employed at that given organisation. The study found that during the recruitment and selection process, 77% of respondents stated that the recruitment stage will or can impact on their first impressions of the organisation as a whole. This percentage certainly reflects the younger generations want and need to work for organisations that are committed to an ethical working environment. This further coincides with previous research of millennials where they want to work for organisations that have a good impact on their surrounding environment (Jenkin, 2015). 
Further findings from the study were the impact that the current COVID-19 pandemic has had on job candidates and the recruitment process. Due to these uncertain times, society has been forced to find alternative means whilst keeping in line with social distance regulations. Due to this, nearly all job candidates have had to endure alternative recruitment processes mainly via online interviews. This has certainly had a negative impact on the recruiters and recruit’s ability to build personable relationships and get a proper feel for the organisation and the candidate. 
The final main finding was the reluctancy from respondents about the application of advanced technology into the recruitment process such as AI. The majority of respondents either voted against technology being used or were not sure enough to comment on whether it should be used. This was dissimilar to the predictions of the researcher as it was anticipated that candidates would embrace the technological advantage, especially as in today’s society technology is involved in virtually all parts of our private and professional lives.

5.3 Implications

When carrying out research, implications should be detailed and justified whenever necessary. Generally, just recommending ‘further research’ Is simply not informative enough to be useful and should be avoided (EPOC, 2019).  
Implications that have be found is the unforeseen inconsistency of representativeness from the sample population. Despite two attempts to gain a more general and fair representation of the respondents, female participants dominated with 72% compared to males and nearly half of respondents were ages 18-25. To gain a fair sample the population sample should represent valid estimates of the sample population being studied (Kukull, 2012). For future research it may be applicable to rethink the study design to amend this. 
Extending on this, the implication with the study design also arises with the issue of respondents understanding what the question is asking them for. This was observed in Questions 7, 9, and 14 where respondents answered, ‘I don’t know’ or ‘I’m not sure’. Research has proposed that when respondents opt for the ‘I don’t know’ answer in surveys/questionnaires, it is due to a lack of subjective memory in relation the question being asked (Beatty P, 1998). This is unfortunate for the researcher as it limits the responses that can be used to either support or separate from the hypothesis. 

5.4 Recommendations    

Now the study has been concluded, appropriate recommendations can be put forward. In regard to the importance of cultural/ethical values and good business practice to organisations potential candidate pools, employers should look into strategizing their recruitment process to meet these needs. As touched upon in the previous chapter, organisations could benefit from introducing value-based recruitment strategy into their recruitment efforts. A value-based strategy involves finding the right candidate to fit into the culture of the workplace and when applied effectively can help to sustain or even create a workforce which holds values, ethics, and culture to as a key priority (Consilium Research and Consultancy ltd, 2016).  
Investing in a value-based recruitment strategy will show candidates that your organisation upholds its values and good business practices to a high standard and will prove to be a good return on investment for organisations as the recruitment stage is the initial first impression for both employer and candidate. Additionally, showing your corporate culture and values in the recruitment process will allow candidates to decide whether they would be a good fit in line with the specific values of the company or not and this will in turn save time, cost, and retention levels for the organisation.
In linking the use of technology and the impact of COVID-19 on the effectiveness of the recruitment and selection process, organisations could utilise these recommendations to make the experience more enjoyable for the potential candidates. There is no doubt that the COVID-19 pandemic is not going anywhere and the shift to online interviews looks like it is going to be sticking around at least for the time being. There are two recommendations for the recruitment process. One recommendation is that if time/scheduling permits it is to keep online interviewing 1-1 rather than virtual group interviews. This 1-1 contact will permit both parties to develop a more personal relationship without any distractions that might occur during group team interviews e.g., Background noise & signal issues. 
Secondly, it is recommended that hiring managers provide candidates beforehand with a checklist of what they need to prepare for the virtual interview, this is likely to be many candidates first time using online software for interviewing. For the employer, it is important to always be transparent and would be beneficial to candidates if you were to share what your online recruitment process entails (email a run-through to candidates) so they know what to expect (Natural HR, 2020).

5.5 Limitations

The study in question is faced with various limitations. Research limitations reveal weaknesses rooted in the design of the research that can influence the findings and conclusions of said research (Paula T. R, 2019). 
One of the major limitations of this research is that of the COVID-19 pandemic and this affected the initial research design that the researcher intended. The research was supposed to use a mixed method of both an online survey/questionnaire and a series of semi-structured interviews in person. Due to the social distancing regulations this was not able to be carried out and the researcher made the decision to instead just carry out the online survey with the inclusion of some open-ended questions for qualitative responses. The decision to mainly gather quantitative data may have affected the scope of the research findings. 
A further limitation is the use of convenience sampling for the research. According to (Ilker Etikan, 2016) convenience sampling is limited in representing the population uniformly, where the sample population chosen for the research may not be relevant in aiding the research problem which presents the risk of low-quality data. Two attempts with the distribution of the questionnaire to ensure the research gained a broad representation of the public. However, it must be noted that the research could have reached a more comprehensive population sample. 
The research was faced time constraints. The research collected is for an undergraduate degree dissertation and as a result the research needed to be collected, analysed, and presented within a few months period. Despite restraints the questionnaire achieved the desired number of respondents of 123, when the minimum needed was 100. 
Lastly, the possibility of receiving socially desirable answers. Social desirability in research is the inclination of a few respondents to respond to a question how they believe the researcher/society want them to in comparison to their actual answer (Lavrakas, 2008). To avoid this from happening, the researcher ensured respondents that their participation will be completely confidential.

5.6 Extended Research

For future research into the recruitment sector, it would be proved valuable for an accumulation of qualitative. This can be done through virtual interviews or semi-structured interviews for example as intended for this current research. By conducting more qualitative research it will equip researchers with far more in depth and detailed responses as to what exactly makes the recruitment process so important to the potential candidates. Additionally, more qualitative data will allow for a deeper understanding of what is expected or could be improved for organisations to take on board and improve their recruitment and selection process to maximise results. 
It would be noteworthy for future research to ask respondents whether or not they work in the public or private sector. There have been some prior research surrounding this found that the public sector is much less active in their recruitment efforts with little job advertisements and direct applications (Codruta Osoain, 2014).  It would be interesting to understand the relationship of recruiting and these two sectors and why there is such a difference when it comes to recruitment and selection and their endeavours.
Finally, it would be beneficial to see similar researcher done with a more representative sample of the male and older population and gain their views towards the importance of a recruitment process and compare to the findings of this study. From this, various research could be conducted to compare and contrast the views of male and female, and the younger generations approaches compared to the older and traditional generations. 

5.7 Achieving the Objectives

This research has achieved all the objectives:

1. To highlight why strategic recruitment methods are required
And
2. To establish what recruitment methods preserve the best engagement levels and return on the company’s investment

These objectives were achieved by carrying out an extensive literature review. The contemporary research aim was to extend on pre-existing research and collect data from the general public into why they care about the recruitment component of their employment and what they expect from the experience. 

3. To identify and apply a suitable research method and methodology to gain insight into the general public’s view on the recruitment and selection process and their opinions for further development of the recruitment sector for organisations 

The third objective of the research was achieved by utilising (Saunders, 2009) research onion to help choose the appropriate research methodology to achieve the best result from the data collection. Due to unforeseen circumstances with COVID-19, the research just carried out an online survey/questionnaire using a mixture of both quantitative and qualitative questions. The questionnaire was design to gain informative answers into the importance of the recruitment strategy. The researcher opted for a deductive, mixed method approach for the research. 

[bookmark: _Hlk71635409]4. To effectively analyse the data retrieved from the study of the general populations view and attitude towards the recruitment and selection process 

This was achieved by using pie chart analysis of the quantitative responses from respondents and the percentages then analysed to determine the highest response from the given question. For the qualitative aspect of the data used analytical software via Microsoft excel to code/theme the descriptive responses to detect the main themes to analyse. Once the data had been coded, it was tallied using a pivot table to see the most frequent theme from respondents’ answers.

[bookmark: _Hlk71635427]5. To fully comprehend the implications that may arise when conducting research and be able to provide appropriate recommendations
And
[bookmark: _Hlk71635446]6. To emphasize possible routes for extended investigation, whilst providing limitations that were present in the current study   

These objectives were achieved by considering possible implication and limitations that could arise throughout the research. Through this, recommendations and avenues for extended research could then be put forward for future researchers and organisations to use to evaluate the importance of having a strategic recruitment plan in place and what these plans should involve securing the best return on investment. (Ilker Etikan, 2016).

5.8 Self reflection

The interest of the researcher surrounding this topic has derived from studying Business management (HR management) at university and developed the initial interest of the recruitment industry from family members who work in that sector. The researcher wanted to evaluate the relationship between having a strategic recruitment plan and the performance for organisations and their return on investment. 
Throughout the time spent on this research, the researcher has developed new skills of critical thinking, using coding software, adapting to unprecedented changes and resistance. Moving forward, the researcher hopes that this research can be used by organisations to develop their recruitment strategy and maximise their efforts after witnessing the importance of this to potential candidates.  

5.9 Conclusion

To conclude this study, all of the objectives of this research have been satisfied and appropriate recommendations have been put forward for future use. The researcher has discovered links between a company’s culture and their first impressions at the recruitment stage, the negative impact of COVID-19 and the hesitancy of the general public to endorse the use of technological advancements in the recruitment sector. 
This research has confirmed why organisations, if not already need to develop and invest in their recruitment methods if they wish to stay in touch with modern standards of today’s labour market. 
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7. Appendices
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[bookmark: _Hlk71716634]7.2 Appendix 2 – Pie chart analysis 

Figure 4.1: displays the age range between the participants in question 1. The chart highlights the percentage of younger respondents in comparison to the older. 

 
Figure 4.2: displays the applicable genders of the respondents in question 2. The chat highlights the percentage of female participants compared to male.  

Figure 4.3 shows the current employment situation of the participants at the time of completing the online survey in Question 3.


Figure 4.4 shows the percentage of respondents that are employed in a managerial role compared to lower-level positions in Question 4. It is beneficial for the research that there is greater representation of the general, lower-level positions.

 

 
Figure 4.5: represents the percentage of respondents who have taken part in a recruitment process in the last 12 months in question 5. Just little over half of respondents have not undergone one in the last 12 months. 









Figure 4.6: Shows the percentages of what is most important to the 123 respondents in                    regard to question 6. 
Figure 4.7. highlights the participants attitudes towards introducing AI/Advanced technology into the recruitment process
 
Figure 4.7: the chart shows that most respondents do not 28% of participants do not agree with using AI and half or respondents are not sure enough to comment. 
Figure 4.7 shows the percentage of respondents view on the current COVID-19 pandemic and its effect on the recruitment and selection process. 
Figure 4.7: The pie chart highlights for question 9 that most respondents would agree that COVID-19 had an impact on the recruitment process they have experienced in the last 12 months. 

Figure 4.8: Reflects that the majority of respondents consider the recruitment process to be important to them personally in question 11. 


Figure 4.9: Reflects that the majority of respondents first impressions of a company could be affected by their recruitment process in question 13.


Figure 4.10: Reflects a close majority between respondents who do believe there needs to be improvement and who is not sure enough in their experience to comment. 

[bookmark: _Hlk71716606]7.3 Appendix 3 – Pivot Tables for Qualitative analysis
	Row Labels
	Sum of ID
	Sum of Theme 1: Time
	Sum of Theme 2: Poor organisation
	Sum of Theme 3: Culture/Values
	Sum of Theme 4: Communication

	A bad first impression with their employees at interview. 
	118
	
	
	
	

	A lack of information in job description, job profile, company profile, 
	22
	
	
	
	

	A rude or nasty boss/ manager 
	75
	
	
	
	

	Age, sex and racial discrimination
	60
	
	
	1
	

	An unfriendly interviewer 
	8
	
	
	
	

	An unorganised interview
	115
	
	1
	
	

	Aptitude tests
	81
	
	
	
	

	Arrogance
	110
	
	
	
	

	Arrogant attitude
	7
	
	
	
	

	Asking for too much experience in an entry/graduate role
	55
	
	
	
	

	Basic info given, not clear salary when you ask, no opportunity to scale up
	85
	
	1
	
	1

	Coming across unprofessional 
	83
	
	
	
	

	Cover letter
	48
	
	
	
	

	Covid 
	50
	
	
	
	

	Delayed not helpful responses
	97
	1
	
	
	

	Delayed responses
	72
	1
	
	
	

	Delayed responses.
	30
	1
	
	
	

	Disorganisation 
	32
	
	1
	
	

	Exams where not relevant.
	14
	1
	
	
	

	Feeling just a number. An environment that doesn't allow me to show my best. 
	26
	
	
	
	1

	Hard questions that don't have anything to do with the job.
	23
	
	1
	
	

	Hours and times of shifts 
	73
	
	
	
	

	I led the recruitment process; I hope nothing put candidates off 
	3
	
	
	
	

	If their values were not in line with my own.
	9
	
	
	
	

	If it was a temporary post 
	43
	
	
	
	

	If it was complex and seemed pointless
	4
	
	
	
	

	If the place did not fit my vibe 
	47
	
	
	1
	

	If the recruitment process was based on your academic results alone. 
	59
	
	
	
	

	If there was obviously a preferred candidate that was guaranteed the job 
	5
	
	
	
	

	If they gave dodgy vibes and were clearly not being transparent 
	70
	
	
	
	

	If they tell you something different to what is in the job description.
	1
	
	
	
	

	If they were unethical
	37
	
	
	1
	

	Lack of communication
	44
	
	
	
	1

	Lack of communication 
	264
	
	
	
	4

	Lack of communication, lack of clarity on the role and progression
	114
	
	
	
	1

	Lack of communication/ not knowing what is going on 
	93
	
	
	
	1

	Lack of detail around job role, suggests it is not that important to the company
	82
	
	1
	
	

	Lack of ethical values
	19
	
	
	1
	

	lack of information
	182
	
	
	
	1

	Lack of interpersonal interaction 
	15
	
	1
	
	1

	Lack of organisation 
	100
	
	2
	
	

	Lack of respect to applicants.
	45
	
	
	1
	

	Lack of respect, unprofessionalism, bias, not family orientated
	11
	
	
	1
	

	Lack of rest rooms and facilities and poor breaks 
	121
	
	
	
	

	Long application forms
	20
	1
	
	
	

	Long complex application 
	103
	1
	
	
	

	Low pay 
	92
	
	
	
	

	Many interviews
	42
	1
	
	
	

	Money
	108
	
	
	
	1

	Never have experienced this
	49
	
	
	
	

	No clear regard for work-life balance, no mention of mental health considerations 
	63
	
	
	1
	

	No communication
	35
	
	
	
	1

	No communication 
	34
	
	
	
	1

	No interest in the employees/seeing their employees as “numbers” not people.
	69
	
	
	
	1

	No organisation 
	94
	
	
	
	1

	Not advertising a salary / slow response time
	67
	1
	
	
	

	Not being able to conduct a face-to-face interview    
	95
	
	
	
	

	Not being professional 
	24
	
	
	1
	

	Not enough information
	109
	
	
	
	

	Not getting back to me when they say
	38
	1
	
	
	

	Not having clear aims
	120
	
	
	
	

	Not providing clear guidelines 
	123
	
	
	
	

	Offering zero-hour contracts 
	53
	
	
	
	

	Outdated values
	90
	
	
	1
	

	Over complicated assessment that do not reflect the job.
	25
	
	1
	
	

	Poor communication 
	107
	
	
	
	

	Poor communication, disorganised, ambiguity around important details
	117
	
	
	
	1

	Poor organisation 
	100
	
	1
	
	

	Poor people skills
	33
	
	
	
	1

	Poor website
	86
	
	
	
	

	Rubbish communication 
	116
	
	
	
	1

	Rude / unwelcoming recruiter
	79
	
	
	
	

	Rude manners at interview, high staff turnaround
	57
	
	
	
	

	rudeness 
	56
	
	
	
	

	Rudeness.
	46
	
	
	
	

	Rushed recruitment process
	68
	1
	
	
	

	Self-importance of the interviewer 
	12
	
	
	1
	

	Situational awareness questions 
	80
	
	
	
	

	Slow response or no feedback
	119
	1
	
	
	

	Slow responses or responses that are half hearted
	102
	1
	
	
	

	Slow responses to questions/queries
	61
	1
	
	
	

	Spelling mistakes in the advert
	28
	
	1
	
	

	Taking a long time to complete the process 
	64
	1
	
	
	

	The recruitment building days with other applicants - that is a big no for me 
	96
	
	
	
	

	Them taking too long to follow up. (Longer than 2 Weeks)
	78
	1
	
	
	

	Time management 
	13
	
	
	
	

	Too long a process multiple interviews, having to take time off work. 
	17
	1
	
	
	

	Too many detailed fields to complete in the application process 
	91
	
	
	
	

	Too many people on the interviewing side and being too formal
	74
	
	
	
	

	Unclear communication 
	40
	
	
	
	1

	Unfairness
	21
	
	
	
	

	Unfriendly staff. Poor pay. Lack of opportunity for professional development.
	10
	
	
	1
	

	Unkindness 
	66
	
	
	
	

	Unorganised and low salaries 
	58
	
	1
	
	

	Unorganised, non-approachable
	65
	
	1
	
	

	Unorganised/slow responses 
	87
	1
	
	
	

	Unpleasant personalities 
	27
	
	
	1
	

	Unprofessional 
	84
	
	
	
	

	Unprofessionalism 
	89
	
	
	
	

	(blank)
	1274
	
	
	
	

	Grand Total
	
	17
	13
	12
	20



Table 4.1: The pivot table displays the reoccurring themes from the respondents. The main theme highlighted for Question 8 is Lack of communication with recruiters. 
	Row Labels
	Sum of ID
	Sum of Theme 1: Alternative interviews
	Sum of Theme 2: No physical contact
	Sum of Theme 3: Time
	Sum of Theme: Lack of recruiting

	 Initially lots of places halted their recruiting.  
	70
	
	
	
	1

	 unable to meet people in an interview situation
	3
	
	1
	
	

	Affected interview itself, which was online
	15
	1
	
	
	

	Are not able to host larger recruitment sessions 
	95
	
	
	
	

	Being unable to interview face to face and build a rapport
	9
	
	1
	
	

	Could not meet face to face, had to do a telephone interview 
	20
	1
	1
	
	

	Delayed my background checks.
	1
	
	
	1
	

	Delayed process, uncertainty around job stability 
	107
	
	
	1
	

	Did not like team’s interview felt intimidated
	35
	1
	
	
	

	Did not get to interview in person, had to do it from home.
	118
	1
	
	
	

	difficult to secure employment after graduating
	71
	
	
	
	1

	Everything online 
	103
	1
	
	
	

	Far greater competition due to fewer jobs/companies not expanding 
	90
	
	
	
	1

	Friends that have been interview have done it over Zoom
	4
	1
	
	
	

	Funding 
	64
	
	
	
	

	Gaining experience on the job
	58
	
	
	
	

	Had to do 4 interviews doing the process via video chat
	63
	1
	
	
	

	I had all my interviews online via video chat
	67
	1
	
	
	

	I had difficulty expressing myself with a mask on 
	24
	
	
	
	

	I have not myself ...but there have been a lack of jobs and posts due to the pandemic 
	121
	
	
	
	1

	Inability for face to face until final stage 
	13
	
	1
	
	

	Interview was short, sharp and over the phone. Felt like employers were less picky
	102
	
	
	1
	

	Interviews are remote more often than not and training is mostly done digitally also.
	78
	1
	
	
	

	Interviews online difficult to gage interaction / communication 
	40
	1
	
	
	

	Interviews online or on the telephone make it harder to get a ‘feel’ for the individual 
	86
	1
	1
	
	

	Interviews were held over zoom instead of face to face
	93
	1
	1
	
	

	It made me apply for the job due to be on furlough 
	119
	
	
	
	

	it is challenging to set an environment that allows candidates to do their best
	26
	
	
	
	

	late starting due to it being a retail store. (National lockdown) 
	75
	
	
	1
	

	Less opportunities 
	66
	
	
	
	1

	Limited training capabilities as have to be distances 
	57
	
	
	
	

	Made it much less personal
	28
	
	1
	
	

	Massive delays. No fault of theirs 
	81
	
	
	1
	

	Moved to online recruiting 
	19
	1
	
	
	

	Much less communication for jobs, more applicants, no feedback, more demanding 
	117
	
	
	
	

	N/A
	492
	
	
	
	

	No face to face 
	44
	
	2
	
	

	No face-to-face meetings 
	8
	
	1
	
	

	Not being called for interviews doing them on the phone.
	25
	1
	
	
	

	Only Skype interviews available. 
	30
	1
	
	
	

	Reduced hours
	68
	
	
	1
	

	Slower
	83
	
	
	1
	

	Still have not had certain tests which are required for the role 
	122
	
	
	
	

	The level of unemployment has increased due to the pandemic 
	41
	
	
	
	1

	The process is prolonged because they can only interview a few at a time 
	92
	
	
	1
	

	They have put people that are completely unsuited into a job role as we needed staff.
	116
	
	
	
	

	Time 
	113
	
	
	1
	

	Unable to do face to face
	34
	
	1
	
	

	Unable to meet in person. Candidates having trouble with technology during selection
	120
	
	1
	
	

	Video interview 
	38
	1
	
	
	

	Zoom calls instead of face to face
	87
	1
	1
	
	

	(blank)
	3975
	
	
	1
	

	Grand Total
	7626
	17
	13
	10
	6



Table 4.2: Highlights the main themes from the respondents’ answers in question 10. The table highlights that the participants were most effected and challenged by alternative interviewing methods such as online/telephone interviews due to COVID-19.
 
	Row Labels
	Sum of ID
	Sum of Theme 1: Values/culture
	Sum of Theme 2: Suitability
	Sum of Theme 3: Employee relations
	Sum of Theme 4: Feeback

	 good to see what a company is looking for in an individual 
	59
	
	1
	
	

	 I didn’t care about the process.
	70
	
	
	
	

	 if the process isn’t prepared out properly it can have a negative impact on the job beforehand. 
	52
	1
	
	
	

	 if their recruitment process is quality, you know the company will be too 
	67
	1
	
	
	

	Allows me to see how the company works 
	41
	1
	
	
	

	As without it, you would not be able to move around to other places & progress 
	100
	
	
	
	

	Because it gives you the feeling of fairness
	37
	1
	
	
	

	Because you can get to know the people in the company you plan to work for.
	46
	
	
	1
	

	Build a rapport with employers 
	112
	
	
	1
	

	By following a set process, you can ensure that proper procedures have been followed.  
	3
	1
	
	
	

	Change of career from my current to a more meaningful career
	81
	
	
	
	

	Checks if the candidate is a good fit for the company
	60
	
	1
	
	

	Clarity and fairness
	6
	
	
	
	

	Correct person for Job
	33
	
	
	
	

	Determining fairness within the Company
	12
	1
	
	
	

	Finding the right person to do the job in my line of work is extremely important.
	10
	
	1
	
	

	First impression of business would impact how hard I feel I would want to work for them
	107
	1
	
	
	

	Fresh starters to bring fresh ideas 
	34
	
	1
	
	

	Get a feel for the people you will be working with, the environment, etc
	79
	1
	
	1
	

	Get an idea of the type of environment I will be entering 
	58
	1
	
	
	

	Getting the right person for the job 
	21
	
	1
	
	

	Gives an insight into the company 
	98
	1
	
	
	

	Gives candidates the power to decide if they want to work for a company 
	82
	
	
	
	

	Gives you a ‘feel’ for the company you are considering working for 
	11
	1
	
	1
	

	Gives you a feel for the company & allows you to build relationships 
	63
	1
	
	1
	

	gives you a feel of the role/company you are going into
	71
	1
	
	
	

	Gives you a real feel for the company! 
	65
	1
	
	
	

	Gives you an insight into how the organisation/ business runs. 
	75
	1
	
	
	

	Gives you an insight into how they treat their employees 
	90
	1
	
	1
	

	Gives you an insight on who you'll be working for.
	111
	1
	
	
	

	Gives you an insight to the business
	94
	1
	
	
	

	Good understanding of the new employees / employers - building the initial relationship 
	51
	
	
	1
	

	having a set process ensures a fair and equitable recruitment, getting the best person 
	5
	1
	
	
	

	Help support you in ensuring the job is for you 
	61
	
	1
	
	

	Helps understand how the company will treat you. 
	86
	1
	
	
	

	I like the recruitment process to be efficient, uncomplicated, and easy!
	91
	
	
	
	

	I need a new job
	35
	
	1
	
	

	I want to recruit the person that best suits our culture and team
	26
	1
	1
	
	

	If they can't value people's efforts at recruitment 
	57
	1
	
	
	

	Importance of employing the most appropriate person for the role 
	120
	
	1
	
	

	Important to recruit the correct people 
	95
	
	1
	
	

	Important to show fairness for all candidates 
	44
	1
	
	
	

	It acts as introduction to the employer and an insight into the organisation as a whole.
	123
	1
	
	
	

	It allows for a feel of the company and their working ways.
	69
	1
	
	
	

	It allows me to see and learn more about the company.
	25
	1
	
	
	

	It ensures that you get the right person for the right role
	39
	
	1
	
	

	It gets me the job
	23
	
	
	
	

	It gives me a feel for the company I am going to work for 
	93
	1
	
	
	

	It gives me the opportunity to show that I would be a good worker
	24
	
	
	1
	

	It gives you a chance to know more about a new role 
	109
	
	
	
	

	It has to be fair
	4
	1
	
	
	

	It helps to ensure that applicants have a chance to show their qualities
	45
	
	
	
	

	It is a representation of the business’s professionalism 
	87
	1
	
	
	

	It is the first impression of the employer on you as the potential employee and vice versa.
	78
	1
	
	1
	

	It is the opportunity to see how well a company handles processes and staff 
	119
	1
	
	
	

	It is the start of your potential working experience with the company. First impressions count!
	114
	
	
	1
	

	It provides me and the successful interviewees with skills
	14
	
	
	
	

	It should assess whether candidates are fit for the job
	117
	
	1
	
	

	it’s the first initial contact you have with the company
	2
	
	
	
	

	It is the part that can really determine whether you get the role or not
	115
	
	1
	
	

	N/A
	164
	
	
	
	

	Proves what kind of work place you’ll be employed in 
	68
	1
	
	
	

	Provides an insight to the company and how they manage situations.
	80
	1
	
	
	

	Recruiting top quality staff
	19
	
	1
	
	

	Shows values of company 
	13
	
	
	
	1

	So that l can be assessed and improve myself 
	43
	
	
	
	1

	Tells a lot about an organisation 
	84
	1
	
	
	

	Tells me a lot about my prospective future employer
	102
	1
	
	1
	

	Tells me a lot about the employer and what they need/want from you. 
	118
	
	
	1
	

	Tells me a lot about what my role will be in the company 
	66
	
	
	
	

	To be fair
	20
	1
	
	
	

	To employ the right people in the right roles
	9
	
	1
	
	

	To ensure fairness and clarity 
	40
	1
	
	
	

	To find the best for the position available
	83
	
	1
	
	

	To find the right candidate
	22
	
	1
	
	

	To fit the right person to the right job
	27
	
	1
	
	

	To get an insight into the company and its values and how it treats people
	55
	1
	
	
	

	To know if the job is a good fit for you.
	1
	
	1
	
	

	To make sure the role is right for me
	38
	
	1
	
	

	To select the right candidate 
	8
	
	1
	
	

	To understand what a company needs when hiring new people 
	62
	
	1
	
	

	(blank)
	2785
	
	
	
	

	Grand Total
	7626
	38
	22
	12
	2



Table 4.3: Highlights the importance of the recruitment process to the respondents. The majority of respondents agreed that it is important to gain a feel for the organisations values and culture where they could potentially be employed. 

	Row Labels
	Sum of ID
	Sum of Theme 1- Time
	Sum of Theme 2- Specification
	Sum of Theme 3- Diversity/Equality
	Sum of Theme 4- Feedback

	Again, it all comes down to communication and clarity!
	114
	
	
	
	

	Always tell the candidate if they are rejected and give them a reason or way to improve.
	70
	
	
	
	1

	Application forms to consider young people/many forms are designed for experienced workers 
	11
	
	1
	1
	

	Being extremely clear in demand, requirement, and expectations. 
	117
	
	1
	
	

	Better feedback/responses 
	90
	
	
	
	1

	Communication between departments, timely responses, and constructive feedback  
	37
	1
	
	
	1

	Companies need to be more detailed about job roles and what they want from prospective candidates.
	82
	
	1
	
	

	Easier application process online 
	86
	
	
	
	

	Faster process and let the individual know what is going on during every process
	58
	1
	
	
	

	Feedback from the recruiters 
	119
	
	
	
	1

	Feedback, time management, 
	13
	1
	
	
	1

	Follow ups directly, even if unsuccessful.
	78
	
	
	
	1

	For some jobs you do not know where to find the advert, they are not advertised properly.
	4
	
	1
	
	

	Going back to basics. Understanding the candidate rather than formulated questions.
	12
	
	
	
	

	Greater diversity in interviewing stage 
	91
	
	
	1
	

	Important to get right person for the right job - equality and diversity is so important 
	26
	
	
	1
	

	It is difficult to have set processes as dependant on the type of career being advertised.    
	5
	
	
	
	

	It should be taken more seriously, more of a process to go through
	116
	
	
	
	

	More feedback needs to be given 
	67
	
	
	
	1

	More opportunities should be given to show what you can do, an interview is a very limiting process. 
	10
	
	
	
	

	More rounded panel for interview 
	77
	
	
	
	

	More structure to them, giving everyone a chance 
	115
	
	
	
	

	More support. possibly a Recruitment manager/ specialist  
	75
	
	
	
	

	more timely manner
	71
	1
	
	
	

	N/a
	382
	
	
	
	

	Na
	83
	
	
	
	

	No removal of candidates based on volume
	32
	
	
	
	

	Not every recruitment process needs to be improved. But they should reflect the level of job appropriately.
	25
	
	
	
	

	People should buy into the person and not the qualification, everyone can learn the job
	110
	
	
	
	

	Questions on the actual role not just general questions 
	99
	
	
	
	

	Quicker 
	33
	1
	
	
	

	Refine the process - less stages, better feedback 
	84
	1
	
	
	1

	Remove the requirement for advertising posts when a person is already lined up for the job
	30
	
	1
	
	

	Remove the use of AI for scanning CV’s
	55
	
	
	
	

	Shift from paper to online. Focus on competences
	19
	
	
	
	

	Shortlisting process to be made easier
	34
	1
	
	
	

	Some employers can be over complicated whereas others have practically nothing. 
	3
	
	1
	
	

	Some organisations can take a horrendously long time to get you through the door
	118
	1
	
	
	

	Some organisations overcook the process by having opening rounds.   
	40
	1
	
	
	

	Speak to every person on the phone. Treat everyone equally when hiring 
	1
	
	
	1
	

	Specify what they expect from you during the interview / recruitment process 
	48
	
	1
	
	

	Tailored toward the specific job role rather than generic questions.
	80
	
	1
	
	

	They need to be more user friendly; a lot of recruitment processes are old and need to move with the times! 
	59
	
	
	
	

	They need to be slicker
	35
	1
	
	
	

	Time efficiency in getting through the process could be better
	2
	1
	
	
	

	Two stage interviews 
	57
	
	
	
	

	(blank)
	1903
	
	
	
	

	Grand Total
	4876
	11
	8
	4
	8



Table 4.4: Highlights the reasoning behind the respondents who answered ‘yes’ to question 9. The majority of respondents universally agreed that time management needs to me improved in the recruitment process, the need for it to be swifter.

	Row Labels
	Sum of ID
	Sum of Theme 1: Job/Company
	Sum of Theme 2: Honesty
	Sum of Theme 3: Experience
	Sum of Theme 4: Feedback

	A challenge in order to gain experience
	114
	
	
	1
	

	A clear understanding of the role 
	40
	1
	
	
	

	A clearer understanding of the role I am applying for and the company's values.
	78
	1
	1
	
	

	A fair chance of getting the job (as a candidate) the best person for the job (employer)
	3
	1
	1
	
	

	A feel for the workplace, run down of the role etc 
	100
	1
	
	
	

	A fresh experience that is not generated by the latest recruitment. Trend
	12
	
	
	1
	

	A good knowledge of the role and company
	38
	1
	
	
	

	A good understanding of the company 
	4
	1
	
	
	

	A good understanding of the company/trust that I will hopefully work for
	102
	1
	
	
	

	A smooth process while looking for candidates 
	92
	
	
	
	

	A transparent and fair process
	5
	
	1
	
	

	A valuable learning experience 
	39
	
	
	1
	

	Aim to get the position and feedback success or fail
	19
	
	
	
	1

	An honest process with an honest outcome. a fair opportunity I would be happy 
	26
	
	1
	
	

	An idea of what working for the company is like
	112
	1
	
	
	

	An informed insight of what exactly will be expected of me in the role
	2
	1
	
	
	

	An insight into the role and what the expectations are within the role.
	118
	1
	
	
	

	An insight to the firm.
	25
	1
	
	
	

	An opportunity to give a good impression and show my suitability 
	45
	
	
	1
	

	An understanding of the job - pay benefits.
	1
	1
	
	
	

	Any type of feedback
	83
	
	
	
	1

	Application and interview experience along with feedback if unsuccessful.
	44
	
	
	1
	1

	Background of the company
	7
	1
	
	
	

	Better understand of the role and what is expected of me 
	64
	1
	
	
	

	Better understanding of role, duties and team
	15
	1
	
	
	

	Better understanding on where I can approve
	111
	
	
	
	

	Clear feedback on what was done well / how to improve next time 
	63
	
	
	
	1

	Clear information on the position applied for
	22
	1
	
	
	

	Communication along the way
	35
	
	
	
	

	Confidence 
	48
	
	
	1
	

	Confidence about your ability to perform a job. Feedback related to how you can improve ‘selling yourself’
	82
	
	
	
	1

	Confidence, feedback, feeling comfortable 
	65
	
	
	
	1

	Develop interview skills. Good feedback on how to improve. 
	10
	
	
	1
	1

	Effectively informed and updated on process
	123
	
	1
	
	

	Equality and fairness 
	66
	
	1
	
	

	Experience 
	261
	
	
	3
	1

	Experience and feedback if unsuccessful 
	32
	
	
	
	1

	experience and knowing what to change with feedback 
	73
	
	
	1
	1

	Experience for interviews
	119
	
	
	1
	

	Experience in communication 
	120
	
	
	1
	

	Experience overall 
	81
	
	
	1
	

	Experience, feedback, and a potential job.
	80
	
	
	1
	1

	Experience, knowledge, relationships 
	77
	1
	
	1
	1

	Fairness
	21
	
	1
	
	

	Fairness, ease of application and a timely response 
	37
	
	1
	
	

	Feedback
	58
	
	
	
	1

	Feedback 
	92
	
	
	
	2

	Feedback at the end
	74
	
	
	
	1

	Feedback at the end of the process
	29
	
	
	
	1

	Feedback for areas to develop or improve upon.
	14
	
	
	
	1

	Feedback I can use 
	62
	
	
	
	1

	Feedback, frequent updates 
	84
	
	1
	
	1

	Feedback, timely responses to questions and follow-up questions. Clear communication.
	91
	
	
	
	1

	Feedback.
	30
	
	
	
	1

	Feedback/response 
	90
	
	
	
	1

	Feeling positive afterwards.
	46
	
	
	1
	

	Full job description. The candidate they are looking for. The benefits the company offers.  
	41
	1
	
	
	

	Good understanding of the role and what is expected of you 
	51
	1
	
	
	

	Honest feedback 
	122
	
	
	
	2

	Honesty 
	107
	
	1
	
	

	Honesty. Stability 
	53
	
	1
	
	

	I expect professionalism, transparency, and courtesy
	9
	
	1
	
	

	I good understanding of the job 
	93
	1
	
	
	

	Information and quick selection
	33
	1
	
	
	

	Information on job role, quick feedback on how you present yourself 
	94
	1
	
	
	1

	Information to support interview and selection
	28
	
	
	
	

	Insight into company operations
	8
	1
	
	
	

	Insight into the job itself, and the company’s ethics
	60
	1
	1
	
	

	Insight, advice, feedback, and respect. 
	75
	1
	1
	
	1

	Interview experience
	106
	
	
	1
	

	Just a job?
	70
	
	
	
	

	Knowledge about the job, what the role intends. 
	52
	1
	
	
	

	Knowledge of the company and management style
	57
	1
	
	
	

	Knowledge of the company you are trying for a job with
	121
	1
	
	
	

	Knowledge of the role
	42
	1
	
	
	

	learning experience i.e., feedback and improvement 
	71
	
	
	
	1

	Nothing
	23
	
	
	
	

	Plenty of feedback 
	17
	
	
	
	1

	Reliable, transparent communication and clear indicators of proceedings
	117
	1
	
	
	

	Support
	61
	
	
	
	1

	The correct and clear information, experience and a lot of knowledge. 
	69
	1
	
	1
	

	The feeling of confidence but I also expect to feel comfortable
	115
	
	
	
	

	The job
	20
	
	
	
	

	The job 
	43
	
	
	
	

	Timely responses
	55
	
	
	
	

	To ascertain if the company is ‘right for me’ 
	11
	1
	
	
	

	To be kept up to date all along the way 
	34
	
	1
	
	

	To learn about the company.
	24
	1
	
	
	

	To learn the role and information of the workplace
	68
	1
	
	
	

	True representation of the company 
	13
	1
	1
	
	

	Truthful feedback
	110
	
	
	
	1

	Unsure
	116
	
	
	
	

	(blank)
	2053
	
	
	
	

	Grand Total
	7626
	35
	16
	19
	31



Table 4.4: Represents what respondents expect to gain out of a recruitment process. the main theme’s highlighted are a greater insight into the company and job role and feedback whether successful/unsuccessful.

	Thank you for taking time out of your day to complete this questionnaire. Any further comments or questions please leave below.
	Theme 1: AI
	Theme 2: Feedback
	

	It would be nice to receive more training on the recruitment process, with what AI are available to help with the process.
	1
	
	

	I prefer application forms that can be completed online
	1
	
	

	The use of IT is playing a bigger and more important part in the recruitment process
	1
	
	

	At each stage of the process tell candidates if they are still in or not
	
	1
	

	Good luck!!
	
	
	

	Na
	
	
	

	No problem, good luck!!
	
	0
	



Table 4.5: Shows additional comments left by respondents. The table highlights the recommendation of applying more technology e.g., AI into the process. 

 












 

   
 






 











































What is your age?

Sales	
18-25	25-35	35-45	45+	47	25	2	25	

What Gender best fits you?

Sales	
Woman	Male	Non-binary	Prefer not to say	72	26	1	1.2	

Are you currently employed?

Sales	
Yes	No	Prefer not to say 	85	14	1	

If you are currently employed, are you in a managers role in your place of work?

Sales	
Yes	No	Not Employed	29	59	1.4	

In the last 12 months, have you taken part in a recruitment process?

Sales	
Yes	No	44	56	

What is most important to you when taking part in a recruitment process?

Column1	
Quick Process	Feedback	Organisational values	Building relationships	None 	29	29	27	11	3	

In the recruitment process, do you think innovative technology Such as ai should be used?

Sales	
Yes	No	I don’t know	22	28	50	

If you have undergone recruitment & selection in the past 12 months, do you think covid-19 impacted on the process?


Sales	
Yes	No	Maybe	46	31	25	

Is the recruitment process important to you?

Sales	
Yes	No	Sometimes	62	11	28	

Does a companies recruitmet & selection process impact on your first impressions? 

Sales	
Yes	No	It Depends	78	6	17	

In general, do you think improvements need to be made to the recruitment & selection process?

Sales	
Yes	No	I don’t know	45	11	45	

What is your age?
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18-25	25-35	35-45	45+	47	25	2	25	

What Gender best fits you?

Sales	
Woman	Male	Non-binary	Prefer not to say	72	26	1	1.2	

Are you currently employed?

Sales	
Yes	No	Prefer not to say 	85	14	1	

If you are currently employed, are you in a managers role in your place of work?

Sales	
Yes	No	Not Employed	29	59	1.4	

In the last 12 months, have you taken part in a recruitment process?

Sales	
Yes	No	44	56	

What is most important to you when taking part in a recruitment process?

Column1	
Quick Process	Feedback	Organisational values	Building relationships	None 	29	29	27	11	3	

In the recruitment process, do you think innovative technology Such as ai should be used?

Sales	
Yes	No	I don’t know	22	28	50	

If you have undergone recruitment & selection in the past 12 months, do you think covid-19 impacted on the process?


Sales	
Yes	No	Maybe	46	31	25	

Is the recruitment process important to you?

Sales	
Yes	No	Sometimes	62	11	28	

Does a companies recruitmet & selection process impact on your first impressions? 

Sales	
Yes	No	It Depends	78	6	17	

In general, do you think improvements need to be made to the recruitment & selection process?

Sales	
Yes	No	I don’t know	45	11	45	
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Other 1% 1% 1%

- &
ﬂ P Type here to search 07/02/2021




image4.png
I5 uwtsdmoodle-Bing X | i Course:Independen’ X | &) FeedbackStudio X | g% 03-Melnikovas-Onio: X [ FO1Research Metho X | [J scholargooglecout X | =+ - X

& C ™ () https://www.researchgate.net/profile/Mark-Saunders-10/publication/330760964_Research_Methods_fo... Y§ 1= Notsyncing &) ==
5 | of46 Q - 4+ & &= (D Page view AY Read aloud Y Draw v v Highlight ~ & FErase 2@ B » -
CNaprer 4 UNUETSLNUIY TESEATUT PIIIUSUPITY allu dpPIUaUIEs W UIEOTy USVeIopIment

=~ Philosophy

g i

= Approach to

s gl T theory development
Mono method

3 O GELE Methodological

= quantitative choice

o

@

£

o

[

o

©

collection
and data
= analysis

method
qualitative

Mixed method

simple

|
Strategy(ies)

-~ Time horizon
Pragmatism

Techniques and
procedures

Figure 4.1 The ‘research onion’
Source: ©2018 Mark Saunders, Philip Lewis and Adrian Thornhill

4.2 The philosophical underpinnings
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HR Recruitment Questionnaire

The purpose of this Questionnaire is to gain a better understanding of what you as an employee/employer
expect out of your recruitment process when applying for a job role. There are 17 Questions and should take you
no more than 10 minutes to complete. All information and answers will be confidential, if there are any queries

please don't hesitate to contact me via email: sophiemorgan98@yahoo.co.uk. Thank you for your time and
participation in this study.

1.What is your age?
18-25
25-35

35-45
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Questions

2.What Gender best fits you?
Woman
Man
Non-binary

Prefer not to say

3. Are you currently employed?
Yes
No

Prefer not to say

Responses

7S Preview Theme 000
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Questions Responses @D

4.1f you are currently employed, are you in a manager's role in your place of work?
Yes
No

Not currently employed

5.In the last 12 months, have you taken part in a recruitment process?
Yes
No

Prefer not to say
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Questions Responses @D
6.what Is most important to you when taking part in a recruitment process?

Quick and timely process

Feedback at the end of the process

Detailed organisational values & job description
Building a relationship with the recruiting manager

None of the above

7.1n the recruitment process, do you think innovative technology such as Al should be used?
Yes
No

| don't know
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Questions Responses @

10.1f yes, How has COVID-19 affected your recruitment & selection experience?

Enter your answer

11.1s the recruitment process important to you?
Yes
No

Sometimes

12.Why is the recruitment process important to you? please state answer below:
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Questions Responses @D

8. What would put you off working for a company during their recruitment process?

Enter your answer

9.if you have undergone recruitment & selection in the last 12 months, do you think COVID-19
impacted on the process?

Yes
No

Maybe
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Questions Responses @

12.Why is the recruitment process important to you? please state answer below:

Enter your answer

13.Does a company's recruitment & selection process impact on your first impressions?
Yes
No

It depends
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Questions Responses @D

14.1n general, do you think improvements need to be made to
recruitment & selection processes?

Yes
No

| don't know

15.If yes, what are your recommendations for improvement?

Enter your answer

16.What do vou expe i i 2 i0b? -
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Questions Responses @D

16. What do you expect to gain out of a recruitment process when applying for a job?

Enter your answer

17.Thank you for taking time out of your day to complete this questionnaire. Any further comments
or questions please leave below.

Enter your answer

+ Add new
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