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Abstract
The fast-paced digital transformation of human resource management has greatly impacted the area of recruitment methods. It integrates especially with the addition of social media networks like LinkedIn and Facebook to the process. This research paper investigates the digital recruitment effectiveness via social media against the traditional recruitment methods. The investigation will be done on the parameters of reach and accessibility, cost and time efficiency, candidate quality, employer branding, and ethical considerations. The research is driven by the increasing ambiguity in organisations as to whether the digital recruitment process could be sustainable. 
The study takes an interpretivist research philosophy and an exploratory research design that solely rely on secondary qualitative data. Also, thematic analysis was the method of data analysis, which facilitated the systematic detection, arrangement, and interpretation of the recurring patterns across different sources. The main themes were constructed consistent with the research objectives and research questions for analytical clarity and methodological integrity. 
Additionally, the findings show that recruiting digitally, especially through social media, comes with a huge list of positive outcomes. It includes the wider coverage of different staff people, the easy access to various and even passive talent pools, the quicker hiring periods, and the better branding of employers. Also, the digital platforms are also turning the recruitment screening into a process that is both scalable and based on data. However, there are some problems caused by the candidate quality verification, algorithmic bias, data privacy, and ethical governance. 
The use of conventional recruitment techniques has always been more time-consuming and resource intensive. However, it helps in the evaluation of cultural fit, interpersonal skills, trust, and long-term commitment. The contribution to the existing literature is the provision of a balanced and theory-informed understanding of contemporary recruitment strategies. It enhances the practical insights for organisations in search of ethically, effectively, and sustainably acquiring talent.
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[bookmark: _Toc220683957]CHAPTER 1: INTRODUCTION
[bookmark: _Toc220683958]1.1 Background & Problem Statement
The issue of recruitment has always been among the most sensitive activities in human resource management as the performance of the workforce of any organisation directly depends on the ability to find, attract and select talent. Historically, the recruitment procedures were quite dependent on newspaper advert, employment agencies, walk-ins, job fairs and in-house referral (Betesh et al., 2022). These approaches were formerly deemed to be enough to access the accessible labour market. The past twenty years however have experienced tremendous technological transformation, which has resulted into a change in the behaviour of both the employer and job seekers. With the organisations starting to digitalize their activities, recruitment also started going online, especially when the job boards and the career portal of companies entered the online industry in the early 2000s.
The dynamics of recruitment have also been changed with the introduction of social media. Now, such websites as LinkedIn, Facebook, Instagram and even X (formerly Twitter) are also utilized more often by HR practitioners to recruit and attract talent. Among such platforms, LinkedIn can be selected as an internationally known professional networking platform with millions of active options and Facebook offers wide demographic coverage and targeted advertisement opportunities (Kashyap and Verkroost, 2021). Through these platforms, digital recruitment has become possible wherein employers resort to data-driven methods, targeted advertisements, online profiles, and algorithmic search tools to find the right people. Digital recruitment is fast, cost-effective, has a broader reach, better employer branding options and is a virtual form of recruitment, which is a good alternative to the traditional hiring process.
[image: ]
[bookmark: _Toc220518646][bookmark: _Toc220518743]Figure 1.1.1: Digital recruitment market size
(Source: Pangarkar, 2025)
Nevertheless, even after the increase, organisations are concerned about the credibility of digital recruitment. As an example, not every job applicant is active on the online platforms, and a high influx of online applicants may also worsen the chances of the mismatch between the job requirements and the skills of the applicants. The problem of privacy, the authenticity of information, cyber threats and the possibility of prejudice with the help of algorithmic filters are other problems (dos Santos Silva, 2024). Furthermore, the traditional recruitment methods are still useful in the industries where there is a high level of trust relationships or locally based labour markets. Hiring managers also claim that the old-fashioned methods help to develop more interpersonal relationships and can lead to hiring people who are not active on the internet but have a high level of professional competence (Vardarlier, 2021).
The main issue, hence, is whether digital recruiting through social media is really more effective than traditional recruiting in various organisational settings. The assumption that digital recruitment is the best is made by many businesses due to the fact that it is modern and extensively applied. However, in the absence of the real evidence that would compare the two strategies, organisations run the risk of sticking to the single method and failing to achieve the advantages of having a balanced approach. This paper fills this gap by critically analyzing the effectiveness of digital recruitment methods through LinkedIn and Facebook in comparison with traditional recruitment methods.
[bookmark: _Toc220683959]1.2 Research Aim
To critically examine the efficiency of social media (LinkedIn and Facebook) in digital recruitment as opposed to traditional recruitment method.
[bookmark: _Toc220683960]1.3 Research Objectives
· To investigate the development and modern trends of digital recruitment on social media platforms such as LinkedIn and Facebook.
· To compare the digital recruitment practices based on the cost, time, coverage, talent pool, and employer image.
· To determine the advantages and weaknesses of conventional recruitment strategy in the modern organisational environment.
· To give suggestions to organisations on how to combine both digital and traditional recruitment methods to improve on hiring effectiveness.
[bookmark: _Toc220683961]1.4 Research Questions
· Which recruitment strategies would the organisations use to achieve a balance between digital and traditional?
· What do HR professionals think about the impact of digital recruitment on the overall talent acquisition procedure?  
· What are the weaknesses and strengths of conventional recruitment strategies?
· What are the efficiency, effectiveness and quality of the candidates recruited through digital versus traditional methods of recruitment?
[bookmark: _Toc220683962]1.5 Significance of Study
This study is important due to a number of reasons. To begin with, recruitment is one of the most resource intensive organisational processes, and HR managers are being pressured more to recruit fast, precisely and at low costs. Knowledge about the most effective recruitment technique assists organisations to spend their budgets well and enhance the recruitment strategies (Ngoye Laetitia, 2024). Secondly, digital recruitment is increasing at a high pace yet most businesses, especially small and medium-sized enterprises do not have clarity around the best use of the social media platforms. 
This analysis of platforms such as LinkedIn and Facebook offers practical information on how digital tools can be used to increase the reach and effectiveness of recruitment. Third, digital recruitment is popular although the traditional methods are still prevalent. The manufacturing, the healthcare, the public services and the construction industries are still dependent on face-to-face applications or print media and local job markets. The gap in the body of knowledge that this research fills thus is the necessity to comprehend whether traditional means are relevant in the digital era and how the two approaches can be used as supplements to each other. 
Fourth, the research has an academic contribution since it is a contribution to the current literature on e-recruitment and digital transformation in HR. With the shift in the nature of work, brought about by globalisation, remote work and a lack of digital skills, the recruitment effectiveness is crucial to organisational competitiveness (Abdulah et al., 2021). Lastly, the results of this research can inform HR professionals, policy makers, business executives and researchers to come up with more inclusive, equitable and technological-oriented strategies in recruitment.
[bookmark: _Toc220683963]1.6 Brief Research Methodology
The study will employ a qualitative research tool based on interpretivist philosophy that holds that the construction of reality is socially constructed and it can be best comprehended using subjective meanings (Pervin and Mokhtar, 2022). The research design of interpretivism will be appropriate in the study since the study idea of the effectiveness of recruitment, particularly in the comparison of digital and traditional methods, relies heavily on human experiences, professional opinion and contextual interpretations. 
The research design adopted in the study is an inductive research approach that allows generation of new knowledge by establishing patterns in the available literature. As the effectiveness of social media recruitment is a developing area, the inductive approach would facilitate the investigation of new themes as opposed to testing a set of hypotheses. The kind of research design employed is exploratory in nature and attempts to determine the role of social media sites such as Linkedin and Facebook in contemporary labor recruitment methods. This structure is suitable in that it assists in making clear the complicated ideas, determining the important variables and unearthing novel concepts on digital recruitment trends.
The study is purely based on secondary data gathering as it uses peer-reviewed scholarly journals, industry publications, case studies and professional sources published by a recognized expert such as LinkedIn Talent Insights and CIPD (Roper et al., 2022). The thematic analysis will be applied to the data collected enabling the researcher to group information into the topics connected to the effectiveness of recruitment and make a meaningful comparison between digital and traditional approaches.
[bookmark: _Toc220683964]1.7 Structure of rest of project
The rest of the project will be organized in terms of five chapters that will answer the research aim and objectives based on a logical, evidence-based flow.
Chapter 1: Introduction
This chapter explores the context of the study with the problem statement of the research along with the research aim, objectives, questions, significance and brief methodology of the study.
Chapter 2: Literature Review
 The chapter is a synthesis of the available studies on recruitment practices such as the traditional recruitment practices and the use of digital recruitment using such websites as LinkedIn and Facebook. It also examines theories, models and the emerging debates that inform the modern effectiveness of recruitment.
Chapter 3: Research Methodology
 This chapter presents elaborate defence of the selected interpretivist philosophy, inductive approach and exploratory research design. It talks about the application of secondary data, gives the description of sources including academic databases and reports in the HR industry and describes the process of thematic analysis. Methodological restriction and ethical considerations are also discussed.
Chapter 4: Findings, analysis and Discussion
 Based on the themes that have been identified in the literature, this chapter will provide a comparative analysis between digital and traditional recruitment strategies. It measures performance by using factors like cost, speed, quality of applicants, reach, employer branding and organisational relevance.
Chapter 6: Conclusion and Recommendations
This chapter provides a summary of the main findings, the research questions answered, practicability suggestions to organisations and future research suggestions.


[bookmark: _Toc220683965]CHAPTER 2: LITERATURE REVIEW
[bookmark: _Toc220683966]2.1 Introduction 
The key purpose of this literature review is to determine the existing academic and industry research on the recruitment practices, particularly comparing the overall effectiveness of the digital recruitment through various social media platforms including LinkedIn and Facebook with the conventional recruitment methods. In this context, conducting a literature review allows a detailed understanding of the way that recruitment strategies have evolved over time in response to technological innovation, changing workforce demographics, and organisational needs. It also delivers information into the theoretical foundations and the conceptual frameworks which shape modern recruitment decision-making. By synthesising the previous studies, industry reports and theoretical models, this chapter determined patterns, trends and the contradictions that inform the contemporary debate related to the effectiveness, efficiency and suitability of various recruitment methods. 
Reviewing the larger context surrounding online recruitment including algorithmic screening, data analytics, employer branding and candidate experience helps a deeper examination of the challenges and benefits that are associated with the digital hiring practices. In the similar way, understanding the continuing relevance of the conventional recruitment allows a balanced analysis instead of assuming the digital dominance. However, the review establishes the foundation for the recent research through highlighting the existing knowledge gaps that supports the rationale for comparative analysis and describing the need for organizations in order to evaluate hybrid approaches which adopt both the traditional and digital recruitment strategies for improved talent acquisition outcomes.
[bookmark: _Toc220683967]2.2 Comprehensive Overview of Recruitment and Talent Acquisition 
Recruitment is hugely identified as the critical human resource management function which directly influences the organizational performance through ensuring the selection of suitable individuals who expertise as well as values linked with the organizational goals. As per the study of Bayle and Clausen, (2024), organizational success largely based on the capacity to draw with retaining competitive talent, and thus, recruitment is a strategic rather than an administrative exercise. 
The aim of the recruitment increases beyond simply filling vacancies and it includes attracting a pool of qualified candidates, facilitating proper selection decision-making and also supports workforce planning for maintaining long-term competitive advantages. Comparatively, Opada et al. (2024) explained that talent acquisition is a long-term strategic procedure, which implements recruitment based on employer branding, workforce prognostication, and retention strategies to create a sustainable talent pipeline that can support an organization during various downturns and enhance it in times of growth. 
In historical perspective, recruitment practices were hugely dependent on the conventional methods including print advertisements, walk-in interviews, job fairs, employee referrals, and placement agencies. 
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[bookmark: _Toc220518647][bookmark: _Toc220518744]Figure 2.2.1: Community capitals framework
(Source: Chumo et al. 2024)
These approaches prevailed as they provided personal interaction, relationship-building and accessibility in the local labor market. Another study by Chumo et al. (2024), traditional approaches had a right place in the industries, where the trust, face-to-face assessment and community-based employment relations are cherished that encompasses the institutions of the public sector, healthcare, manufacturing and construction. In this case, community capitals framework supported that the conventional hiring practices have been considered because of their interpersonal nature along with the ability to determine character of candidate and the cultural adherence. 
Therefore, they were also limited by the high operational cost, geographic reach, slower response time and constrained applicant diversity which increasingly challenged the overall efficiency as the global competition has intensified. Comparatively, Gilch and Sieweke (2021) provided the example that in the past twenty years, recruitment has undergone the significant change due to the existence not only of digital technology but also a growing role of social media and the internet in daily interactions. 
This background can be connected with Technology Acceptance Model (TAM) where organisations are to expedite the process of digitalisation of their operational processes, recruitment systems and online communication tools to suggest efficient recruitment of AI-based recruiting methods using a number of professional networking sites.
It has been observed that the rise of digital recruitment has become particularly prominent with the introduction of various platforms including LinkedIn and Facebook that deliver global visibility and targeted access to diverse candidate pools (Siddik et al. 2024). These platforms have evolved into important tools for modern talent acquisition through algorithm-oriented candidate resourcing, real-time communication, online employer branding and digital screening. A study by Arman (2023) affirmed that digital recruitment has certain valuable benefits, including rapid recruitment processes, reduced costs, improved brand and reputation of the employer, and an improved data-driven basis of recruitment. 
For example, LinkedIn allows recruiters to search for the candidates based on the particular keywords, skills, career history and professional affiliations, whereas Facebook delivers demographic segmentation and targeted job advertising. Another study by Ajayi and Ude (2024) highlighted that technological skills have transformed the recruitment process into one that is more proactive, strategic and analytical. 
In addition to that, Ahmed and Smith (2023) included that digital recruitment facilitates hybrid and remote work frameworks that have grown following the worldwide alterations in the work ethic. As the labour markets become more competitive and globalized, organizations mostly depend on the digital recruitment process to attract candidates from different geographic locations who cannot have been accessible through the traditional process. 
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[bookmark: _Toc220518648][bookmark: _Toc220518745]Figure 2.2.2: Comparison of Traditional vs. Digital Recruitment Methods
(Source: Hukkeri and Pol, 2025)
Therefore, the increasing dependence on various digital methods is not without any challenge. There are some concerns also exist such as candidate information, privacy risks, cyber threats and the possibility of algorithmic bias impacting decision fairness. An existing study by Durand et al. (2022) highlighted that digital recruitment has disadvantaged people who do not have the technological sources that only contribute to the disparity in employment opportunities. The sheer amount of the applications received online can also flood the screening procedures, not mentioning that it also adds to the lack of fit between the job specifications and the abilities of unsuccessful candidates. These concerns also fuelled current debates in academic research regarding whether digital recruitment is always suitable or its benefits relies on context, industry and organisational priorities. Comparatively, Opada et al. (2024), argued that since the traditional and digital approaches are both strength and weaknesses, modern talent acquisition proclaims combined recruitment strategies. Organizations are identifying the value of balancing digital efficiency with the conventional interpersonal assessment processes for optimizing candidate quality and cultural fit. 
The majority of the industries maintain their traditional practices successfully that demonstrates that technological development does not make the offline recruitment irrelevant (Hukkeri and Pol, 2025). In this contrast, Tavares and Vaz (2025) said that organizations need to consider the needs in the sector as well as recruitment strategies connected with the organizational culture, job characteristics, and available resources. In this case, understanding the entire scope of the talent acquisition and recruitment needs an examination of both the contemporary and historical perspective. This critical overview delivers the foundation for the recent study through developing the rationale to compare conventional and digital recruitment as well as identifying that the organizational decisions should be evidence-based instead of guided by trends or the assumptions. 
[bookmark: _Toc220683968]2.3 Traditional Recruitment Methods in Contemporary Organisations 
Conventional methods of recruitment have been central in organisational staffing strategy, and they have been the foundation of the hiring practice prior to the adoption of digital technologies. These approaches are newspaper and magazine advertisement of job, physical advertisement of job, walk-in interviews, internal advertisement of job, employee referral, campus recruitment, recruitment agencies and job fairs. Although there is an increase in the relevance of digital tools, traditional recruitment mediums still retain relevance in most organisational settings especially in areas where face-to-face evaluation or local talent sourcing is paramount. 
The face-to-face contact that the traditional method of recruitment provided between the employer and the employees is another characteristic of the recruiting method. An existing study by Taggd (2025) found that recruitment strategies such as the walk-in interviews and campus placements enable recruiters to have first-hand experience about how the applicants interact with each other and how they behave by their professionalism that cannot be measured using the tools and provide instant feedback. 
This interpersonal aspect is particularly useful in the field where there are jobs that require interaction with people, serving communities or working in the profession where employers have to evaluate the personality and soft skills of a candidate during face-to-face contact. Comparatively, another study by Dion Larivière et al. (2023) highlighted that face-to-face contacts are also useful in establishing trust and rapport during the initial phases of the hiring process which also leads to a good employment relationship. 
The other advantage of conventional recruitment is its procedural format. Conversely, the assessment by Gilch and Sieweke (2021) stated that advertisement was completed using newspapers, recruiting through agencies and inside candidates is completed according to established protocols that organisations have mastered over several decades. These channels are well known to HR practitioners and provide some predictability of flow of candidates, documentation needs and screening process. 
In contrast to this, Taggd, (2025), using the example of an employee referral, highlighted that this is also a traditional yet effective recruiting method that produces a high-quality candidate in most instances since employee networks are relied upon. Referred candidates are also likely to be retained and culturally aligned than externally sourced applicants.
However, the traditional methods of recruitment have their significant shortfalls especially in regard to cost, time and reach. Advertisement on newspapers or third-party recruitment agencies might be costly, particularly in case of small and medium-sized businesses that have limited resources. It has been observed that the timelines relating to the manual screening, scheduling as well as the interview also delays the hiring. 
These delays can lead to lost talent opportunities in labour markets that are fast paced with organisations seeking few skills. Moreover, organisations have also brought various issues over concerns that they encountered in pursuing traditional recruitment strategies. According to the research, 74% organisations have confessed to hiring incorrect individual to occupy the position, and 66% of employees reported to have occupied jobs (Eaton, 2023).
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[bookmark: _Toc220518649][bookmark: _Toc220518746]Figure 2.3.1: Reasons for Not Using Conventional Recruitment Methods
(Source: Eaton, 2023)
The availability of old recruitment is another issue. The younger generations are demanding access to information and employment digitally and through their mobile devices. Advertisements in print or on physical boards are not automatically going to access digitally adept candidates so there will be the mismatch between what the employer wants and what the candidates take proactive steps to access. Another study by Banerjee (2024) highlighted that, in the conventional screening procedures, manual screening raises the risks of unconscious prejudice and inequality in short listing decisions that might affect the justice and antidiscrimination statutes. 
Conversely, Kambur and Yildirim (2023) suggested that traditional recruitment applies particularly in sectors where technical, vocational or manual skills such as manufacturing, building, healthcare support and education are highly emphasized regardless of these constraints. In this context, Social Information Processing Theory here asserted that as such areas there might have been the need to meet physically, demonstrate skills or community-oriented hiring which necessitates face-to-face interactions. Structured and traditional recruitment practice is also used in government sectors and in the case of public sector organisations because of the regulatory requirements and the need for transparency in the selection process. 
Therefore, traditional recruitment has its problems in terms of cost-efficiency, time-saving and general coverage of a larger area. However, it still holds a significant part in the context when individual contact, systematised evaluation and localised recruitment are still significant. The long-term advantages of traditional recruitment prove the necessity to use a balanced approach that involves the combination of the traditional and digital recruitment methods to achieve the highest possible level of recruitment success.
[bookmark: _Toc220683969]2.4 Digital Recruitment and the Rise of Social Media Platforms 
Digital recruitment has become a disruptive movement in contemporary talent recruitment as a result of the development of digital technologies, social networking sites and HR-based data tools. An existing study by Mamatha et al. (2022) highlighted that E-recruitment refers to the significant recruitment procedure that uses digital platforms including job portals, online application systems, corporate websites as well as social media platforms including Facebook or LinkedIn in the present time. 
Thus, the high rate of integration of these tools have drastically changed the landscape in terms of recruitment to allow organisations to access a broader range of people to streamline the process and to use the digital insights to make more informed decisions in hiring. Another existing study by Urdaneta-Ponte et al., (2022) highlights that social media has a crucial role, particularly in changing recruitment strategies to become more dynamic, interactive and candidate-centred rather than being a more passive as well as employer-led process. 
However, the largest professional networking platform in the world is LinkedIn that provides recruiters with the possibility to access the profiles of millions of users, apply targeted searchers and filter among them in terms of experience, skills, endorsements and professional activity. In this context, it can be highlighted that the features in this recruitment procedure include LinkedIn Recruiter, job posing tools and algorithm-based talent recommendations increase the efficiency of organizations in identifying and engaging potential applicants. Facebook would also be important particularly in accessing more expansive, non-professional talent pools. 
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[bookmark: _Toc220518650][bookmark: _Toc220518747]Figure 2.4.1: (a) Fraction of advertisers with different business size for timeline-advertisers and adsettings-advertisers, (b) Fraction of ads and fraction of ad impressions by business size for timeline-advertisers
(Source: Chouaki et al., 2022)
A study by Chouaki et al., (2022) stated that Facebook provides all employers with a critical opportunity to micro-target job adverts depending on interests, demographics, location and online behaviour with its global user base as well as standardised advertising features. This degree of accuracy aids organisations in reaching out to candidates who are unlikely to be on professional platforms but are qualified to be hired for certain jobs. 
In contrast, Mamatha et al., (2022) highlight that the real-time communication that is promoted through Facebook-integrated job boards, messaging, and employer pages also aids in fostering the employer-candidate relationship. These existing studies postulate that digital recruitment takes additional assistance and advantage from the rise of social media platforms to hire global candidates. 
According to Darko et al. (2022), the global population reached 7.8 billion, where the study reflects that 4.54 billion people are active on the internet, and it is 59 per cent of the total population. The most widely used platforms are Facebook (59%), YouTube (61%), Instagram (36%), and WhatsApp (48%). Despite significant opportunities offered by digital platforms, organisations also face a few issues. A few examples are privacy concerns, candidate profiles, data protection, and biased algorithm filtering. A study by Gilch and Sieweke (2021) explained that companies target tech-savvy professionals to transform their practices in three different ways. It has been observed that recruiters are realising that they will not be able to attract digital talent without redesigning the complete recruitment process, tools, and communication as per the expectations of the digital era. 
This indicates implementing terms that orient around data-led screening, tailored engagement, and social-media-based employer branding to attract the most talented pool. The status and perceptions of recruiters have changed. Furthermore, it has been evident that recruiters now see themselves as strategic partners that really shape the organisation's talent ecosystem instead of being functions that simply act as administrators. 
Incorporating social media recruitment means they must acquire new skills, such as digital marketing, metric analysis, and online engagement, to expand their identity beyond the typical HR process. Although, digital recruitment represents recruiters as key enablers of organisational digital transformation. They help integrate new digital skills into the workforce, thereby minimizing capability gaps and advancing long-term transformation goals. 
Therefore, the study highlights two emerging strategic roles of recruitment in the digital era. Recruitment plays the role of a “sensory organ” to analyse the labor market trends. Whereas recruiters play a “mediator role” and connect internal stakeholders with external digital communities. This improves the organisation's absorptive capacity and its ability to identify and apply new knowledge.
[bookmark: _Toc220683970]2.5 Critical Comparative Evaluation: Digital Recruitment versus Traditional Recruitment
As per the study by Rahman et al. (2022), digital recruitment enables an organisation to reach millions of potential candidates across different demographics and geographical regions. Job seeking on social media platforms can reach both active and passive job seekers worldwide. Another study by Applequist et al. (2023) states that traditional recruitment methods can be territorial and use local print media, physical noticeboards, or community centres to advertise positions. 
Online platforms can be used to conduct highly targeted recruitment using filters such as profession, skills, interests, age, location, and experience. This study also highlights that algorithms and data analytics can help recruiters to find the right candidates more effectively. It has been observed that conventional recruitment lacks rigor. In most cases, it leads to a wide group of applicants and the use of time in filtering out irrelevant applications. Online recruitment speeds up the process, and job advertisements can be published and sent in real time. 
Applicants can also respond the same. The use of automated shortlisting, online communication, and mobile applications also cuts time to fill a position. Earlier processes are usually slower, such as physical advertisement publication, manual application manipulation, and slow communication that relies on long recruitment cycles.
In this context, an existing study by Baker et al. (2022) argued that the use of social media enables interactive, visually appealing recruitment campaign features such as video, animation, graphics, and direct messages. The results of this study highlight that organisations can build a strong employer brand and engage in two-way communication with candidates. Although, it has been observed that the conventional recruitment method offers minimal interaction, as it involves only print advertisements, posters, or radio announcements. 
It does not provide opportunities to build a brand. Recruitments are usually less expensive than other forms of recruitment. Social media advertising is less expensive to operate, and organisations do not incur the cost of printing, distributing, and administrative costs. As per the study of Phaladi (2023), conventional recruitment is more costly as a result of the high cost of advertising through print media, broadcast media, physical fairs, and manual processing. 
This study also highlights that digital recruitment can also omit those who lack access to the internet, digital technologies, or social media platforms, which commonly are older individuals, low-income, and rural residents. Furthermore, conventional recruitment is more accommodating to applicants who depend on newspapers, local advertisements, or job centres. 
It has been evident that analogous approaches are still necessary in providing equal accessibility and minimizing bias due to the digital divide. Online hiring raises issues of fake accounts, identity theft, information confidentiality, and the inability to control the audience for job advertisements. Checking the authenticity of candidates through the internet may be cumbersome. However, the traditional recruitment approach was based on the physical paper and face-to-face interaction where there was more assurance and fewer chances of fraudulent involvement.
An existing study by Oudat and Bakas (2023) found that the limitations of social media in recruitment are compensated for by traditional recruitment, which offers several advantages. A significant strength is that conventional channels such as print advertising, employment offices, career fairs, and professional recruiting agencies reach a broader range of people. This limits the selection bias typical of social-media recruitment in which users are younger and differ significantly in terms of ethnic and socioeconomic backgrounds. 
The other benefit is improved privacy, credibility, and confidence. As per the study of Potočnik et al. (2021), conventional recruitment practices are based on proven and formal communication media where the applicants may feel more secure during information exchange. It also highlights that social media can be vulnerable to privacy breaches and scams. Although, conventional approaches offer more robust protection and are less likely to be misused. 
This trust promotes increased authentic interaction by the candidate. Recruiting through the traditional method allows greater control and verification of participants and applicants. These existing studies highlight that organisations can easily verify candidates, their eligibility, and track the quality of applications. In this context, Jean and Thompson, (2025) found that it is usually tricky on social media, as invalid candidates or automated bots can fill in surveys. The conventional recruitment process is more trustworthy, safer, and inclusive, and is a major challenge to digital recruitment techniques.
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[bookmark: _Toc220518651][bookmark: _Toc220518748]Figure 2.4.2: Advantages and disadvantages of using social media as a recruitment method
(Source: Oudat and Bakas, 2023)
[bookmark: _Toc220683971]2.6 Theoretical Models and Conceptual Foundations 
[bookmark: _Toc220683972]2.6.1 Technology Acceptance Model (TAM) 
The Technology Acceptance Model (TAM) is a theoretical framework that was established by Davis which offers a basic theoretical framework in the context of adopting and using digital technologies. TAM within the recruitment context assists in the determination of the behavioral intentions of the recruiters and job seekers to use social media tools including LinkedIn and Facebook in acquiring talents. TAM defines that technology adoption is influenced by two key factors namely Perceived Usefulness (PU) and Perceived Ease of Use (PEOU) (Prakarsa et al. 2024). 
PU is the degree to which a group of users perceives that the utilization of a certain digital recruiting solution helps to optimize the recruitment process such as allowing a quicker search of candidates, increased reach and better screening processes. PEOU is used to indicate the perceived ease with which users believe that these sites are easy to use such as ease of posting jobs, filtering of profiles and communication infrastructure. 
The integration of TAM in the current study highlights the reason why digital recruitment is a favorite choice among organizations compared to the traditional approaches such as newspaper advertisement, career fairs and walk-in applications. The use of social media platforms has an intuitively designed interface and automated applicant tracking which leads to increased PEOU and PU (Akram et al. 2024). 
Job seekers also find online recruitment less time-consuming, convenient and transparent which affects their desire to use social media networks in submitting their applications. Therefore, TAM offers a systematic knowledge towards technology on actual usage behavior which ultimately determines the effectiveness of recruitment. This study compares perceived usefulness and perceived ease of use with digital and traditional approaches to conclude whether social media recruitment promotes more effective, cost-efficient and targeted hiring.
[bookmark: _Toc220683973]2.6.2 Social Information Processing Theory (SIPT)
The Social Information Processing Theory (SIPT) is a concept that describes how consumers make impressions and encourage judgments in the context of computer-mediated communication (CMC) (Schwarz et al. 2021). This theory is quite applicable to online recruitment where recruiters use online profiles, online resumes, references, and social networking behavior to determine the suitability of the candidates. This theory suggests that communication does not have face-to-face cues though users adapt by utilizing alternative digital cues including professional photos, profile structure, messaging tone and endorsement posts to create an impression. 
The integration of social media recruitment websites such as LinkedIn and Facebook, SIPT assists in explaining how the evaluations of the recruiter are made when it comes to candidates whose qualifications are reviewed in ways that are not necessarily based on face-to-face interviews or printed resumes. Online activities, endorsements, work histories and patterns of engagement allow recruiters to analyze online indicators of professionalism, credibility and interpersonal skills. Job seekers also derive organizational culture, employer branding and job expectations based on what they see on social media (Darko et al. 2022). 
SIPT consequently shows the way the two sides depend on the online available information to fill the lack of in-person communications. Comparing digital recruitment to the traditional approach, SIPT offers an idea of why digital media is efficient. There are the continued impression formation, more detailed informational content and open visibility of networks through the online interaction. 
This theory implicates the argument that social media recruitment may help in the proper assessment of the candidates and improve on the efficiency of decision-making. Therefore, SIPT puts digital recruitment in a context of being an adaptive communications process which can establish quality hiring results compared to the traditional process.  
Considering the above, the Technology Acceptance Model (TAM) and Social Influence Processes Theory (SIPT) provide a solid theoretical foundation for understanding how organisations adopt and use digital platforms for recruitment, as well as how successful they are at recruiting from those platforms. 
The reason that recruiters and candidates have chosen to use social media to recruit and find jobs rather than traditional means is based on the usefulness and ease with which recruiters and candidates can interact with each other through the use of social media. Although it does provide insight into how recruiters evaluate job applicants in an online context (SIPT), it fails to adequately consider the social context and social influences that affect a recruiter’s decision-making process. Therefore, it is recommended that both of these theories needed to be combined to provide a complete understanding of how individuals make decisions regarding digital recruitment.
[bookmark: _Toc216265234][bookmark: _Toc220683974]2.7 Conceptual Framework for the Study 
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[bookmark: _Toc220518749]Figure 2.7.1: Conceptual Framework of the study
(Source: Self-developed)
[bookmark: _Toc216265235][bookmark: _Toc220683975]2.8 Research Gaps
Digital recruitment and traditional recruitment methods, both have significant gaps that remain unexplored in the study. Although, the study is focused on the benefits of digital recruitment, compared to traditional recruitment. There is a lack of direct comparison between various digital recruitment platforms such as LinkedIn and Facebook. It depends on traditional methods also including evaluation of cost, speed, candidate quality, and sustainability for organisation. Additionally, many organisations promote digital recruiting as an opportunity for organisations to streamline their recruitment processes (Potočnik et al., 2021). 
However, there is little empirical research on the potential challenges associated with using a digital recruiting platform such as example, algorithmic bias, information overload, and exclusion of non-digital candidates. It could reduce the effectiveness of this type of recruiting in a real-world organisational context. There is another gap in the literature regarding recruitment research that adopts an integrated perspective. 
The study focuses on individual recruitment strategies without considering the possibility of hybrid strategies. It combines the benefits of digital methods and traditional methods, which are used for interpersonal evaluations. Furthermore, the study provides a structured comparison of the benefits and challenges of both recruitment methods through a combined conceptual framework.
[bookmark: _Toc216265236][bookmark: _Toc220683976]2.9 Chapter summary
The focus of this chapter has been on how the process of talent acquisition and placement has transformed over time due largely to technological innovations in recruitment systems. It demonstrates that recruitment processes are increasingly dependent on technology, particularly social media, rather than traditional methods. It includes print advertising, walk-in candidates, and recruitment through different staffing agencies. 
Digital methods of recruiting provide users with a significantly larger audience to reach for potential candidates, as well as faster processing times for applicants. It is more likely to utilise data-driven decisions when selecting every talent. Although digital recruitment presents a number of advantages such as cost savings, targeted advertising, and algorithmic search capabilities. It also carries a number of significant disadvantages such as information overload, lack of privacy, and the risk of algorithmic bias. 
However, traditional recruitment continues to be an important component of many sectors of business, particularly those sectors where the selection of candidates is largely reliant on personal interactions. Also, theoretical models for recruitment decisions were explored and the advantages and disadvantages of both methods were combined to create a conceptual framework. It demonstrates the impact of cost, time, reach, applicant quality and organisational context on workplace recruitment success. 


[bookmark: _Toc217408251][bookmark: _Toc220683977]CHAPTER 3: RESEARCH METHODOLOGY
[bookmark: _Toc217408252][bookmark: _Toc220683978]3.1 Introduction 
The chapter provides the methodological framework used to explore the efficacy of digital recruitment using the social media tools such as LinkedIn and Facebook compared to the conventional recruitment techniques. This chapter is mainly intended to defend the philosophical position, research design, research approach and mode of data collection adopted in the study to make the research process systematic, transparent and in line with the objectives of the study. The methodology used in research is a very important factor in deciding the credibility, reliability and validity of any academic research (William, 2024). Methodological choices have a strong impact on the way organisational practices, perceptions and outcomes are viewed in the field of management and human resource research. Since the study aims to gain an insight into the views of HR professionals and organizations on the effectiveness of recruitment, especially in relation to the reach, cost effectiveness, time savings and quality of the hires, it will need the method of capturing subjective interpretations and not necessarily the method of measuring using numbers.
The research in this study takes a qualitative orientation, with the support of secondary data, because the research will examine what has been practiced, experience and professional judgment as presented in scholarly literature, industry reports and organisational case studies. The change in recruitment practices in the wake of post-COVID supports the necessity of a flexible and interpretive methodological approach that can help to meet the changing organisational realities (Mallik, 2024). The chapter is presented in the following way. Initially, the research philosophy and assumptions under it are debated and substantially defended. This is done with the research design that explains why it is the best in answering the research questions. The methodology of the research is then discussed with a specific focus on the reasons as to why an inductive research method will be followed. Lastly, the methods of data collection are provided which includes the nature of the sources of data used as well as the justification on why they are selected. All these methodological decisions taken together guarantee the congruence between the research aim, objectives and the analytic strategy of the study.    
[bookmark: _Toc217408253][bookmark: _Toc220683979]3.2 Research Philosophies and Assumptions 
Research philosophy is described as a belief system and assumptions involved in the generation, interpretation and validation of knowledge in research. The most popular philosophies that are used in business and management research are positivism, interpretivism and pragmatism (Turyahikayo, 2021). The research philosophy that will be used in the study is interpretivist as the research philosophy is deemed to be the most suitable given the nature and the objectives of the research. The premise behind interpretivism is that the reality is subjective and socially constructed and not objective and measurable. In contrast to positivism that aims to establish generalisable laws by quantifying and testing them statistically, interpretivism is concerned with gaining insights into meanings, experience and perception using the perspectives of individuals or groups (Acharya, 2025). The effectiveness of recruitment in the frame of this study is not an object of measurement in terms of numerical aspects including cost or hiring speed. It is the object that is framed by the experiences of the HR professionals, organizational situations and strategic priorities. 
The rationale of the adoption of interpretivism is that the study is concerned with the views of HR professionals with respect to the digital recruitment and traditional recruitment processes. Candidate quality, profile credibility, social media trust and perceived organisational fit cannot be entirely measured solely by the use of numerical data (Silaban et al., 2023). Rather they need to be interpreted within a certain context based on the qualitative information that is already available in the literature through academic reports, professional reports and even organisational case studies. Moreover, the rapid change of digital recruitment technologies, especially after COVID-19 pandemic, resulted in a variety of dynamic organizational sizes and recruitment strategies. Such flexibility is necessary in the consideration of such phenomena as the social media recruitment, whose results can differ depending on the specifics of platform usage, organisational branding, and technological integration. The philosophical premise of this research is that the knowledge related to the effectiveness of recruitment is built based on the professional practice and reflective experience. Synthesising interpretations of the available qualitative literature and industry sources, the study aims at developing a more comprehensive perspective on the perception of digital recruitment, its implementation and evaluation in the real-life organisational environment.
Thus, the interpretivist philosophy is quite reasonable since it fits the exploratory process of the study. It also allows the use of qualitative analysis and most importantly allows interpreting the complex human resource practices in a meaningful way as opposed to bringing down to a strictly statistical result (Hepler, 2023).  
[bookmark: _Toc217408254][bookmark: _Toc220683980]3.3 Research Design 
Research design is the general approach that will be followed in terms of data collection, analysis and interpretation to respond to the research questions. The research design used in the study is an exploratory research design and it is more appropriate as digital recruitment practices are continuing to change and no objective empirical evidence exists on their comparative effectiveness. Exploratory research is used generally when the research area is rather unexplored, not well conceived or even uncertain (Olawale et al., 2023). Within the context of the current research, despite the high adoption of digital recruitment via social media, there is a lot of confusion as to how it should be compared to other forms of recruitment, particularly in terms of quality of the hired candidates and long-term workforce performance. This uncertainty is what makes a design give permits in-depth exploration instead of hypothesis testing. 
The exploratory design will help the researcher to review current recruitment practices, determine the emerging patterns and reveal the major themes related to cost-efficiency, time efficiency, quality of talent and reach to organizations. In contrast to the descriptive or explanatory design that uses a set of variables and is based on systematic measurement, the exploratory research is flexible in identifying the concepts that matter as analysis continues (Koskey et al., 2023). The other major reason why exploratory design should be used is that it fits well with qualitative secondary data. The research is based on the academic literature, industry reports and professional case-studies that provide the different perspectives and results. An exploratory design facilitates the synthesis of all these different sources to enable the researcher to compare perspectives, introduce inconsistencies and determine gaps in what has been learned. 
The exploratory design also supports a comparative perspective which is central to this study. The research can identify relative strengths, limitations and trade-offs associated with each approach by examining both digital and traditional recruitment methods across multiple sources. For instance, while digital recruitment may be praised for cost and time efficiency, traditional recruitment methods may still be perceived as superior in assessing interpersonal skills and organisational fit (Rane, 2024). The exploratory design allows these nuanced comparisons to emerge naturally rather than forcing binary conclusions.
Also, exploratory research can be especially useful in management research where any organisational practice is determined by the contextual factors such as the industry norms, technological infrastructure and the strategic orientation (Muralidhar et al., 2024). The results of digital recruitment might vary in different organisations based on the way social media are incorporated in the recruitment strategies. This variability is accommodated in the exploratory design which is oriented towards knowing how and why recruitment practices change but does not seek to develop universal causal relationships. Overall, the exploratory research design can be supported by the fact that it meets the purpose of the research to provide a detailed look into the effectiveness of electronic recruitment. It is suitable to be analyzed qualitatively and realized to form subtle insights that could inform future academic and management studies.
[bookmark: _Toc217408255][bookmark: _Toc220683981]3.4 Research Approaches 
Research approach is a logical direction in which the study follows in the direction of theory to data or data to theory. Deductive and inductive are the two overpowering research methodologies (Kumar and Ujire, 2024). Inductive research approach is followed in this study and this is in line with the interpretivist philosophy and exploratory research design. A deductive methodology normally commences with given theories or hypotheses which definitely aims to test them with empirical evidence to confirm, refine or reject them (Okoli, 2023). Although the methodology works in well-established research domains where the variables are well-known, it is not the most appropriate to use in this study as the digital recruitment practice is subject to constant change and depends on the context. The current theories are incomplete in explaining the comparison of social media recruitment and traditional ones in various organisational settings. 
However, an inductive approach entails gathering and interpreting data to discover patterns, themes and relationships that can be used to develop theories or improve concepts. It is also a suitable method in this case because the study can derive knowledge based on the available qualitative data as opposed to making strict theoretical presumptions. The inductive approach helps the researchers to analyze various orientations recorded in scholarly studies and professional reports and come up with meaningful interpretations on the effectiveness of recruitment (Nuriman, 2024). An example of this can be the quality or trust of the candidates or social media websites which can differ greatly across organisations. Inductive approach enables such variations to be revealed by the data and not tied by the previously established categories. 
In addition, the inductive reasoning helps to support the aim of the study to fill the gaps in the literature. The ability to combine the findings of various sources will help the research to reveal the recurring themes including time efficiency, cost reduction, employer branding and talent pool diversity as well as provide limitations such as credibility issues and skill mismatch. The practical relevance of the study is also increased by the application of an inductive approach. The revelations that result from an inductive analysis are based on actual organizational experiences and are therefore useful to HR professionals and policy makers who are interested in ensuring that they improve their approaches to recruitment. Hence, the inductive research methodology is warranted because it is the contemporary one to the interpretivist philosophy that helps to form the exploratory research and allows to create the context-specific implications towards the efficacy of digital recruitment. 
Moreover, this approach strengthens the analytical depth of the study with the help of concepts and insights evolving progressively throughout the study. The researcher will be able to refine the interpretation of the data by ensuring that the conclusions remain rounded in evidence rather than theoretical assumption. In the process of investigating digital recruitment where technological adoption, recruiter behaviour and organizational results are always evolving, this approach is suitable for the study. It also facilitates critical comparison across studies and ultimately enables the identification of the common themes or aspects within the literature (Yuwono and Rachmawati, 2023). Inductive reasoning increases the credibility and practical relevance of the findings that can guide future research and decision-making strategizing in an organizational setting.
[bookmark: _Toc217408256][bookmark: _Toc220683982]3.5 Data Collection Methods 
The study uses the secondary qualitative data collection procedure to explore the effectiveness of digital recruitment using social media in relation to be recruiting using conventional methods. A research process is highly sensitive because the type and quality of data is a crucial step towards defining the validity and applicability of research results. The methodological suitability of the secondary data used in the research is suitable and consistent with the research philosophy, design and goals. Secondary data can be described as the data that has already been gathered, studied and published by other scholars or professional entities on the basis of the current research topic. The secondary qualitative data used in this investigation is mainly based on peer-reviewed academic journals, industry reports and professional reports, and organisational case studies. The academic literature was selected and found by such reputable databases as Google Scholar or Scopus, indicating that only high-quality and scholarly sources could be found. The sources would offer theoretical knowledge, practical results and analytical debates of digital recruitment, the use of social media in HRM and the comparative effectiveness of recruitment (Rajiani et al., 2024).
Besides academic sources, industry reports and professional publications of the known organisations such as LinkedIn Talent Solutions, CIPD and McKinsey were used. These reports provide pragmatic insights into the recruitment trends, recruiter experiences as well as changing practices in hiring within organisational environments. These professional channels are especially useful in relation to the modern recruitment issues and how the operational aspect of embracing digital recruitment devices would be (Khan, 2025). The choice of secondary data is based on a number of reasons. First, the research will be synthesising and interpolating existing information and will not create primary information. The data would enable the researcher to obtain a wide spectrum of organisational contexts, industries and geographic locations that would not otherwise be accessible through primary data collection. Second, the qualitative data used in the study is secondary and supports the interpretivist philosophy and the exploratory research design because the study allows the in-depth exploration of recruitment practices and perceptions by means of the central themes. 
Also, the ethical issues of using secondary data are not described as all the sources are publicly accessible and referenced accordingly. This will reduce ethical risks of confidentiality and consent without affecting the integrity of the academic research. In general, the selected data collection strategy is appropriate, effective and corresponds to the goal of the study of developing a holistic vision of the effectiveness of digital recruitment. 
[bookmark: _Toc217408257][bookmark: _Toc220683983]3.6. Data Analysis
The study’s data analysis was performed through thematic analysis, which is a qualitative method that provides a structured way of identifying, organising, and interpreting different data. Since the qualitative sources for this research are all secondary, consisting of peer-reviewed articles, industry reports, and HR publications, thematic analysis was still regarded as the most appropriate method for capturing the essence of digital recruitment. Each stage of the analysis was controlled by the research objectives and research question such that the methodological and analytical difficulties were maintained. 
Thematic analysis was applied in a structured manner and through the iterations in the process. A routine and methodical approach to the analytical process was adopted, thus rendering the analysis process transparent and analytically rigorous. The initial phase consisted of the getting-acquainted with data process (Braun, 2023). The process also helped to identify among the researchers the frequent themes regarding recruitment efficiency, cost-effectiveness, and reach, among others such as candidate quality, employer branding, and ethical concerns. 
The getting-acquainted-with process also made it possible for the researcher to be completely aware of the context, nuances and different points of view scholarly before actual coding started. The second phase of the research process was the initial coding, which is a process that systematically identifies and creates labels for meaningful segments of text. Initially by the coding, statements, arguments and findings that directly addressed the research were highlighted. 
Through this method, the capture of both explicit content such as expressed benefits of social media recruitment and implicit meanings such as doubts about credibility and trust took place. Open coding involved in the process helped to keep the analysis data-driven rather than restricted by preconceived categories. 
The third stage of the process handled the generated codes, which were assigned to the potential themes. This procedure contained the discovery of interconnections between the codes and their division into the higher conceptual categories. For instead, the codes of the geographical area that can be reached, candidates who are passive to recruitment (Braun, 2024). Also, the diversification of applicants was all placed under the main theme of reach and accessibility. 
The same has been done with the codes connected to the speed of recruitment, automation, and lowering of administrative work. This step made sure that there was a connection between the emerging themes and the research objectives. The stage was all about the consideration and revision of themes in the first place. Each theme was scrutinized to critically appraise it with a view to its being coherent in itself and nicely separated from others at the same time. 
This way of working with themes that overlapped or were weak, either merging them or discarding them, helped maintain analytical clarity. This process of refinement not only increased the validity of the whole analysis but also made it certain that each theme was very well backed up by the data and was of real help in answering the research questions. 
In the fifth stage, defining and naming themes was the main activity where every single theme was not just simply expressed. It also put into the picture of the overall recruitment literature. This phase made it a point that themes were not only analytically sharp but also conceptually rich. A systematic comparison between digital recruitment through social media and traditional methods of recruitment was made possible with the help of the definitions. 
It integrates across the main aspects of efficiency, effectiveness, candidate quality, and ethical issues. The last stage was of interpretation and synthesis, during which the themes were subjected to a critical analysis concerning the existing theories and past research. At this point, the research process went from merely describing to interpreting, thus allowing the researcher to reveal the reasons behind the emergence of some patterns. 
The results obtained through thematic analysis with the contributions to the comprehension of recruitment effectiveness. The decision for thematic analysis was made since it allows for a qualitative analysis that is systematic, transparent, and theory-informed, while at the same time being flexible enough to suit various kinds of secondary data (Naeem et al., 2024). 
Its applicability to exploratory research, correspondence to interpretivist philosophy, and the ability to extract deep, valuable insights make it the most suitable method for solving the research-related aims and objectives of this study.
[bookmark: _Toc217408258][bookmark: _Toc220683984]3.7 Ethical Considerations
The ethical considerations represent a very important aspect of the study. The study is conducted with the absolute integrity of the academic, transparency, and respect for the research standards already in place. It is based solely on secondary qualitative data, but still, the ethical issues to be dealt with in relation to the responsibility of selecting, analysing, interpreting, and reporting the data are of utmost importance. The ethical selection of the data was the first concern in the research process. 
The literature used in the research was taken from the sources which are publicly accessible and trustworthy. No confidential, proprietary, or restricted data were accessed, and no human participants were directly involved. Therefore, the research did not have any risks regarding consent, anonymity, or personal data protection. Academic integrity and no plagiarism were very strictly maintained to continue with the study. 
All the ideas, arguments, and empirical findings drawn from the literature were properly acknowledged through precise in-text citations and a complete reference list prepared according to Harvard referencing guidelines. Careful paraphrasing was used to keep the original meaning of sources while avoiding misrepresentation or duplication of content. The investigation made sure to thoroughly cope with the issue of objectivity and researcher bias. 
A systematic approach to thematic analysis was applied with a view to letting the data itself dictate the themes as opposed to selectively imposing them. Besides, contrasting opinions and conflicting results in the literature were acknowledged for the sake of a balanced interpretation. This methodological approach gave the findings more credibility and trustworthiness since it was not based on selective reporting. 
The study also investigated ethical aspects of digital recruitment such as the privacy of user data, algorithmic bias, and the possibility of unfair hiring practices. The issues were confronted from an analytical standpoint, but the study refrained from making any claims that are not substantiated or condemning particular companies or platforms without proof. 
The research strictly followed the principles of responsible research conduct with transparency, accountability, and respect for intellectual contributions. Thus, the study not only secures reliable findings that are ethically sound and suitable for academic and professional applications.
[bookmark: _Toc217408259][bookmark: _Toc220683985]3.8 Chapter Summary 
This chapter has given a very clear picture of the research methodology that is to be used to study the effectiveness of digital recruitment using social media platforms over the traditional recruitment methodology. The nature of the research problem and the aims of the study led to the methodological choices made in such a way that there was coherence between philosophy, design, approach, data collection and analysis methods. A research philosophy that facilitated the study to capture subtle views of the modern-day recruitment practices was through an interpretivist research philosophy that was backed by an exploratory qualitative study design and an inductive research approach. 
The secondary qualitative data are based on academic literature, professional reports and organisational case studies that are practically and theoretically appropriate in the study. The data analysis was done using a thematic analysis approach where key themes of the data were systematically identified, organised and interpreted in regards to recruitment reach, cost efficiency, time efficiency and quality of skills. Ethical aspects were incorporated in the whole research process to a great extent such as how to utilize sources that are publicly available, how to represent actual findings and how to cite them so as to avoid plagiarism. Altogether, these methodological choices make the study more credible, transparent, and scholarly, and the results would have an effect on the academic discourse and practical knowledge of the effectiveness of digital recruitment.



[bookmark: _Toc217408260][bookmark: _Toc220683986]CHAPTER 4: FINDINGS / RESULTS, ANALYSIS AND DISCUSSION
[bookmark: _Toc217408261][bookmark: _Toc220683987]4.1 Introduction
This chapter provides the results from the thematic analysis of the qualitative data. The major themes extracted from the academic literature and industry reports are systematically presented with the research objectives and questions. The findings section provides a summary of the most significant patterns and insights that the data have produced. This is followed by a critical analysis that assesses the effectiveness of social media as a digital recruitment tool compared to the traditional approaches. The discussion part connects these findings with the existing theories and previous studies. Thus, this provides an assessment of the effectiveness of recruitment practices on the organisational talent acquisition outcomes. 
[bookmark: _Toc217408262][bookmark: _Toc220683988]4.2 Thematic Analysis 
Theme 1: Reach and Accessibility of Talent Pools
One of the most important aspects that have emerged is the wide-ranging reach and easy accessibility that digital recruitment via social media has to offer. Research often points out that accessing a larger and more diverse pool of candidates, Site links and Facebook among others can be considered everywhere to be compared to the less effective traditional recruitment techniques (Ahmed et al., 2025). 
However, digital recruitment increases the visibility of job openings and widens the talent pool by engaging active and passive candidates. Digital platforms also allow organizations to target particular demographic, skills and the experience levels through the latest filtering and algorithm-based suggestions that also improves the overall efficiency of talent acquisition (Paramita et al. 2024). Features including keyword searches, professional networking groups, and data analytics helps the recruiters to determine effective candidates faster and accurately as compared to the traditional methods. 
In addition, digital recruitment supports accessibility for the candidates who can face physical, social, or economic limitations to attending in-person recruitment events, therefore promoting better equity and workforce diversity. Along with that, social media platforms encourage two-way interaction that allows major applicants to increase the information into the organizational values, culture and employer branding before implementing. This transparency may attract candidates who are better linked with the organizational goals that leads to enhanced job fit, less turnover and highly sustainable recruitment outcomes in the long-term. 
Theme 2: Cost and Time Efficiency
The study considered that the use of social media in the hiring process leads to less recruitment costs because of the elimination of print ads, recruitment agencies, and live events related expenses. The time to hire is reduced because digital platforms enable organisations to post vacancies immediately, and to automate screening processes and to communicate quickly with candidates (Darko et al., 2022). 
Additionally, traditional recruitment tends to have longer hiring periods since manual application processing, scheduling delays, and communication through slow channels are often involved. Even though traditional methods might have higher costs, some studies claim that they still create value in the areas where employee retention over the long term and interpersonal assessment are the key factors. In addition, digital recruitment helps organizations to scale their hiring efforts without any increase in the costs that makes it especially suitable for the firms who are experiencing a rapid growth or the seasonal hiring needs. 
On the other hand, traditional recruitment approaches sometimes depend hugely on the human judgment at the early stages that might be time-consuming and prone to bias (Yanamala, 2021). Therefore, the personal interaction inherent in the conventional methods may support a deeper evaluation of soft skills, cultural fit, and long-term commitment. Thus, while digital recruitment provides better advantages in the cost and speed effectiveness, a hybrid approach which combines digital efficiency with chosen traditional practices can provide more balanced as well as sustainable recruitment outcomes. 
Theme 3: Quality and Suitability of Candidates
The issue of candidate quality offers different viewpoints in the literature. Recruiters can now evaluate candidates based on their online profiles, endorsement, skill certifications, and professional networks for digital recruitment. This leads to screening being more specific and based on data, which can improve the quality of selecting the finalists (Fisher et al., 2022). Also, authenticity of online profiles, overestimated credentials, and large number of applications through digital means. 
The study suggests that digital recruitment does make the process faster but still traditional one is of great use in providing depth of assessment and candidate fitting. Keywords-based and algorithms tools may also overlook the high-potential applicants whose profiles do not link effectively with the predefined criteria. 
On the other hand, traditional recruitment methods allow richer, context-based evaluations through observation, direct interaction and dialogue (Aidoo et al. 2024). This helps recruiters to assess motivation better, communication style and adaptability. However, the literature highlights the significance of balancing efficiency with the evaluation depth. 
Theme 4: Employer Branding and Candidate Engagement
The study integrates that through social media recruiting, the man's organization can actively promote their employer brand by means of content sharing, storytelling, and interactive communication. The process not only enhances the visibility of the organisation but also attracts candidates whose values and culture are similar to the company. In traditional recruitment, there are limited chances for branding since there is a heavy dependence on static advertisements or third-party agencies (Tursunbayeva et al., 2022). 
On the other hand, one of the main advantages of the personal interaction in traditional recruitment is that it can create trust and relationship. In addition, digital employer branding also helps organizations to represent diversity, inclusion initiatives, career development opportunities, and the workplace culture in a proper and dynamic way (Confetto et al. 2023). Therefore, conventional recruitment methods including campus visits or in-person interviews, helps candidates to directly experience the organizational environment and interact with the hiring managers that improves credibility and trust.
[bookmark: _Toc217408263][bookmark: _Toc220683989]4.2 Discussion 
This paper aimed to compare the success of social media recruitment through LinkedIn and Facebook with traditional recruitment strategies. The thematic analysis has shown that digital recruitment has essentially altered modern-day hiring practices by increasing organisational reach, operational efficiency, employer branding, and strategic flexibility. The analysed evidence shows that social media can help organisations overcome geographical constraints as well as access a wider and more diverse talent pool. 
This increased accessibility is significantly noteworthy in the information and knowledge-based industries which are digitally oriented where the competition among skilled and globally remote professionals is also intensive (Ajayi and Udeh, 2024). Conversely, the traditional method of recruitment including the use of newspaper adverts, job fairs and walk-in interviews is still restricted to geographical areas which hinders its ability to capture digitally capable candidates. The results also indicate that social media recruitment has significant cost benefits over traditional methods. 
Companies that use digital recruitment save money that would have been spent on print advertisements, recruitment firms and face-to-face hiring. Strategically, a reduction of costs is possible without losing visibility which means that digital hiring strategies are more profitable. In addition to cost-effectiveness, the data also mentions the capability of digital recruitment systems to reduce hiring time by using automated applicant monitoring tools, web-based screening portals and instant communication systems (Arman, 2023). 
This decreased time of the hiring cycle can be of great value mainly in sectors that are characterised by a high rate of turnover where a slow process of hiring can lead to lost time or loss of market. The analysis also demonstrates that benefits of efficiency linked to digital recruitment have certain restrictions. The online channels attract a large number of applications though it does not imply better quality of candidates. 
The problems of profile authenticity and inflated credentials, as well as superficial self-presentation, are still an issue of concern. These factors indicate that complete utilisation of digital screening systems can compromise the validity of applicant checks unless properly managed. 
Traditional recruitment strategies including face-to-face interviews and employee referrals still exhibit benefit in the evaluation of interpersonal skills, cultural fit and non-verbal communication indicators (Siddik et al. 2024). The slower and more personalised recruitment processes might lead to improved fit between the organisational values and the expectations of the candidate in jobs that require trust, long-term retention and personalised engagement. 
The results also show that digital recruitment is strategic in influencing employer branding. The use of social media enables the organisations to engage the potential candidates on a regular basis and continue to promote their values, culture and identity to the skilled employees. This active interaction strengthens the brand perception of the employer and makes the recruitment suitable as a part of a larger digital transformation agenda. 
The old recruitment methods are much more dependent on the use of fixed advertisements or third parties that provide little in terms of brand differentiation or interactivity with the candidates (Tursunbayeva et al. 2022). Consequently, the organisations with traditional approaches might not be able to convey an effective employer value proposition in competitive labour markets. Although these are beneficial, there are ethical implications that arise as a crucial challenge of the digital recruitment practice. 
The automated screening and people analytics tools present potential risks by strengthening prior biases, eliminating potential employees while creating issues of transparency, consent and fairness (Gilch and Sieweke, 2021). These results indicate that digital recruitment improves efficiency though it needs to be managed by strong governance structures to promote ethical adherence and fair decision-making. 
The evidence points to the use of an integrated recruitment system which would utilise the speed, reach and branding benefits of the social media recruitment process. A hybrid model seems pertinent in the case of digital transformation in organisations where the role of recruitment functions should balance ethical responsibility, human judgement and technological efficiency. 
[bookmark: _Toc217408264][bookmark: _Toc220683990]4.3 Summary of Results 
Credibility, trust, and ethics issues are the major points for recruiting candidates through social media. The digital hiring process brings up questions about data protection, fairness of algorithms, verification of identity, and computer security. The use of automatic screening procedures might be a factor in bias being unintentionally strengthened or competent candidates being left out (Mishra, 2022). The digital platforms provide efficiency and a wide audience while the traditional ones offer credibility and in-depth understanding (Gilch and Sieweke, 2021). 
[bookmark: _Hlk219806018][bookmark: _Hlk219806033]Digital platforms massively gain the access to diverse talent pools as well as allows organizations to engage both the passive and active candidates that makes the overall recruitment process more inclusive and responsive to the needs of a dynamic labour market (Ajayi and Udeh, 2024). The traditional recruitment techniques still exhibit good value in the fields where interpersonal judgment is expected to be used in terms of cultural fit, soft skills, and long-term commitment (Colledani et al. 2024). 
Therefore, the findings allow the recommendation of a hybrid approach to recruitment incorporating the convenience and optimality of online tools and the interpersonal power and the moral confidence of the pre-modern approach. This strategic combination does not only improve the quality of the candidate and the fit of the organisation but also solves ethical risk by preventing an imbalance between algorithms in decision making and human evaluations (Rodgers et al. 2023). 
However, successful recruiting in the new era is neither determined by either the dominance of the digital or conventional approaches but by the careful combination of the two to ensure subtle, equal and quality recruitment results.
[bookmark: _Toc217408265][bookmark: _Toc220683991]4.4 Chapter Summary
This chapter presented the results, analysis, and discussion of the thematic analysis that performed on secondary qualitative data. The key themes that emerged from the study were related to reach and accessibility, cost and timesaving, candidate quality, employer branding, and ethical issues. The analysis showed that social media as part of the digital way of recruiting gives a big boost to efficiency, scalability, and visibility. Also, traditional ways of recruiting still play a part in gauging cultural fit, trust, and the skills of the person in terms of being able to communicate with others. The discussion tied these findings to existing theories and literature with an effective and well-balanced blended recruitment method for talent acquisition strategy.


[bookmark: _Toc220683992]CHAPTER 5: EVALUATION
[bookmark: _Toc220683993]5.1 Introduction 
This chapter is a critical analysis of the results by assessing the validity of digital recruitment using social media sites such as LinkedIn and Facebook against an age-old method of conducting recruitment. The assessment would be organised on the basis of the research questions the study is conducted on and would be based on the thematic insights on the reach, accessibility, cost, time efficiency, quality of the candidates and the employer branding. The chapter also points out implications of the findings in terms of sustainable acquisition strategies where talent is concerned.
[bookmark: _Toc220683994]5.2 Balancing Digital and Traditional Recruitment Strategies
The ability of organisations to have a good balance between digital and traditional recruitment strategies is one of the main research questions that have been addressed in this study. The results show that neither of the two methods is enough to achieve all the organisational recruitment goals. Comparatively, it has been found that a hybrid approach to recruitment seems to introduce the most efficient option which is the combination of the practicality and accessibility of digital media with the richness and interpersonal strengths of traditional approaches. 
Digital recruiting platforms, mainly social media give organisations access to global and diverse sources of talents. Through platforms such as LinkedIn and Facebook, recruiters can access both active and passive job seekers while broadening the scope of candidates sourcing which was restricted by traditional advertisements (Ahmed et al. 2025). The filtering and data-driven targeting is the possibility of algorithm-based recruitment which enables organisations to match recruitment processes with particular demographic and skill needs (Paramita et al. 2024). 
The analysis also indicates that conventional methods of recruitment remain crucial to use in jobs where interpersonal communication, cultural fit and long-term commitment are essential. Face-to-face interviews, on-campus interviews and referrals give recruiters more information regarding the behavioural traits and communication habits of the applicant as well as their level of motivation (Aidoo et al. 2024). 
Therefore, a gradual recruitment process is usually used by organisations that would desire to attain equilibrium where digital platforms are used to source and filter in the initial stages while traditional methods are used to make the final assessment. This dual solution can maximise efficiency as well as mitigate the weaknesses related to each approach. Therefore, organisations that are strategic in their integration of the two strategies are in a better position to realise sustainable results of recruitment.
[bookmark: _Toc220683995]5.3 HR Professionals’ Perspectives on Digital Recruitment
The second research question addresses the perception of HR professionals on whether digital recruitment influences the overall talent acquisition process. The results indicate that HR professionals largely perceive digital recruitment as a revolution that has redefined the practice of recruitment with regard to speed, accessibility and use of data. It has been found that the process of posting jobs online saves a lot of time due to the instantaneous nature of posting, automated screening of applications and quick contact with potential employees (Darko et al. 2022). 
From the perspective of HR, these efficiencies enable the recruitment teams to focus on strategic decision-making over administration. Online platforms offer analytics and performance indicators that allow HR experts to measure the success of recruitment efforts and adjust their approach accordingly. Screening processes based on algorithms can automatically promote bias or filter out potential candidates who would be high potential though do not match the predetermined criteria perfectly (Yanamala, 2021). 
The overall perception among HR professionals remains positive despite these concerns. Digital recruitment is considered to be a necessary part of the contemporary talent acquisition process mainly when it is combined with human judgment and conventional methods of assessment. The results indicate that the HR professionals recognise digital recruitment as a strong addition to the recruitment process rather than as a substitute for traditional procedures.
[bookmark: _Toc220683996]5.4 Strengths and Weaknesses of Conventional Recruitment Strategies
The third research question concerning the advantages and shortcomings of traditional recruitment strategies is resolved in this section. The traditional recruitment strategies such as newspaper ads, recruitment agencies, walk in interviews and campus recruitment have traditionally been appreciated due to their focus on personalised interaction and situational analysis. 
The advantage of traditional recruitment is one of the main strengths of this type of recruitment as it helps to conduct a profound screening of applications. Recruiters can use face-to-face interviews and direct observation to assess soft skills, emotional intelligence and cultural fit which are more accurately assessed using digital screening tools (Aidoo et al. 2024). Conventional recruitment techniques may result in the creation of trust and credibility since an applicant has direct personal interaction with hiring authorities and corporate representatives. 
The assessment also leads to the identification of a number of flaws related to traditional recruitment. Conventional approaches tend to be more expensive and time-intensive that entails the use of costs associated with print advertisement, recruitment agencies and physical interview preparation (Darko et al. 2022). In addition, they usually have a limited geographic scope which hinders access to the array of possible talents and makes hiring inclusively challenging. 
The other weakness is that it is susceptible to subjective bias during the manual screenings and the decision-making process. Although human judgment is useful, it might cause inconsistencies and the unawareness of bias. Consequently, the conventional methods of recruitment might not be as efficient and scalable as they would be necessary in the modern rapid labour market setting.
The analysis shows that traditional recruitment is still applicable when used selectively for roles necessitating strong interpersonal engagement and long-term organisational commitment.
[bookmark: _Toc220683997]5.5 Efficiency and Effectiveness of Digital versus Traditional Recruitment
The fourth study question addressed the comparison between the efficiency and effectiveness of digital and traditional recruitment methods. The results are evident that digital recruitment is more efficient and traditional recruitment is more effective in terms of qualitative assessment. Digital recruitment platforms can help a lot in ensuring efficiency as they lessen the time taken in recruitment processes and operational expenses. Organisations that recruit via social media have a higher vacancy fulfilment rate since there is automation and real-time communication between the organisation and the potential applicant (Confetto et al. 2023). 
The digital tools can also enable organisations to increase recruitment activities without correspondingly increasing their cost thus they become effective in cases of high-volume or seasonal recruitment. Conversely, the conventional recruitment process has long process durations due to paperwork and delays during the scheduling process. Effectiveness in recruitment is not individually determined by speed. 
It has been found that digital recruitment is prone to neglecting the depth of assessment since it relies on an online profile and a screening approach using keywords which might not capture candidates with good interpersonal skills (Fisher et al. 2022). Traditional recruitment techniques are less productive which allow more detailed inquiry in terms of dialogue and contextual insight. This level of evaluation helps in increased job fit and even increased retention. 
Thus, the assessment indicates that the recruitment using digital tools is more effective though the traditional one could be more successful in ensuring employment success in the long run.
[bookmark: _Toc220683998]5.6 Quality of Candidates Recruited through Digital and Traditional Methods
The quality of the candidate is an important aspect in the measurement of the effectiveness of recruitment. The results of the study are contradictory in terms of the quality of candidates hired by digital and traditional means. Online recruiting enables recruiters to evaluate the applicants using confirmed certifications, professional recommendation and online connections which leads to the process of making evidence-based decisions (Fisher et al. 2022). 
This helps in improving the shortlisted candidates, mainly in technical and specialised jobs. Although, the issues of profile authenticity and inflated qualifications are still common. The high volume of applications generated through digital platforms may impact candidate quality which makes it challenging for recruiters to identify genuinely suitable candidates. Algorithmic screening tools might also exclude suitable applicants who do not fit the needed criteria. 
Conventional recruitment approaches facilitate a holistic assessment as recruiters have an opportunity to estimate motivation, adaptability and communication skills during face-to-face communication (Aidoo et al. 2024). This can lead to increased compatibility between applicants and organisational culture. The analysis reveals that the quality of the candidates is maximised when the digital screening is complemented by the traditional assessment techniques. This kind of integration guarantees efficiency and depth resulting in a more informed hiring process.
[bookmark: _Toc220683999]5.7 Employer Branding and Candidate Engagement
A significant assessment that emerges from the results is the role of employer branding and candidate engagement. Social media digital recruitment helps organisations to proactively advertise their employer brand by storytelling, sharing content and interactive communication (Confetto et al. 2023). This significant interaction increases the visibility of an organisation and brings in candidates whose values fit the company culture. Traditional recruitment provides few possibilities in terms of branding as this method is based on static advertisements (Tursunbayeva et al. 2022). 
Furthermore, face-to-face communication in the context of the traditional recruitment process can result in the development of trust and credibility between the parties which permits applicants to have a direct experience of the organisational culture. The analysis indicates that the online employer branding enhances the initial appeal and interaction whereas the traditional ones enhance authenticity. Thus, a combination of the two methods improves the overall experience of the candidates and helps to build a long-term employer reputation. 
Although digital recruitment is more beneficial regarding efficiency and employer branding, the assessment also reveals relevant strategic and ethical issues that organisations should consider to have a responsible and sustainable talent acquisition. A significant strategic implication is that the dependence on the recruitment tools that rely on a growing algorithm tend to be efficient. They might unintentionally enforce some biases in case they are not supervised carefully. 
Automated screening systems tend to reflect the biases that have been incorporated into their design and data sets. This may become a disadvantage to candidates with a non-traditional background which brings up questions of equity, openness and equality in online hiring.
Ethically, the subject of data privacy and approval has been a growing concern. The presence of online profiles makes social media recruitment highly dependent on the candidate data which emerges to be highly sensitive to the separation of professional and personal information. The HR professionals should make sure that they comply with ethical standards of recruitment by dealing with information about candidates in a responsible and transparent manner. An organisation failing to do this can result in a negative reputation and a lack of trust among potential applicants (Tursunbayeva et al. 2022). 
The long-term effects of digital recruitment on workforce quality and retention are also strategic issues. Although online channels can be used to hire quickly, excessive focus on speed can lead to an inadequately made hiring decision without assessing cultural fit and soft skills. Conventional approaches to recruitment help the company to evaluate interpersonal interaction more deeply which is required to engage and retain employees over the long term (Aidoo et al. 2024). The analysis indicates that online recruitment methods have to be constantly modernised to be efficient. 
The labour market dynamics, the behaviour of prospective employees and the social media algorithms are changing fast where HR professionals have to match the changes in their recruitment process (Paramita et al. 2024). The analysis reveals that recruitment through social media is great in terms of reach, efficiency and employer branding whereas traditional recruitment is still important to assess the qualitative aspect and build relationships. HR practitioners acknowledge that digital recruitment is a mandatory part of the current talent acquisition yet there are also concerns about excessive reliance on automation.
[bookmark: _Toc220684000]5.8 Chapter Summary 
This chapter has critically assessed how well digital recruitment works over traditional recruitment in regard to the research questions. The analysis proves that digital recruitment has high benefits of reach, cost, speed and branding whereas traditional recruitment forms of strength are interpersonal assessment and suitability of the candidate. Digital recruitment is considered transformative by HR professionals though it remains to place importance on human judgment. Organisations have a higher chance of getting efficient, equitable and high-quality recruitment results in an ever-competitive labour market with a hybrid model. 


[bookmark: _Toc217408266][bookmark: _Toc220684001]CHAPTER 6: CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc217408267][bookmark: _Toc220684002]6.1 Summary of main findings
The study has examined and analysed the comparative effectiveness of digital recruitment through social media and traditional recruitment methods with a proper focus on the accessibility and reach, cost and time efficiency, candidate quality, employer branding, and ethical considerations. The findings show that digital recruitment has massively transformed contemporary hiring practices through providing broader access to talent pools, faster hiring cycles, and less recruitment costs. In addition, various social media platforms and online job portals allow organisations to reach both passive and active candidates towards the geographical boundaries, thereby improving inclusivity and diversity in recruitment (Hussain and Adil, 2024). 
On the other hand, traditional recruitment methods including newspaper advertisements, job fairs, and face-to-face interviews have been constrained by time and location, although they always remain effective for the local, community-based, and relationship-driven roles. The overall analysis also shows that digital recruitment is hugely efficient in the context of time and cost. Therefore, the findings also show that traditional recruitment, despite being highly resource-based, contributes value through the structured interpersonal assessment as well as significance for stronger long-term employee retention. 
Candidate engagement and employer branding has emerged as the important strength of social media hiring. Various digital platforms allow the organisations to effectively promote their values, culture and work environment through storytelling and interactive communication, which attracts the candidates linked with the identity of the organization. However, the traditional recruitment limited in the branding reach, develops better trust as well as relationship building through the personal interaction (Marin and Nilă, 2021). 
In this context, credibility and ethical concerns have been determined as the main challenges in digital recruitment, especially in relation to data protection, algorithmic bias, and fairness. There, the entire findings support a hybrid recruitment strategy and approach that adopts digital efficiency with the traditional credibility that ensures inclusive, ethical and high-quality hiring outcomes. 
[bookmark: _Toc217408268][bookmark: _Toc220684003]6.2 Conclusion based on the research questions 
The study aimed at investigating the methods through which organizations strike a balance between digital and traditional recruitment methods and to analyse the perceived effectiveness of the two methods in the view of the human resource professionals. After the analysis within the frames of the four research questions, some significant conclusions may be made about modern recruitment practice and its implications to talent acquisition. Addressing the first research question, the results show that the majority of organizations not only use digital or traditional ways of recruitment. 
Rather, a hybrid approach to recruitment is becoming more popular in order to gain balance and a flexible approach. In response to the second research question, the study discloses that the HR professionals mostly consider digital recruitment as a disruptive power in the talent acquisition process. It is seen to improve access, speed and reach on a wide range of talent pools. Nonetheless, there are also opinions about the veracity of online profiles, excessive use of algorithms and possible bias of online screening tools among the HR practitioners. 
Consequently, digital recruitment is perceived to be an ease of recruitment but not entirely a replacement of human judgement in the hiring process. In response to the third research question, the standard recruitment methods are known to be effective in evaluating interpersonal abilities, organisational compatibility and candidate integrity. 
Lastly, regarding the fourth research question, digital recruitment is generally viewed as more productive and affordable, especially in the time of hiring a large number of people. Nevertheless, as much as digital techniques enhance speed and coverage, the quality of applicants frequently relies on the effectiveness of digital means of assessment in combination with the conventional evaluation system. 
Overall, the research finds that a balanced recruitment strategy is the most effective in terms of the talent acquisition results. At the end, the study concludes that recruiting efficiency is optimised when the organizations embrace a combined recruitment system or approach that integrates technological efficiency and human assessment.
[bookmark: _Toc217408269][bookmark: _Toc220684004]6.3 Recommendations 
It can be recommended from the findings that, 
1) Practical recommendations 
· The digital recruitment process ought to be used in the initial phases of the recruitment process including job advertisement, preliminary screening and employer branding whereas conventional recruitment approaches should be used in the final stages of interviewing, cultural fit and building relationships. 
· Organisations need to invest in intelligent HR technologies such as applicant tracking systems, AI-enhanced screening tools and data analytics dashboards to enhance efficiency and decision-making. As Kambur and Yildirim (2023) point out, these technologies need to be incorporated into strictly delineated HR governance models that will lead to transparency, accountability and ethical adherence.
· Organisations need to have effective check systems when applying social media recruitment to handle issues related to credibility, trust and data integrity. According to Jean Louis and Thompson (2025), online recruitment platforms are becoming more susceptible to bots and counterfeit accounts as well as falsified credentials. 
· Social media should be actively used by organisations to strategically brand the employer. Kashyap and Verkroost (2021) show that LinkedIn advertising statistics are inadvertently prone to capture or increase world gender disparities unless sufficiently empirically controlled.
· The HR practitioners would need to design job-specific hiring plans. Digital recruitment is effective in technology-oriented, knowledge-based and global job opportunities. According to Hukkeri and Pol (2025), the effectiveness of recruitment is based on the alignment in the context rather than the universal application of digital tools.
2) Theoretical recommendations 
· The results suggest the necessity to increase the HRM and e-recruitment theories with the introduction of ethical governance, algorithmic accountability and trust-building. Kambur and Yildirim (2023) emphasise the shift to smart HRM instead of traditional which requires a theoretical framework capable of combining human judgment and digital intelligence instead of substituting one with another.
· There is a need to conceptualise recruitment as a multi-layered system which is vital and is part of the processes of organisational digital transformation.
· There is a need to explore the issue of bias, representation and inequality in social media recruitment while using large digital datasets. Therefore, future research would investigate the impact of platform algorithms on access to the labour market based on gender, geography and socio-economic status.
· Methodological frameworks must also be improved to solve the issue of data validity in studies of digital recruitment. Jean Louis and Thompson (2025) emphasise that authenticity and reliability must be ensured in the context of online recruitment which implies that empirical research should be stronger in terms of the methodology.
[bookmark: _Toc217408270][bookmark: _Toc220684005]6.4 Limitation of Research
The study does put forward considerable points and comparisons between digital and traditional recruitment methods, but it is still limited and these restrictions must be acknowledged. The research is entirely based on secondary qualitative data, which relies on already published academic literature, industry reports, and professional publications. This method allows a vast practice of the organisation and the views of HR specialists. The absence of any primary data cannot be seen as anything but a drawback in terms of getting highly contextual insights and confirming the findings through empirical means. 
Additionally, the research is composed of literature which is found in different contexts such as geographical and organisational. Hence, the conclusions drawn are not applicable to certain industries or regions in the labour market. The highly rapid character of the digital recruitment technologies and the labour market conditions even more so limit the study. The progress of AI, data analysis and legal regulations might change the hiring practices in the future. It might also happen that some findings will be considered irrelevant in the long term. However, these limitations remind future researchers that they can always use primary data methods to enhance validity and contextual relevance. 
[bookmark: _Toc217408271][bookmark: _Toc220684006]6.5. Recommendation for Future Work
· Organisations will have to rely on primary data collection methods, interviewing and asking questions or conducting focus groups with HR professionals and job applicants. It will help researchers to grasp the situations of the individuals and verify the conclusions.
· Companies should adapt mixed methods or a quantitative research approach. It will then be possible to use objective indicators to measure the effectiveness of recruitment. 
· Upcoming evaluations of recruitment should not only be limited to LinkedIn and Facebook but also cover the latest cutting-edge digital recruitment technologies such as AI-based applicant tracking systems, recruitment chatbots, and specialised job portals.
· Different industry, organisational size, and employment sector comparisons should improve the findings in general and the detection of recruitment practices.
· Studies should delve into the ethical and regulatory issues surrounding digital recruitment, specifically data privacy, transparency, and the fairness of automated hiring decisions.
· Longitudinal research designs will be applied to evaluate the evolution of recruitment outcomes over time, particularly due to rapid technological changes and changes in the labour market.
· Cultural and geographical differences should be the focus of studies that reveal the adoption and success of digital and traditional recruitment methods.
· Researchers must investigate the performance of mixed recruitment models by analysing the organizations that tactically merge the digital efficiency with the personal evaluation of traditional recruitment to get the best hiring results.
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