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[bookmark: _Toc164850764]Abstract
HR practices such as recruitment are hugely influenced by the business environment. For instance, events within the macroeconomic environment will have an effect on cost implications in recruitment, while also affecting supply and demand dynamics within the labour market. It is against this background, along with the recruitment issues faced by practices in the dental industry, that informed this study, which sought to investigate recruitment strategies in the dental industry with a view to identifying the challenges in recruitment, and how these can be addressed. Using a quantitative approach involving 40 dental practices from across the UK, this study identified cost implications, internal HR policies, labour market trends and target pool of candidates as huge influencing factors, where majority of the practices identified cost and labour market trends as the major influencing factors. A majority of the practices sampled identified an inability or difficulties in offering competitive packages as a major recruitment challenge, along with negative perceptions of the working environment. this study recommended greater integration of AI and AI-powered recruitment as part of recruitment strategies, which would help address the identified challenges. 
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[bookmark: _Toc164850765]Chapter 1: Introduction
1.1. [bookmark: _Toc164850766]Introduction 
This chapter contains an introduction into the subject under study, outlining the definitions of the key concepts as well as the context within the industry in question. This overview and background to the study leads to the development of the problem statement, which also makes up this chapter. The rest of the chapter covers the aims, objectives and research questions, as well as the justification and scope of the study. 
1.2. [bookmark: _Toc164850767]Background to the study
Recruitment strategies refer to approaches adopted by organisations in identifying, attracting and finally onboarding suitable candidates as part of their human resource (Lievens and Chapman, 2019). In this way, recruitment forms some of the key components of human resource management, as affirmed by Anosh, Hamad and Batool (2014). These strategies largely seek to align organisational objectives with the aspirations of the potential employees, which means that the strategies ought to be constantly updated with the evolving preferences and needs of the market. This has been recently demonstrated by the evolutions in HRM post pandemic, with the emergence of remote working, increased adoption of digital technology in HRM as well as the emergence of what has been referred to as Green HRM, a concept which places emphasis on sustainability and EDI as part of HRM practice and strategies (Shaban, 2019). 
[bookmark: _Hlk160461768]To underscore the evolution of HRM and therefore the need for reviewing recruitment strategies, Príncipe (2024) observes that an estimated 10,000 ‘baby boomers’ are retiring from the workforce daily, which would point to a generational shift within the workforce. Mer and Virdi (2023) in their findings, further observe a paradigm shift in HRM, especially in regards to staff recruitment, with the increased adoption of AI-enabled technologies in HRM, such as AI-powered staff recruitment and onboarding, as well as increased emphasis on employee engagement, mindfulness and social capital. It is this evolving HRM landscape that informs the views by Aşkun (2023). Through a complex adaptive systems (CAS) framework, this author identifies flexible working arrangements and inclusivity as some of the emerging strategies to adapt to the changes in HRM landscape, referred to by Príncipe (2024) as industry 5.0. 
The issue of human resource management within the dentistry practice in the UK has been highlighted by the notable shortage of practitioners, especially viewed against the demand for dentistry services. The long ques highlighted by Sky News (2024), where desperate patients had lined up meters-long ques waiting for dentistry services in Bristol, and many missing out, is a pointer to HRM issues in the sector, especially in regards to recruitment and retention of practitioners. For instance, as reported by Payne (2018), 68% of NHS practices across England struggled to fill vacant positions. The shortage of dentistry professionals in the UK is further underscored by the figures from the National Audit Office (2023), which show that at 5.3, the UK has one of the lowest practicing dentists per 10,000 population out of the G7 European countries. 
[image: ]
Fig. 1. Practising dentists per 10,000 population, G7 European countries (2018 or nearest year). Source: National Audit Office (2023). 
To highlight the seriousness of this issue, Mills (2023) notes that there are 1,100 fewer dentists doing NHS work than before the pandemic, with this number being the lowest since 2012. This gives context to the shortages in the dentist practice. For perspective, dentist registration in the UK has been relatively stable over the last decade, with the number recording an increase from 34,700 in 2011 to 43,292 in 2021. In comparison, 2500 practitioners across England and Wales left the NHS (Evans et al., 2023). This shows that the shortage issues are largely felt by the NHS.   
This state of affairs points to the need to review recruitment strategies as part of human resource management practices within the dentistry practice.  This is because the shortage of practitioners in the dentistry profession could be driven by a lack of an attractive proposition within the public service, which could be attributed to packaging of the job offers to appeal to the younger professions. The need to adapt recruitment approaches and strategies in line with the changing dynamics of the younger demographics is affirmed by Mills (2024), noting of the evolving working patterns prevalent among the younger professionals, who are working fewer clinical hours and less time within the NHS. This trend is reflected in the findings by Holmes, Burford and Vance (2020), which observed an increasing number of younger primary care practitioners moving to part-time work programs as opposed to full-time work. 
The emergence of green HRM and the increased sustainability-consciousness among young professionals also points the need to accommodate these evolving trends in developing recruitment strategies to address the low dentist-to-population rations. This is highlighted by Rani and Mishra (2014) in reviewing the strategic implementation of Green HRM in organisations. Evans et al. (2023) links shortages in the dentist profession to HRM issues, and particularly staff recruitment strategies, with an example of delays in contract reforms as one of the challenges.
1.3. [bookmark: _Toc164850768]Problem statement 
As highlighted beforehand through some statistics from the dental industry in the UK, more people are demotivated to enter the dental industry sector. This points to inefficiencies or deficiencies in recruitment strategies, which should be completely reviewed and altered through innovative approaches and shifts in perspectives and practices (Dental Talent, 2023). The consequences of the status quo are the challenges which dental industry organisations experience in their service delivery and overall organisational objectives. 
Through PESTLE, they are highlighted as explained in Figure 1 below:
Figure 2 – Pestle Analysis. Source: Alanzi (2018)
[bookmark: _Toc164850769]1.4 Research Aim, objectives, and questions
[bookmark: _Toc164850770][bookmark: _Hlk160971513]1.4.1 Research Aim
The aims act as the anchor for the research process, mapping out the intended end-goal which the development of knowledge seeks to achieve. The aim of the study is to assess recruitment strategies in the dental industry with a view to identifying the challenges in recruitment, and how these can be addressed. 
[bookmark: _Hlk160971551][bookmark: _Toc164850771]1.4.2 Research Objectives 
This section presents the objectives which guided the development of knowledge in this research process. These objectives are drawn from the research aims as highlighted beforehand. They are states as follows;
a. To assess recruitment strategies in the dental industry in UK
b. To highlight the factors which influence recruitment strategies in the dental industry
c. To identify recruitment challenges faced by dental practices in UK
d. To make recommendations for crafting recruitment strategies which can be optimally applied in today’s dental industry in view of the challenges faced
[bookmark: _Toc164850772]1.4.3 Research Questions 
These questions will guide the data collection and analysis in efforts to address the components of the research aims as highlighted. They are as follows;
a) What are the recruitment strategies most common in the dental industry in UK?
b) What are the factors that influence recruitment strategies in the dental industry in UK?
c) What are the recruitment challenges faced by dental practices in UK?
d) How can recruitment strategies in the dental industry be improved in view of the challenges faced?
1.5. [bookmark: _Toc164850773]Significance of the research
The topic is important to be researched due to several reasons. First and foremost, there are not many studies on this topic which makes it attractive for further exploration.  Moreover, the findings of this study will help in contributing to a body of knowledge on how to improve recruitment practices within the dental industry. This is especially important in addressing staff shortages within the sector, which have been shown to greatly affect service delivery and therefore overall societal wellbeing. In this way, the findings can be integrated as part of the guidelines for dental industry practices. This will include how to package and present the job offers and opportunities and to make the most informed decisions when it comes to selecting and onboarding the most suitable candidate. This study will also contribute to innovative ways of addressing staff shortage issues as a result of challenges in recruitment strategies facing the sector. With the new technologies available, there is a chance to easily establish novice and innovative ways of resolving the challenges (Fox and Burke, 2023). 
1.6. [bookmark: _Toc164850774]Scope of the study
This study focused on the UK dental industry, specifically within England, with a view to identifying issues and challenges in recruitment strategies by dental practices. In achieving its objectives, the study focused on current recruitment strategies in the dental sector, the factors that influence these strategies, the challenges faced by dental industry practices in view of their recruitment strategies, and how these can be addressed. To advance the relevance of the conclusions, the focus was targeted at large-scale dental operations, essentially large dental practices. This included NHS and affiliated practices and large-scale private practices. The respondents were drawn from current dental practitioners both within the NHS and in private practices, as well as from graduates of dental practice training, who will make up prospective practitioners and therefore targets of the recruitment strategies.  
1.7. [bookmark: _Toc164850775]Structure of the dissertation
The contents in the dissertation are organised and structured in chapters, with chapter one comprising of an introduction. This includes an overview of the subject, a background into issues, as well as a justification of the study. This section also includes a problem statement, scope of the study and an outline of the aims, objectives and questions which guided the development of knowledge. 
Chapter two consists of a literature review, while chapter 3 outlines the methodology which guided the research process. 
Chapter four is made up of the findings and the discussion of the findings. Chapter five will be the culmination of the research process, and made up of the conclusions, recommendations and the limitations of the study. 
[bookmark: _Toc162264784][bookmark: _Toc164850776]Chapter 2: Literature review
[bookmark: _Toc161826969][bookmark: _Toc162264785][bookmark: _Toc164850777]2.1. Introduction 
A literature review involves an overview and survey of prior research and other materials relating to the subject with a view to situating the research within the context of an existing body of knowledge on the subject under study (Randolph, 2019). This section will therefore undertake a survey of existing materials relating to the subject of recruitment strategies within the dental industry. In addition to reviewing the main arguments and conclusions from these literatures, this section will also endeavour to present a picture of recruitment issues in the UK dental industry by drawing from published materials from various sources. To ground the research process and conclusions within a theoretical framework, this section will also review theoretical arguments and how they tie to the issues in staff recruitment and selection within the broad human resource management practice. 
[bookmark: _Toc162264786][bookmark: _Toc164850778]2.2. Description of concepts 
[bookmark: _Toc162264787][bookmark: _Toc164850779]2.2.1. Recruitment within HRM
As described by Farndale, Nikandrou and Panayotopoulou (2018), recruitment and selection are interrelated activities within human resource management, where recruitment refers to activities involved in finding potential employees and creating appeal which will drive their desire to apply for positions within the organisation. Within this context, selection will follow recruitment, and will involve screening and interrogating the applications with a view to identifying the best suitable candidates for the organisations and its needs (Kamran, Dawood and Hilal, 2015). 
Lievens and Chapman (2019) situate recruitment within the context of human resource management, identifying these processes as integral in ensuring access to skills and expertise required to drive organisational success. This is especially critical within health and healthcare service provision, with the shortage or lack of sufficient human resources greatly affecting a people’s access to essential services. The significance of recruitment in healthcare provision is affirmed by Harvey and Lynch (2017), who assert the importance of selecting people with the right knowledge skillset in achieving organisational objectives relating to service provision. In his dissertation, Argue (2015) introduces the concept of strategic human resource management (SHRM), and argues that recruitment strategies are part of the larger strategic HRM, which is integral in aligning skills and knowledge available in the organisation to the overall organisation goals and objectives and therefore efforts towards gaining competitive advantage. 
[bookmark: _Toc161826970][bookmark: _Toc161826971][bookmark: _Toc161826972][bookmark: _Toc162264788][bookmark: _Toc164850780]2.3. Recruitment strategies used by practices in the dental industry 
Referral programs
One of the unorthodox recruitment strategies employed by dental practices in efforts to address their manpower needs is referral programs. As described by Bhagia (2022), this strategy involves using existing employees to tap into their professional networks in recruiting staff to fill vacancies in different departments. This strategy is described by Benton et al. (2015) as a network-based recruitment approach, and is considered low-risk especially as the target candidates are considered to have a certain awareness of the organisation and its culture through their networks within the organisation. As suggested by Pallais and Sands (2016) from their field experiments, the preference for this recruitment strategy owes to the perception that referrals contain more information on worker performance that cannot be obtained from observable characteristics, while referrals tend to work better with enhanced performance when working directly with referrers. 
Use of digital platforms
The use of digital-based tools has also been widely adopted as a recruitment strategy within the dental industry, in what Melanthiou, Pavlou and Constantinou (2015) describe as e-recruitment. For example, Melanthiou, Pavlou and Constantinou (2015) identify the use of social media platforms such as Facebook in recruitment processes as well as screening of potential candidates, while Nikolaou (2014) identifies online job boards such as LinkedIn as especially effective in recruitment of potential staff. This owes to the popularity of the platform in job searches among job seekers as affirmed by Acquisti and Fong (2020). Koch, Gerber and De Klerk (2018) attribute the popularity of online job boards such as LinkedIn to their efficiency as recruitment tools, especially in gaining access to a large pool of potential candidates. 
AI-powered recruitment
The emergence of artificial intelligence has seen its integration within HRM processes, including recruitment. This trend has been characterised by Black and van Esch (2020) as digital recruiting 3.0, at the heart of which is the use of AI-enabled innovations in recruitment activities, including outreach, screening, assessment and coordination. This transformation has been driven by what Hmoud and Laszlo (2019) attributes to AI’s promising solutions in optimising talent acquisition through efficient recruitment processes. This is where AI-enabled technologies are used in repetitive tasks such as sourcing and screening, with an elimination of human-biasness in the recruitment process ensuring a quality process. Malik, Srikanth and Budhwar (2020) identifies several advantages attributed to this strategy in recruitment, including cost efficiency, time-saving as well as enhanced objectivity in the recruitment processes. Black and van Esch (2020) adds to these positive attributes, observing that using AI-enabled recruitment tools, firms are able to identify potential candidates in the outreach phase, and get opportunities in front of them in ways that prompts them to apply, which can also be undertaken using electronic means. In this way, as affirmed in the findings by Upadhyay and Khandelwal (2018), this strategy in recruitment has led to qualitative gains for both the prospective candidates and the hiring companies. 
Use of recruitment agencies
This is another strategy used by dental practices in recruitment of suitable candidates. Florea (2014) describes this strategy as the use of external recruitment companies to source and engage suitable candidates on behalf of the hiring organisation. In evaluating the choice of internal against external recruitment, Hussain (2021) argues that while the use of external recruitment agencies might offer advantages in terms of experience and increased efficiency, the cost implications add to an already strained organisational resources. This argument was also made by Alwi, ul Hasan and Zaman (2022), noting that the cost of hiring when employing the recruitment agencies as a strategy is significantly high. 
[bookmark: _Toc162264789][bookmark: _Toc164850781]2.4. Recruitment challenges faced by dental industry in UK
One of the biggest challenges faced by dental practices in their recruitment activities is budgetary restrictions (Allaymoun et al., 2023). This relates to the influence of budgetary allocations on the type of contracts on offer, which plays a big role in influencing applications and interests from potential candidates. Additionally, advertising for vacancies and the activities involved in the recruitment process can be expensive and therefore put a strain on budget allocated to HR activities (Richards and Wing, 2019). 
Another challenge is persuading prospective applicants to consider vacancies in the organisations. This was highlighted by Mills et al. (2023), who observed challenges by rural dental practices to persuade applicants to take up vacant positions. Godwin, Hoang and Crocombe (2016) also found this to be challenge through a descriptive study, which noted that rural practices have a challenge appealing to prospective candidates to fill up dental vacancies, with a preference among potential applicants to favour urban or metropolitan opportunities. Aside from this geographical aspect, Lord (2018) also highlights challenges by NHS-affiliated dental practices in appealing to prospective candidates, a situation which was also affirmed by Evans et al. (2023) and Riall (2018). This challenge means that while there might be a steady increase in prospective candidates within the labour market, persuading suitable applicants to consider vacancies in certain practices remains a challenge. 
Developing a competitive package to attract skilled personnel remains a huge challenge. This was characterised by Johnson et al. (2019) as financial constraints in presenting attractive financial packages to appeal to dental graduates.  This constitutes a challenge especially for practices which depend on government funding or donor funding, such as the NHS and affiliated practices. As observed by Johnson et al. (2020), employment packages will hugely influence the willingness of potential applicants to consider vacancies in the dental practices, and especially where demand exceed supply, as in the case of the dental industry. 
Negative perceptions of working environments has also been identified as a huge challenge in recruitment processes facing dental practices. This is especially in the context of job demand-resources, where acute shortage of dental practitioners has meant added strain on existing personnel, which added to poor employment packages, contributes to an unattractive preposition for job seekers (Holmes, Burford and Vance, 2020). This has been evidenced by the exodus of dental practitioners from NHS-affiliated practices observed by Evans et al. (2023), noting that 2500 practitioners across England and Wales left the NHS in in the last year. It is owing to this negative perception that Payne (2018) reports that 68% of NHS practices across England struggled to fill vacant positions. 
[bookmark: _Toc162264790][bookmark: _Toc164850782]2.5. The context of the dental industry
Efforts to source much needed workforce in the dental industry has been a strenuous undertaking. This is affirmed by the findings of the British Dental Association as cited by Jobs (2016), which found that 47% of dental practice owners in UK who attempted to recruit an associate in the past year faced significant difficulties. These difficulties were even more so for practices with significant NHS commitments. The imperatives for dental practices in UK to increase emphasis on recruitment is highlighted by the increasing strain on existing workforce owing to the serious shortages as underscored by Riall (2018). This was further highlighted by Evans et al (2023), who observed that over 2500 dental practitioners across England and Wales ended their engagement with the NHS in 2021, with Príncipe (2024) observing that an estimated 10,000 ‘baby boomers’ are retiring from the workforce daily. These shortages directly link to recruitment issues, with Payne (2018) noting that 68% of NHS practices across England struggled to fill vacant positions. 
Godwin, Hoang and Crocombe (2016) sought to situate recruitment issues in the dental industry to the differences between urban and rural-based practices. In investigating on the views of Australian dental practitioners towards rural recruitment and retention through a descriptive study, these authors noted that rural-based practices faced more recruitment difficulties compared to urban-based practices. This is illustrated in the figure below;
[image: ] 
Fig. 3. Dental practitioners, by remoteness area (a), FTE per 100,000 population. Source: Godwin, Hoang and Crocombe (2016)
These findings were affirmed by Mills et al. (2023) in their survey of recruitment and retention challenges in dental practices in Devon and Cornwall in rural England. According to the findings, 77% of practices had a current staff vacancy; 57% had a dentist vacancy; and 48% had a vacancy for dental nurses. This pointed to adverse recruitment issues faced by rural dental practices, as observed by Godwin, Hoang and Crocombe (2016) and underscored by Sharifian et al. (2015) through a qualitative study of Quebec’s dental practice ecosystem. 
[bookmark: _Toc162264791][bookmark: _Toc164850783]2.6. Theoretical frameworks and related issues
Job demand-resources theory
This theoretical framework gives context to the challenges by NHS-affiliated practices in filling job vacancies. As described by Bakker and Demerouti (2017), this theory in occupational stress proposes that job demands on the individual employee and the resources accessible to them do deal with the said demands will inform the strain and therefore the stress levels. In this way, the shortage of practitioners within the dental industry puts a strain on the resources available to existing personnel to undertake their roles, which will in turn contribute to higher occupational stress levels. This then contributes to high attrition rates as observed by Evans et al. (2023) and Mills (2024). This situation affects recruitment strategies as it contributes to low appeal for vacancies in organisations characterised by high occupational stress levels. These organisations, as evidenced by the case of the NHS highlighted by Payne (2018), will find it difficult to attract and recruit suitable candidates from the job market. 
Social exchange theory
This behavioural theory views human behaviour as a result of an exchange process, where individuals in a social relationship weight the benefits and costs involved, with the outcome determining the direction of the relationship (Ahmad, Nawaz, and Ishaq, 2023). In the context of recruitment strategies, this theory proposes that a reciprocal relationship between the organisation and the employees will enhance benefits for both parties. Essentially, perceived fairness and positive treatment of the candidates as part of recruitment strategies will sway the outcome of considerations to take up vacant positions in the organisation. This includes the attractiveness of employment packages/contracts offered in the recruitment. 
Person-organisation fit model
This framework places emphasis on the compatibility between the candidates and the organisation in relation to their values, personality and goals (Hu, Yao and Zhang, 2021). This model therefore suggests that recruitment strategies, including the tools employed in reaching prospective candidates, should seek to achieve this compatibility, and considers this aspect as integral in achieving high performance working. This model would explain the preference for referral programs as a recruitment strategy, where referrers and their professional networks are used to attract candidates with shared values. 
[bookmark: _Toc162264792][bookmark: _Toc164850784]2.7. Factors influencing recruitment strategies in the dental industry 
As elaborated by Hussain (2021) in evaluation of internal vs external hiring through an interpretivism paradigm, cost implications form a major consideration in the choice of recruitment strategy. This is especially in the context of strained organisational resources, as has been shown by Warner and Zaranko (2022) in the case of NHS and the financial shortages it faces, which affects its services and operations, including dental services and recruitment of dental practitioners. Using this metric, firms in the dental industry will understandably opt for recruitment strategies with lower cost implications for the organisation, regardless of the quality of outcomes. 
[bookmark: _Hlk160804958][bookmark: _Hlk160804636]Another influential factor is the target audience of their recruitment as informed by the needs of the organisation. This relates to the type of candidates the dental practice is looking. As opined by Nikolaou (2014), an increasing number of job seekers are turning to online job boards such as LinkedIn, which has meant that if firm are looking for candidates with a social media presence, these platforms will be incorporated into the recruitment strategies adopted. This was also captured by Melanthiou, Pavlou and Constantinou (2015) in discussing the use of social media platforms as a recruitment strategy. 
HR policies of the organisation is also a factor that greatly influences recruitment strategies. This was captured by Mahmood (2014), noting of the influence of HR policies and overall organisational strategies in influencing the choice of e-recruitment strategies. Mahmood (2015) attributes the influence of HR policies to organisational structure and HRM policy orientation, where HR practices will be driven and informed by overall corporate strategies. This influence will link to organisational culture as an influence on recruitment strategies. As was highlighted in the findings of Izuogu (2015) which applied descriptive statistics in data analysis, organisational culture was shown to have a great influence on recruitment strategies and activities. In this study, organisational culture was linked to the culture of the surrounding community as well as external cultural influences. However, Izuogu (2015) concludes that recruitment patterns will be contingent upon the needs of the organisation, which will hold greater influence on the strategies compared to cultural influences. 
Supply and demand dynamics in the labour market will also greatly influence recruitment strategies adopted by organisations. This was highlighted by Frøyland, Andreassen and Innvær (2019) in discussing supply-side, demand-side and combined workforce-oriented approaches. Ingrassia (2017) adds to this argument, observing that supply and demand dynamics will affect employee turnover, individual employability, competitiveness of the candidates, outplacement, efficient allocation of job offers, degree of selectivity and contingency of search campaigns. These aspects demonstrate how these dynamics will significantly impact recruitment strategies in the dental industry. 
[bookmark: _Toc161826973][bookmark: _Toc162264793][bookmark: _Toc164850785]2.8. Gaps identified 
The studies reviewed cover significant aspects of the research scope, including the challenges faced by dental practices in UK in relation to recruitment of staff to meet their organisational needs. For example, Payne (2018) notes of the challenges by NHS-affiliated practices across England in filling vacant positions. Lord (2018) also highlights challenges by NHS-affiliated dental practices in appealing to prospective candidates, a situation which was also affirmed by Evans et al. (2023) and Riall (2018), as aforementioned in the review. However, while these studies sought to highlight many of the challenges in recruitment, it is evident that not many have zeroed in on challenges as a result of recruitment strategies, or the issues in recruitment strategies that give contribute to the challenges. Notably, the apparent shortage in dental practitioners, especially in rural practices and NHS-affiliated practices as highlighted points to inefficiencies or deficiencies in recruitment strategies by dental practices. This points to a gap in the body of knowledge that this research will endeavour to address through the findings and subsequent conclusions. 
[bookmark: _Toc161826974][bookmark: _Toc162264794][bookmark: _Toc164850786]2.9. Summary of the chapter
This chapter has sought to review a set of literature forming the existing body of knowledge in relation to the subject of recruitment strategies within the dental industry. This has included a review of the different background to the concept of recruitment and recruitment strategies within the dental industry. The theoretical frameworks/models such as the social exchange theory and the job-demand-resources model have been reviewed in relation to their application to understanding the issues related to the subject of study. This has been in efforts to provide a basis upon which to ground the conclusions and give context to the findings of the study. 
[bookmark: _Toc161825926][bookmark: _Toc164850787]Chapter 3: Methodology
[bookmark: _Toc161825927][bookmark: _Toc164850788]3.1. Introduction 
Methodologies describe the path adopted in the development of knowledge, including the justification for the paths preferred. This chapter outlines the methodologies which were adopted for this study
[bookmark: _Toc161825928][bookmark: _Toc164850789]3.2. Research methodology 
In reference to the research onion as outlined in figure 4 below, the research methodology involved self-completion method which is advantageous in this case as it outlines the samples involved in the research, the questions in it and the respondents (Easterby-Smith et al., 2018).  
[image: Research Philosophy]
Fig. 4. Illustration of the research onion (Saunder, Thornhill and Lewis, 2018).
[bookmark: _Toc161825929][bookmark: _Toc164850790]3.3. Research philosophy
Research philosophy can the route of positivism, interpretivism, pragmatism or realism (Saunders, Thornhill and Lewis, 2018). While interpretivism, pragmatism and realism include elements of subjectivity and the involvement of the researcher in study in question, positivism view knowledge as independent of the phenomenon, and therefore argues that viewpoints or opinions of the researcher do not factor in developing conclusions regarding the subject. In this way, positivism is anchored in objectivity, with preference for quantitative approach (Saunders, Thornhill and Lewis, 2018). It this inclination for objectivity that informed the preference for positivism philosophy in this study.  
[bookmark: _Toc161825930][bookmark: _Toc164850791]3.4. Research approach 
Research can take the form of deductive, inductive or abductive approaches. Deductive approach involves development of knowledge moving towards specific conclusions based on general observations. Inductive approach on the other hand involves drawing general conclusions from specific observations in the knowledge development. Abductive approach involves drawing possible conclusions from a set of incomplete observation, which means that the conclusions cannot be reliable (Saunders, Thornhill and Lewis, 2018). In view of these features, this study adopted the deductive approach to complement the quantitative design. 
[bookmark: _Toc161825931][bookmark: _Toc164850792]3.5. Research method 
There are three types of research methods – qualitative, quantitative and mixed. Qualitative and quantitative research are different in the way that qualitative contains more open-ended questions while the quantitative is closer to numbers. For this dissertation, quantitative research was used, with data retrieved from a sample and collected as individual responses from the participants in the study (Easterby-Smith et al, 2018). The quantitative research was better to use because it is objective in finding out the effective recruitment and selection strategies in dental industry in the UK.
[bookmark: _Toc161825932][bookmark: _Toc164850793]3.6. Research strategy 
The research strategy involved quantitative survey with select practitioners and owners among other stakeholders in the dental industry. This research strategy was chosen in order to outline as many examples of recruitment strategies and to state which ones have been effective in the times of digitalisation and rapid changes.
[bookmark: _Toc161825933][bookmark: _Toc164850794]3.7. Collection of data, techniques and methods, respondents; sampling methods
This research employed the use of questionnaires in the collection of quantitative data. The collection of the primary data was done with the help of an online questionnaire. In this way, the data was collected and stored in a fast and easy way.  The advantages of an online questionnaire was that it was a simple method which optimised time and was easy and flexible to analyse (Cresswell, 2003).  
3.7.1 Please see attached below appendix1
[bookmark: _Toc161825934][bookmark: _Toc164850795]3.8. Sampling 
The simple random sampling of different organisations within the dental industry was chosen as a cost-effective and fast method of collecting information. To enlarge the scope of the empirical study, a bigger sample of companies was added (the volume of the respondents - around 40 companies) and only those who agreed to take part within the research were added. Their answers on their integrated innovative approaches and alternative human resource management practices are collected. The sample size will therefore comprise of 40 respondents, with each drawn from the targeted 40 dental practices.
The respondents were selected through planned/structured approach, previously analysing the industry and selecting firms who have high-quality reputation in the field. The questionnaires were distributed online through Google Forms and included various questions on their recruitment and selection methods.
Data analysis
After the data is collected, it is stored in tables and graphical representations in order to be presented in an easy form for the analysis. The structuring of the data in such a way allows it to be visible and understandable for the reader. 
Analytical tools used – The results were represented graphically within the work in terms of graphs and tables. The presentation of the data is possible through the usage of Bar and Pie charts as well as Excel tables. Instructively, MS Excel was used as the primary data analysis tool. 
[bookmark: _Toc161825935][bookmark: _Toc164850796]3.9. Ethical Considerations 
To be in line with the ethics, the following study has given the right of the respondents to remain anonymous and to protect their privacy (Hair et al, 2019). The study was performed in a moral way specifying the goals, the roles and the participation constraints. In the beginning of the empirical study, the insurance of the informed consent and confidentiality was done to minimise any misinterpretation of the answers and the results of the study.  Privacy was ensured through anonymising the questionnaires, while the security of the data was ensured through alpha-numeric password protection with only the supervisor and the research having access to the data.  
[bookmark: _Toc161825936][bookmark: _Toc164850797]3.10. Summary of the chapter
This chapter has highlighted the guiding principles that informed the data collection and analysis towards the development of knowledge in this study. The prominent feature of the methodologies adopted is objectivity, with the choice of positivism as well as quantitative research design aiming to advance this objectivity in the conclusions of the study. Through the research questionnaire and survey, the dissertation expected to attain informed decisions and to make recommendations on those strategies and how they can encourage potential employees to enter the field of work.
[bookmark: _Toc164850798]Chapter 4: Data analysis and Findings
[bookmark: _Toc164850799]4.1. Introduction 
This chapter presents the findings of an extensive data collection and analysis in efforts to meet the research objectives and address the research questions. Questionnaires were employed as the main instruments in data collection, with MS Excel application used in the analysis and presentation of the findings. The discussions of these findings will seek to link the outcome to the existing body of knowledge on the subject as highlighted in the literature review, while also grounding the knowledge on theoretical frameworks highlighted. 
[bookmark: _Toc164850800]4.2. Analysis and discussions of the findings 
Since the questionnaires were targeted at the dental practices and not the individual practitioners, there was no justification for demographic analysis. However, the preliminary results outlined the location of the dental practices being covered as a major distinctive characteristic. 
[bookmark: _Toc164850801]4.2.1. Results
Preliminary results
Return rate
A total of 40 questionnaires were deployed in a structured approach, where only reputable dental practices with a minimum of 50 practitioners were involved. Of the 40 questionnaires, 38 were appropriately filled and submitted, translating to a 95% return rate. 
	Questionnaires deployed
	Returned 
	Percentage 

	40
	38
	95%



Practice description on the basis of urbanisation
Would the practice be described as rural, semi-urban, ultra-urban (large city-based)?
	Response 
	Frequency 
	Percentage (%)

	Rural 
	8
	21%

	Semi-urban
	12
	32%

	Ultra-urban 
	18
	47%



At 47% and 32% respectively, a majority of the dental practices involved in the study were located in what could be described as urban areas, with the majority being located in big towns. However, at 21%, this research also covered a considerable number of rural-based dental practices. 
Recruitment strategies used in the dental industry in UK
What are the common recruitment strategies mostly used in your practice?
	Response 
	Frequency 
	Percentage (%)

	Referral system
	8
	21

	Online job boards
	15
	40

	Recruitment agencies
	10
	26

	e-recruitment (use of AI)
	5
	13



These results point to a preference for online job boards as a common recruitment strategy, with 40% of the responses indicating this preference. This was followed by use of recruitment agencies at 26%, while the use of referral systems also presents as a common recruitment strategy. While the use of emerging technologies was observed in recruitment, the use of AI in e-recruitment had a low prevalence, at 13%. 
Factors which influence recruitment strategies in the dental industry 
Q.3. What factors would you describe as influential in your recruitment strategies?
	Response 
	Frequency 
	Percentage 

	Cost implications
	13
	34

	Target candidates
	7
	18.5

	Internal HR policies
	7
	18.5

	Labour market trends
	11
	29



The responses from the sampled dental practices identify cost as the biggest factor influencing recruitment strategies, with 34%. This is followed by labour market trends, with 29% of the respondents noting that trends in the labour market such as preference for online job boards as well as supply and demand dynamics hugely influence recruitment strategies. 
Recruitment challenges faced by dental practices in the UK
Q.4. What major challenges does your practice face in relation to recruitment of suitable candidates?
	Response 
	Frequency 
	Percentage 

	Resource to facilitate competitive packages
	18
	47

	Negative perception of the working environment 
	12
	32

	Unattractive location of the practice
	8
	21



At 47%, majority of the responses identified financial restrictions as a major challenge, especially when it comes with the ability to present attractive employment packages during the recruitment. This also related to the cost implications in the selection of appropriate recruitment strategies. Negative perception of the working environment was also identified to be a huge challenge, especially for NHS-affiliated dental practices. 
[bookmark: _Toc164850802]4.2.2. Analysis and Discussions of the findings 
Objective 1. Recruitment strategies use in the dental industry in UK
The response from the sampled dental practices around the UK point to 3 common recruitment strategies; use of referrals, use of recruitment agencies and use of online job boards, with 21%, 26% and 40% respectively. However, there was a notable prevalence of AI in recruitment, with 13% of the responses pointing to preference for AI-powered recruitment, involving the use of AI in screening and identifying suitable candidates during the recruitment process. These responses correspond with the popularity of online job boards as part of what was described by Melanthiou, Pavlou and Constantinou (2015) as e-recruitment. The findings by Nikolaou (2014) identified online job boards such as LinkedIn as especially effective in recruitment of potential staff, which owed to the popularity of the platform in job searches among job seekers, as affirmed by Acquisti and Fong (2020). Koch, Gerber and De Klerk (2018) attributed the popularity of online job boards such as LinkedIn to their efficiency as recruitment tools, especially in gaining access to a large pool of potential candidates. The preference for referral programs as a recruitment strategy in informed by its efficiency in matching organisational needs with suitable candidates as observed by Pallais and Sands (2016) in their field experiments. This aligns with the ideas proposed by the person-organisational fit model, which places emphasis on the compatibility between the candidates and the organisation in relation to their values, personality and goals (Hu, Yao and Zhang, 2021). This model suggests that recruitment strategies, including the tools employed in reaching prospective candidates, should seek to achieve this compatibility, and considers this aspect as integral in achieving high performance working.  
Objective 2: Factors which influence recruitment strategies in the UK dental industry
The results point to four major influential factors in recruitment strategies; cost implications, internal HR policies, labour market trends and target pool of candidates, where majority of the respondents identified cost and labour market trends as the major influencing factors. The later would point to the trends towards online job boards as shown earlier, while the integration of AI and the emergence of AI-powered recruitment as described by Black and van Esch (2020) hugely influence recruitment strategies in the dental industry. The influence of cost implications aligns with the aforementioned findings by Hussain (2021) in evaluation of internal vs external hiring through an interpretivism paradigm, which pointed to cost implications as a major consideration in the choice of recruitment strategy. The labour market trends as influencing factor point to what Ingrassia (2017) noted as the influence of supply and demand dynamics on aspects of recruitment, such as individual employability, competitiveness of the candidates, outplacement, efficient allocation of job offers, degree of selectivity and contingency of search campaigns. 
Objective 3. Recruitment challenges faced by dental practices in the UK
A majority of the practices sampled identified an inability or difficulties in offering competitive packages as a major recruitment challenge. These responses would be supported by the views of Johnson et al. (2020), arguing that employment packages will hugely influence the willingness of potential applicants to consider vacancies in the dental practices, and especially where demand exceed supply. This finds credence in the social exchange theory, where individuals in a social relationship weight the benefits and costs involved, with the outcome determining the direction of the relationship (Ahmad, Nawaz, and Ishaq, 2023). The competitiveness of the packages offered therefore hugely influences recruitment processes. This ties to another challenge identified; budgetary restrictions, where costly recruitment-related activities meant a strain on organisational resources. As observed by Richards and Wing, (2019), advertising for vacancies and the activities involved in the recruitment process can be expensive and therefore put a strain on budget allocated to HR activities. 
Negative perception of the working environment was also found to be a major challenge from the sampled dental practices in UK. This hugely affected the attractiveness of the practice and therefore affected recruitment of potential applicants. As proposed by the job-demand-resources theory described by Bakker and Demerouti (2017), job demands on the individual employee and the resources accessible to them to deal with the said demands will inform the strain and therefore the stress levels. This outcome influences potential candidates as noted in the case of the NHS-affiliated practices which find it difficult to recruit candidates because of this perception (Payne, 2018). Lord (2018) also highlights challenges by NHS-affiliated dental practices in appealing to prospective candidates, a situation which was also affirmed by Evans et al. (2023) and Riall (2018). The perception of the working environment ties to challenges related to the location of the dental practice, which was also identified as a challenge especially for rural-based practices. This owes to the preference for urban practices by graduates and potential candidates, as reflected in the findings by Mills et al. (2023). Godwin, Hoang and Crocombe (2016) in their descriptive study, also identified this challenge, noting of a preference among potential applicants to favour urban or metropolitan opportunities. 
[bookmark: _Toc164850803]4.3. Summary of the chapter
This chapter has presented the findings of data collection along with an analysis of those findings in relation to the objectives and the study. In doing this, the new knowledge has been linked to existing knowledge presented in the literature review, using the previous findings and grounded theory in making sense of the research findings. 
[bookmark: _Toc164850804]Chapter 5: Conclusions and recommendations
[bookmark: _Toc164850805]5.1. Introduction 
This chapter presents a set of recommendations in addressing the fourth objective of the study in relation to crafting recruitment strategies which can be optimally applied in today’s dental industry in view of the challenges faced. Conclusions drawn from the research study bringing together the findings and the context of the existing literature regarding recruitment strategies in the dental industry will also be included. 
[bookmark: _Toc164850806]5.2. Summary of the findings
The review of the existing literature and the specific context of the UK dental industry shows that recruitment as part of HR activities is hugely influenced by a combination of internal and external environmental factors. This includes availability of resources, organisational culture as well as the location of the business, along with supply and demand dynamics within the labour market. Instructively, while the dental practices will have minimal control over external factors, they can address some of their internal recruitment and HR practices to position themselves favourably in line with these external developments. A review of the findings points to resources; cost implications and budgetary restrictions, as major influencing factors while also constituting challenges in recruitment strategies for the dental practices in UK. These factors were especially pronounced in NHS-affiliated dental practices, while the developments in the macroeconomic environment means that even private practices are not insulated. Consequently, this informs the conclusion that availability of resources will hugely influence recruitment strategies in the dental industry, both in terms of the choice as well as the effective implementation of the preferred recruitment strategy. 
[bookmark: _Toc164850807]5.3. Limitations of the study 
While it attempted to highlight the issues in recruitment strategies in the dental industry within the context of the UK dental industry, the applicability of the findings could be compromised by individual contexts of individual dental practices, especially where these practices are affected differently by developments within their business environment. In addition to this lack of a focus on a specific case study or practice, the research also generalised its scope to include all dental practices in UK. 
[bookmark: _Toc164850808]5.4. Implications of the study
The major implication of this study concerns the perception of recruitment strategies, with the idea that monetary incentives alone are enough to drive the success of recruitment largely invalidated by the findings. This is especially where there will be preference for urban practices while other work-related factors will also be in active consideration to influence recruitment practices/strategies. The findings also imply that geographical location of the practices has to be considered when reviewing recruitment strategies, which means that dental practices can be viewed from the same lens since their unique status in relation to location or affiliation to the NHS has considerable influence on their recruitment strategies and the success of the same.
[bookmark: _Toc164850809]5.5. Recommendations 
Drawing from the findings of this study as well as the views from select literature on recruitment strategies within the dental industry in UK and the theoretical frameworks reviewed, these recommendations will address the fourth objective, intended to inform ways of crafting recruitment strategies which can be optimally applied in today’s dental industry in view of the challenges faced. 
Greater integration of AI-powered recruitment: The results point to cost as a huge impediment in recruitment activities, with this having been found to constitute a challenge and a huge influencing factor in the choice of recruitment strategies. In crafting recruitment strategies which can be optimally applied in today’s dental industry, integration of AI through greater AI-powered recruitment will increase the efficiency of recruitment strategies, while also reducing strain on resources through more efficient and less costly recruitment activities. This is understated by the views of Malik, Srikanth and Budhwar (2020) identifying several advantages attributed to this strategy in recruitment, including cost efficiency, time-saving as well as enhanced objectivity in the recruitment processes. 
Address existing HR issues before recruitment: It has been observed that perception of the dental practices will have a big influence on the success of recruitment strategy, with this perception constituting a major challenge. For instance, there has been an exodus of dental practitioners from NHS-affiliated practices observed by Evans et al. (2023), noting that 2500 practitioners across England and Wales left the NHS in in the last year. It is owing to this negative perception that Payne (2018) reports that 68% of NHS practices across England struggled to fill vacant positions. In crafting recruitment strategies which can be optimally applied in today’s dental industry, addressing these high attrition issues attributed to HR management will neutralise the negative perceptions, and therefore boost the effectiveness of recruitment strategies. This recommendation finds credence in the job-demand-resources model as described by Bakker and Demerouti (2017), noting of the effects of occupational stress occasioned by an imbalance between job demands and resources available to meet the said demands. This situation affects recruitment strategies as it contributes to low appeal for vacancies in organisations characterised by high occupational stress levels.
[bookmark: _Toc164850810]5.6. Recommendations for future study 
As highlighted in the literature review as well the discussions of the findings, rural-based dental practices will face different challenges and issues in their recruitment strategies compared to urban or metropolitan dental practices. Future research could therefore attempt to cure the aforementioned limitations of this study through a narrower scope, covering specific practices or practices with similar characteristics; NHS-affiliated, rural-based, private-owned among other considerations as inclusion criteria. 
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[bookmark: _Toc164850813]Research questionnaire 
Greetings 
As per earlier correspondence, this questionnaire contains a number of non-invasive questions aimed at understanding your recruitment strategies and the challenges faced in your employee recruitment as part of the larger dental industry in the UK. 
Important to note that this study is purely meant for academic purposes, and no sensitive information is to be captured or used.
Question 1: Would you describe your practice as; Rural, semi-urban, urban/metropolitan?
(Tick one as appropriate)
Question 2: What are the common recruitment strategies mostly used in your practice?
Question 3: What factors would you describe as influential in your recruitment strategies?
Question 4: What major challenges does your practice face in relation to recruitment of suitable candidates?


P – there are some UK employment laws which affect the recruitment processes 


E – Environmental and CSR activities are needed to attract new potential workforce in entering the industry


T – There is a wide scope of technological advancements and innovations which are useful for rising performance levels and growth of organisations


L – health and safety laws are implemented through the process of recruiting and managing workers


E - The rising inflation rates lead to repercussions of the dental industry businesses which create gaps when investing in new recruitment and seleciton strategies


S – People are demotivated to study and work in this sector and the dentistry needs highly qualified and knowledgeable workforce



Return rate	Return filled	Unfilled	0.95	0.05	


Urbanisation levels of the practice	
Rural	Semi-urban	Ultra-urban	0.21	0.32	0.47	


Recruitment strategies used in UK dental industry	Online job boards	Recruitment agencies	Referral system	AI-powered recruitment	0.4	0.26	0.21	0.13	




Factors influencing recruitment strategies in the dental industry	
Target candidates	Labour market trends	Internal HR policies	Cost implications	0.185	0.28999999999999998	0.185	0.34	


Major recruitment challenges in the dental industry	
Resources to facilitate competitive packages	Negative perception of the working environment	Unattractive location	0.47	0.32	0.21	
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SECTION K: Declaration

“The information which | have provided is corect and complate o the best of my knowledge. | have
attompted to dentity any risks and issues related 1o the research acivity and acknowiedge my.
obligations and the rghts of the participants.

In submiting this appication | hereby confirm that | undertake to ensure that the above named
research actvity will meet the University's Research Ethics and Itegrity Code of Practice which is
published on the website: hips:/www.uwisd.ac uKiresearchiresearch-ethics!

Date:

1| signature of applicant: | Stanisiava Ivanova Boneva wnzs

For STUDENT

Drecirof oate
o — OrOlsoy ichrd Ashaye g

o7i0a2024
3 | signature

For STAFF:
‘Academic Director Assistant
Dean:

5 | signature:

ChecKist: Pieaso complete the checkiist below to ensure that you have completed the form according to the
guidelines and attached any required documentation:

| 1 have read the guidance notes supplied before completing the form.

| 1 have completed ALL RELEVANT secions of the form i full

|1 confirm that the research activty has received approval in principle

O | 1 have atiached a copy of ‘approval from external org: (where.
£ | 1have atiached a full isk assessment (where appropriate) ONLY TICK IF YOU HAVE
ATTACHED A FULL RISK ASSESSMENT

{3 | understand that it is my responsibilty o ensure that the above named research activity will meet
the University's Research Ethics and Integrty Code of Practice.

Iunderstand that before commencing data collecton all documents aimed at respondents.
0 | (including information sheets, consent forms, questionnaires, interview schedules efc.) must b
confirmed by the DoS/Supervisor, module tuior or Academic Director.

'RESEARCH STUDENTS AND STAFF ONLY.

Allcommunicaions relating to this application during is processing must be in writing and emalled to
paresearch@uwisd.ac.uk , with the ttle Ethical Approval folowed by your name.

You wil be nformed of the outcome of your claim by emal; therefore t i important that you check your
University and personal email accounts regularly.

STUDENTS ON UNDERGRADUATE OR TAUGHT WASTERS PROGRANMES shod subri s form
(and receive the outcome) via systems explained 10 you by the super

uy 2021 2 PG2 Ettical Approval Form Juy 2021

Prifysgol Cymry

Universityof Wales PG2/E1 FORM

‘This form is available electronically from the Academic Office web pages:
hitps /v wwisd ang.form:

PG2 Ettical Approval Form
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