5. Chapter 5: Conclusion & Recommendations

5.1 Introduction

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

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

5.2 Main Findings

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

5.3 Implications

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

5.4 Recommendations    

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

5.5 Limitations

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

5.6 Extended Research

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

5.7 Achieving the Objectives

This research has achieved all the objectives:

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

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

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

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

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

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

4. “To fully comprehend the implications that may arise when conducting research and be able to provide appropriate recommendations”
And
5. “To emphasize possible routes for extended investigation, whilst providing limitations that were present in the current study”   

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

5.8 Self reflection

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

5.9 Conclusion

To conclude this study, all of the objectives of this research have been satisfied and appropriate recommendations have been put forward for future use. The researcher has discovered links between a company’s culture and their first impressions at the recruitment stage, the negative impact of COVID-19 and the hesitancy of the general public to support the use of technology in recruitment and selection. 
This research has confirmed why organisations, if not already need to develop and invest in their recruitment methods if they wish to stay in touch with modern standards of today’s labour market. 
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