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1.Introduction

An Effective recruitment and selection process is of great important to organisations as it is through this process that the given organisation can attain sufficient staff with the required standard of skills to cost-effectively help achieve the organisational objectives (Compton, 2009). To simplify the importance of a strategic recruitment process, it can heavily reduce time, resources used and costs for the organisation and can help with ease to find the best talent to recruit and improve retention. 

The Harvard Business Review urges organisations to move away from traditional interview processes by improving the interview process early and clearing the need to rely on outdated interview questions. For example, HBR made the connection that through immersing candidates in alternative scenarios to evaluate their critical-thinking and social skills, they have seen improvement in the quality of the talent they hire (Haimann, 2020). With this information, the aim is to analyse how organisations can take on an effective recruitment process in order to obtain a positive return on their investment. 

2.Background Review

Research carried out by (Kapur, 2020) reflects how crucial the recruitment and selection process are to an organisation being able to meet their objectives, Dr. Radhika Kapur describes the process as indispensable to effectively achieve organisational growth and progression. Kapur further goes on to say how it is of great importance that the organisation gathers the correct pool of candidates with the essential knowledge and capabilities catered to the organisational needs. 

There are generally two ways organisations decide to recruit candidates, External or Internal recruitment. When organisations are deciding whether to recruit talent from internal means or external, Jed DeVaro (2016) suggests that management should consider the level and nature of the position. For instance, Devaro suggests that internal recruitment should be preferred when specific skills and knowledge of the organisation is required and if the company wish to motivate its employees with promotion opportunities (DeVaro, Internal hiring or external recruitment?, 2016). 

Various earlier research by (Gusdorf, 2008) has been carried out regarding external and internal recruitment, comparing and contrasting both methods to help organisations make better judgment with their recruitment process. Gusdorf (2008) states how many organisations use internal means of recruitment in order to motivate and reward its employees for quality work or durability in the organisation for example. In terms of recruiting externally, Gusdorf describes the impact of labour markets and the economy at time of recruiting where if the economy is in a strong position with low unemployment levels, organisations are more likely to have to compete with each other to retain skilled employees. 

Further research by (Shafique, 2012) advices that a balance of both internal and external recruitment would be a wise solution for organisations to consider. Shafique (2012) argues that not enough external recruitment can lead to issues with stagnation in the organisations staffing and recruitment process, however if an organisation chooses to only use means of external recruiting methods then its current staff are likely to pursue other work for chance of promotions leading to issues with retention. 


3.Research Aims & Objectives

The complete aim of this dissertation is to emphasize and evaluate the need for organisations to implement an effective recruitment process in order to see a productive return on their investment.  

The core objectives for this dissertation are:
1. To highlight why strategic recruitment methods are required. 
2. To compare and contrast the benefits and drawbacks of different recruitment methods.
3. To establish what recruitment methods, provide the best return on investment for employers and certain job roles. 
4. To generate conclusions in order to put forward recommendations for organisations to improve their recruitment processes.

4.Rationale

The professional body for Human resources (CIPD, 2020) recently stated that having efficient recruitment is of great importance to every organisation. The CIPD describes effective recruitment and selection as not just filling a job role but to ensure the enduring success of the organisation and a deeper understanding to what skills are required to achieve these goals. 

The necessity to carry out advance research into strategic recruitment processes has become even more apparent in 2020 with the impact of Covid-19 and the unavoidable changes organisations and Human Resource professionals must adapt to. Organisations have no choice but to adapt their recruitment process to follow the Covid-19 guidelines to ensure safety of both employers and staff. For example statistics taken from Gartner analyst firm show that 86 per cent of organisations have been conducting online interviews during the current pandemic and 85 per cent are using new technological means to recruit new talent (Faragher, 2020). 

This critical analysis aims to provide extended research around the importance of having a strategic recruitment process active in any organisation and with the ever-changing world, the importance of being able to adapt these processes in order to get the best organisational performance from the  successful recruits.  


5.Research Methodology
  [image: ]  

Table 1. Saunders, Lewis & Thornhill (2009) ‘The Research onion’.

Definition of Research methodology:
‘To verify relationships between or among constructs that describe or explain a phenomenon by going beyond the local event and trying to connect it with parallel events’ (Mertens, 2005, P.2).

Before undertaking any research, it is important to understand the appropriate research methodology to adopt in order to fulfil the research objectives. As seen in the table above, Saunders et al (2009) created the research onion in order to provide a continuous progression through which a research methodology can be constructed. (Bryman, 2012) describes the onion’s usefulness in its ability to adapt to nearly all types of research methodology and that it can be used on a wide scope of contexts.      


6.Research Strategy

For this analysis a deductive approach will be carried out, a deductive approach involves “developing a hypothesis or hypotheses based on standing theory, and then designing a research strategy to exam the hypothesis” (Wilson, 2010). The research will be conducted through mixed-methods collecting both qualitative and quantitative data, mixed-method research appears to be the appropriate fit for this thesis as:
‘Focused data integration enables researchers to seek a more bird's-eye view of their research landscape, viewing phenomena from different perspectives and through varied research’ (Ivankova, 2006).

The  quantitative aspect of this research will be organized through an online survey and will be marketed towards working HR professionals and recruiters to complete. The survey will consist of closed questions which will allow the research to spot potential patterns in order to put forward recommendations to better organisations recruitment processes. 

Advantages of surveys:
1. Can save a lot of time for researchers, online surveys allow researchers to access a large pool of people in a short amount of time.
2. Online surveys reduce researcher costs, responses from the survey are accessible at any time and processed straight away.
3. Online surveys are useful for collecting, storing and the visualisation of data (M. Siva Durga Prasad Nayak, 2019).

Disadvantages of surveys:
1. The risk of dishonest answers on the survey, due to the lack of accountability the risk of participants just pressing any answer is quite high.
2. Online surveys can cause annoyance and may be deleted or ignored. 
3. Absence of an interviewer could lead to less reliable data if there is confusion for example. 

For gathering the qualitative aspect of the data, a series of semi-structured interviews will be conducted within the regulations of the current Covid-19. Semi-structured interviews involve predetermined but open-ended questions which allow for more informative data to be assessed (Given, 2008). 

7.Sampling

The sampling method that will be applied in this research is purposive sampling. This is a non-probability sample and the sample population is determined on the objective of the research and characteristics of the population (Crossman, 2020). According to Campbell (1995) when samples are chosen purposively, both quantitative and qualitative sampling methods can be utilised. 

Advantages of Purposive sampling:
1. This sampling method is both time and cost effective.
2. Opportunity to create generalisations from the data (ConnectUS, 2019).

Limitations that can be faced with the use of purposive sampling is that it can be prone to researcher bias. It is not always recommended to use sampling based on the judgment of the research, especially compared to alternative sampling methods that are designed to reduce biases such as this. However, this is only a major limitation when judgments are inadequately considered (Sharma, 2017).

8.Reliability & validity

Reliability according to (Carmines and Zeller, 1979) is concerned with the extent that the measurement of a phenomenon delivers stable and consistent results. Reliability is also concerned with the ability of repeatability (Taherdoost, 2016). The term Validity involves testing that measures exactly what it intends to measure (Murphy KR, 2005).


To ensure validity and reliability in this research appropriate measures will be approved by the dissertation supervisor. The reliability of this research will be monitored by checking the consistency of the results throughout and to ensure validity the results will be checked to see how well they correspond with the established theories/frameworks.

Every effort will be made to safeguard the reliability and validity of this research by remaining impartial in all the research carried out in order to retain the best possible results.  

9.Ethics and Risks

The fundamental ethical peril of this critical analysis is to ensure the confidentiality of the participants throughout this study. To goal is to carry out research with absolute confidentiality for every participant, (Baez, 2002) describes this as the “convention of confidentiality”.

In addition, an ethical form has been completed to guarantee that all considerations have been accounted for before the research takes place.  

Risks that could arise throughout the research is not gaining genuine answers on the online surveys which could hinder the conclusions of this research. To try and avoid this the questions will be short and straight to the point and will attempt to keep the survey time to complete to a minimal. 

10.Resources Plan

Time management will have to be efficient to carry out this research. This will be ensured by devising and following a Gantt Chart (see Table 3. Gantt Chart).

A range of resources will be used to aid the completion of this research, such as:
1. Range of academic journals and textbooks from the university library
2. CIPD publications and reports
3. Use of relevant online sources and literature. 

11.Gantt Chart
Table 2. Gantt Chart   
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