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This study draws on the theory of talent recruitment and the development of network informatization to explore the necessity of optimizing Alibaba's human resource recruitment system. The findings of this study will help to gain a deeper understanding of the importance of recruitment management in the online information age and provide valuable insights for other companies seeking to strengthen recruitment practices. In today's increasingly popular network information technology, many enterprises have encountered various unprecedented challenges and problems in the recruitment process. This study adopts various research methods such as case analysis, literature analysis, and comparative research to deeply explore the challenges faced by enterprises in talent recruitment. These challenges include inadequate recruitment planning, imperfect recruitment systems, and lagging recruitment informatization construction. Understanding these issues is crucial for developing effective solutions that meet the current and future recruitment needs of enterprises. In order to optimize Alibaba's recruitment system in the era of online information, the proposed solution revolves around establishing a big data-based information management concept, introducing recruitment concepts that are in line with corporate strategy, selecting a proficient team for the information recruitment management platform, and supporting the upgrading of enterprise recruitment work. These solutions aim to implement a systematic and scientific recruitment process to meet the constantly changing needs of contemporary business environments.

By addressing the gaps in Alibaba's current recruitment management practices and proposing effective solutions, the recruitment system will be optimized, improving the efficiency of the human resources department and company management team, and gaining a competitive advantage in the talent market. In addition, the findings and suggestions of this study also contribute to improving the existing knowledge system of recruitment optimization in the era of network informatization, providing valuable insights for researchers, practitioners, and organizations striving to stand out in talent acquisition.
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Chapter 1: Introduction
[bookmark: _Toc24558][bookmark: _Toc12350]1.1 Research Background
With human resource management receiving increasing attention from enterprises, talent management has gradually attracted strong attention from Western countries. Talent management includes six human resource services: recruitment and placement, leadership development, succession, performance management, training and education, and retention (Agnihotri et al., 2018). Among these six aspects, recruitment work is the foundation of the entire enterprise's human resource management work. Recruitment directly affects the quality and quantity of personnel absorbed by enterprises, and is the primary link for enterprises to absorb personnel.
The research on recruitment management in China is relatively late, but with the rapid development of the Chinese economy and the catalytic effect of reform and opening up, the unified distribution of talents in the implementation of planned economy has been abolished, and China's recruitment management research has also entered a stage of extensive development. In terms of theory, with the application of internet technology, recruitment management and informatization have been integrated, further enriching the practice and theoretical extension of recruitment management (Cheng, 2019). In practice, as business competition becomes increasingly fierce, talent acquisition has become a key factor for enterprise success. The era of network informatization has completely changed the way organizations recruit, making it necessary for many companies to optimize their recruitment systems to maintain competitiveness (Oswal, et al., 2020). This study will take Alibaba as a specific case and focus on the optimization of enterprise recruitment systems in the context of network informatization for in-depth investigation and research.
As is well known, traditional talent recruitment methods require a significant amount of time and manpower costs to conduct resume screening, interviews, physical examinations, and other processes. Such tedious and meticulous work is not only inefficient, but also prone to missing high-quality talents (Li, 2017). Alibaba's recruitment targets mainly focus on high-end talents, technical talents, and other fields. These talents are all top talents, and their recruitment difficulty and cost are higher. In order to address these recruitment challenges, Alibaba is also actively exploring digital recruitment methods to improve efficiency, reduce costs, and better attract and tap into top talents (Zhao et al., 2020). Alibaba's digital recruitment mainly relies on the self-developed talent recruitment system ALIHR, which achieves independent application, rapid screening, and accurate matching of talents through functions such as talent data automation analysis, skill evaluation, and intelligent matching (Du Plessis &De Wet Fourier, 2016). Although Alibaba's digital applications are already very mature, they may not necessarily achieve their goals in practical operations.
In recent years, negative news has been constant. On the one hand, some netizens have reported that Alibaba has recruited some individuals with moral flaws. On the other hand, there are also many experienced job seekers who intentionally bypass Alibaba (Wang et al, 2019). It should be noted that Alibaba was once the preferred choice for many graduates and technical experts. In addition, some employees who have already joined Alibaba have stated that the company's recruitment management is in a chaotic state, and new employees often cannot allocate work tasks in a timely manner, and may even be wrongly arranged (Dan, 2019). This is inconsistent with Alibaba's long-standing reputation (Xiao, 2018). Some netizens also gave an example: despite going through multiple interviews, the final salary was not high. During the interview, a bunch of questions about making rockets were resolved, but in reality, they may only be trying to make you tighten the screws. Their main purpose is to undermine the candidate's confidence and suppress employee salaries (Shou, 2018). Experienced applicants can easily see the tricks of human resources at a glance. And these phenomena and voices will inevitably have an impact on the attractiveness of talent. Even the internal management of the company has indicated a downward trend in its human resource management (Hui, 2018). On the surface, it may be because the application of network informatization is not deep enough, or perhaps the company's own recruitment system and the management of "people" themselves have lost necessary initiative. This study will clarify the reasons for these phenomena through a series of investigations and studies.

[bookmark: _Toc5398][bookmark: _Toc32762]1.2 Research Rationale
This research activity aims to investigate and optimize enterprise recruitment systems in the era of network informatization, focusing on Alibaba as a case study. In today's highly competitive business landscape, talent recruitment plays a crucial role in determining an enterprise's competitiveness. With the advent of the network information age and the increasing reliance on digital technologies, recruitment practices have undergone significant changes, presenting both opportunities and challenges for enterprises.

[bookmark: _Toc14159][bookmark: _Toc32616]1.3 Research Aim and Objectives
The research seeks to explore the impact of the network information age on talent recruitment and address the specific problems faced by enterprises in this context. These challenges include inadequate recruitment planning, incomplete recruitment systems, and the slow adoption of recruitment informatization. By examining these issues, the research aims to identify areas for improvement and propose solutions that can enhance the systematic and scientific nature of recruitment processes. The objectives of this research activity can be summarized as follows: 
1) To conduct a case analysis of Alibaba's recruitment practices, analysing its application and development of talent recruitment in the internet age. 
2) To use questionnaire surveys and interviews to assess the situation of Alibaba's recruitment system. 
3) To conduct a comprehensive literature analysis to gather research findings from relevant fields.
4) To identify the shortcomings of Alibaba's recruitment system and envision the best possible corrective measures to strengthen its recruitment system.
5) To propose strategies to optimize Alibaba's human resources recruitment system. 

[bookmark: _Toc5185][bookmark: _Toc7838]1.4 Research Method
This study will plan to use multiple research methods. First, a case analysis method would be used to analyse the application and development of talent recruitment in the internet age of Alibaba. This analysis will provide valuable insights into the current recruitment situation at Alibaba and serve as a basis for further investigation. And, a comprehensive literature analysis will be conducted to gather recent research findings from relevant fields. This will include examining studies on talent recruitment, network informatization, and optimization strategies in human resources management. The literature analysis will provide a theoretical framework and support for the research, ensuring that it is grounded in existing knowledge. In the survey and analysis process of the main research object - Alibaba Group, this study used questionnaire survey and interview methods to obtain relevant data of the company and analyse it.
[bookmark: _Toc32250][bookmark: _Toc18102]1.5 Research Limitations
The main research object of this study is Alibaba Group, which is headquartered in China, and China itself is a country with relatively abundant labour force. In China's talent market, employers always have an advantageous position (Yi, 2016). Therefore, the survey and analysis results of this study may have some objective environmental limitations, and for countries facing labour shortages, the reference value of the results of this study will be reduced.
Secondly, Alibaba is a relatively successful enterprise with its own recruitment system and platform. It is a bit difficult to find the key shortcomings of Alibaba's recruitment system, and this disadvantage is likely to be different from other ordinary enterprises, lacking a certain degree of universality. So, Alibaba cannot represent all companies involved in online information recruitment. To obtain more objective and truthful data, it is necessary to conduct surveys and interviews with more companies.

[bookmark: _Toc10369][bookmark: _Toc22281]1.6 Dissertation Structure
This paper is divided into five parts. The first part is an overview, which briefly introduces the research background and foundation, and clarifies the research purpose and methods of this dissertation. The second part is a literature review, which lays the foundation for subsequent research by establishing and explaining relevant definitions. At the same time, it also presents readers with relevant theories and practical examples of recruitment management. The third part is the methodology, which provides a detailed introduction to the survey methods and strategies of this study. The fourth part is the analysis process of the survey results, presenting the survey and findings to the readers. Finally, in the final part of the dissertation the author discussed and summarized this study, and based on this, provided optimization strategies for Alibaba's recruitment system.

[bookmark: _Toc30158][bookmark: _Toc32487]1.7 Summary
In the research process, this study will draw inspiration from the theory of talent recruitment and the development of network informatization to explore and optimize the necessity of Alibaba's human resources recruitment system. The findings of this study will contribute to a deeper understanding of the importance of recruitment management in the online information age. By addressing the gaps in current recruitment management practices and proposing effective solutions, the author aims to help companies including Alibaba optimize their recruitment systems, improve efficiency, and gain competitive advantages in the talent market. In addition, the findings and recommendations of this study contribute to improving the existing knowledge system for recruitment optimization in the era of network informatization, and provide valuable insights for researchers, practitioners, and organizations striving to stand out in talent acquisition. And provide valuable insights for other companies seeking to strengthen recruitment practices.
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[bookmark: _Toc29487]Chapter 2: Literature Review
[bookmark: _Toc24873][bookmark: _Toc10079]2.1 Basic Theory
[bookmark: _Toc31507][bookmark: _Toc12611]2.1.1 Recruitment Management Theory
Ivanchevich (2002) believed that recruitment refers to an organisational behaviour that affects the number and type of applicants and whether they accept the job offered in general, recruitment refers to the process in which human resources management departments use scientific methods and advanced means to select human resources and continuously meet the needs of the unit in order to achieve organizational goals and tasks. The quality of recruited talents is directly related to whether enterprises can stand invincible in competition and develop rapidly. Therefore, the important role of recruitment is obvious. 
For a long time, in Western society, talent has been regarded as a key determinant of organizational success and a necessary factor for sustainable development. In the era of knowledge economy, talent has increasingly become a strategic resource for various organizations. Schuler et al. (2011) believed that in order for enterprises to succeed, they need to effectively identify and manage talent. The enterprise forms a recruitment team and evaluates through comprehensive quality assessment and other evaluation methods, the process of selecting suitable personnel from job seekers for the work needs of the enterprise and hiring them. The process of recruitment and hiring is the process of selecting suitable personnel for employment. Although recruitment and employment may appear to have different and independent subjects, they serve as a bridge between the enterprise and the applicant. The recruitment goal of the candidate has been achieved for the enterprise, while the personal employment goal for the candidate has been achieved. Both parties are seeking a fit that meets their respective needs. (Yang, et al., 2022)
On the one hand, recruitment work is directly related to the formation of human resources in enterprises; On the other hand, recruitment and hiring are the foundation of other tasks in human resource management (Xiao, et al., 2018). The enterprise human resources included all links, from recruitment, training, evaluation, wages and benefits, labour relations, rewards, incentives, mobility, protection to behaviour management, to a certain extent, are based on recruitment and employment. The importance of recruitment management has attracted many scholars to conduct a lot of research on it. The flourishing capitalism has promoted the research of scholars on recruitment and employment, and gradually formed a scale system of recruitment management during the rapid development stage of capitalism (Yang, et al., 2022). 
However, when organizations put recruitment management into practice, they will find that recruitment management is a series of management actions that plan, organize, implement, and improve the recruitment process to achieve recruitment goals. (Bo, 2015).
[image: ]
[bookmark: _Toc7961]
Figure 2.1 Recruitment Management

[bookmark: _Toc29924][bookmark: _Toc24044]2.1.2 Recruitment Management System
From the perspective of development history, the recruitment management system is an independent subsystem from the Human resource management system. The recruitment system theory is an important support for talent development, its position is becoming increasingly important. A good recruitment system should have three systems: human resource planning, competency model, and structured screening (Borowska, 2019). The importance of human resource planning lies in shifting the role of recruitment management from providing service support to actively carrying out reform and promotion, and ultimately coordinating with the company's development strategy to construct the future talent structure and quantity. Since the 1950s, Dr McClelland, the head of the psychology department at Harvard University, was commissioned by the US government to organize research on human social motivation; He was the first to propose the concept of "Competency", which refers to the collection of various personality traits that drive employees to produce excellent work performance. It reflects the ability to express employees' knowledge, skills, personality, and internal drive in different ways. Competence is the ability to judge a person's ability to perform a certain job, and is the personal characteristic that determines and distinguishes performance differences. The competency model is a comprehensive concept of "Competency", which refers to the combination of multiple quality elements that an individual should possess to complete a certain task and achieve a certain performance goal. The competency model is the most frequently used important tool for HR teams to assess talent. In terms of structured screening, Borowska (2019) proposed that although the effectiveness of interviews is generally considered low, they are still commonly used methods. 
Yao (2020) believed that no matter how companies regulate this system, it is necessary to understand the "three major elements, one system" covered by recruitment goals. The so-called three elements refer to recruitment cost, recruitment quality, and recruitment empowerment. A system refers to a recruitment management system based on data, project operation as a mind-set, and systematic and refined management. Recruitment cost refers to the key factors that affect labour costs, including budget, actual cost, cost control policies, etc. Recruitment quality includes recruitment achievement rate, recruitment cycle, probation period turnover rate, and human efficiency Situation, business satisfaction, channel efficiency, etc. Recruitment empowerment refers to the promotion and implementation of recruitment empowerment projects, including systematic construction, tool empowerment, and improvement of various abilities. Therefore, for the key indicators of daily recruitment management in enterprises, people can break them down one by one around the three major elements of recruitment management, and then implement them as a whole through different tools in daily recruitment work. The approximate indicators are listed in the following figure:

[image: ]
[bookmark: _Toc2569]Table 2-2 Key Indicators of Daily Recruitment Management (Wang, 2020, p.8)

[bookmark: _Toc108448810][bookmark: _Toc69074326]    In addition to the above information, it should also be emphasized that the effectiveness analysis of enterprise recruitment is also very important, as it is the verification process of the recruitment system and specific work. In summary, the basic principles of an effective recruitment system are planning, strategy, foresight, and cost-effectiveness (Breaugh et al., 2008, p.82). Establish an evaluation and recruitment system, sort out a complete recruitment process, from the recruitment department to propose recruitment needs, determine needs, analyse needs, recruit budgets, publish and search channels, screen resumes, invite interviews, conduct salary analysis, background investigation, salary discussion, and finally evaluate the effectiveness of recruitment. Each step of this process has a paradigm. A good recruitment system must strictly control every aspect. Throughout the entire recruitment process, the implementation of the above recruitment process ensures the effectiveness of recruitment.

[bookmark: _Toc24249][bookmark: _Toc32740]2.2 Development and Challenge of Recuitment System
[bookmark: _Toc19800]2.2.1 Development of Work Force Planning
[bookmark: _Toc5403]As mentioned earlier, labour planning is the first step in establishing a recruitment system. Labour force planning addresses the current and future personnel allocation issues in enterprises (Hovenga &Lowe, 2020). In terms of labour planning, people need to pay attention to controlling the size of the labour force. If the labour force is too large, work efficiency will decrease. If the labour force is too small, it means that the company has not produced the products that may be produced. Mahadin (2020) believed that the planning of labour scale also needs to be matched with the capabilities of the enterprise, as the determination of labour costs needs to be based on the optimal labour cost. Too much labour cost may lead to the bankruptcy of the company, but too little labour cost can result in the inability to complete the work. Therefore, strategic workforce planning revolves around ensuring that the size, shape, cost, and flexibility of a company's workforce are suitable for the future (Diazgranados et al., 2015).
With the development of human resource management science, people have realized that labour planning always starts with organizational strategy and then develops towards lower levels, and organizational strategy is formed by market, product, and competition (Isson &Harriott, 2016). Megan (2020) argues that based on a certain model, formula, or income matrix, management can identify future labour challenges through strategic labour planning, and use leadership or communication skills to study and analyse this discovery, in order to develop recruitment plans. Therefore, scientists have found the most basic guarantee for developing the right recruitment plan, which is a full understanding of organizational strategy and the formulation of the correct organizational strategy. Clarisse (2020) believes that human resource management is not just a daily task of recruitment, training, and performance management, but more importantly, it needs to be consistent with the overall strategy and goals of the organization. By strategically managing human resources, organizations can ensure that employee behaviour, decisions, and efforts align with the organization's core values and long-term goals. Only when human resource management, including personnel recruitment, is highly valued by organizational managers, and the work of the human resources department is consistent with the overall strategy and goals of the organization, can human resources become a tool for achieving organizational goals and an important driving force for achieving goals. The correctness of organizational strategy will also affect the aforementioned indicators.
[bookmark: _Toc2388]Fang (2021) believed that labour force planning revolves around three key steps: firstly, an analysis of the current labour force, which requires human resources to comprehensively grasp the current labour situation of enterprises; Secondly, conceptualizing the future requires senior management to pay close attention to organizational goals and talent strategies, and maintain communication with the human resources department; Thirdly, the analysis of the future workforce requires the human resources department to find a fit between the organization and the labour market while understanding the organizational strategy and prerequisites. Bai (2019) believed that the goal of labour force planning is to have the right people do the right work at the right time, which is achieved by understanding the current labour capacity, planning future scenarios, determining the required labour force, and taking measures to align the future labour force with the required labour force. Undoubtedly, this is a task that requires the joint efforts of senior management and human resources departments in the enterprise, and it also determines the development of the enterprise's recruitment plan.

2.2.2 The Development of Making of Competency Model
After an organization formulates a talent plan, specific recruitment goals are often formed (Xu &Qi, 2015). The recruitment goal is reflected through a competency model. The competency model is a crucial tool in organizational recruitment management, which helps organizations recruit, evaluate, and develop talent more accurately by clarifying the core competencies and qualities required for their work. Huo (2020) believed that by establishing clear competency standards, organizations can more effectively identify high potential employees, improve employee performance, and promote individual development in various dimensions, laying the foundation for long-term success of the organization.
The concept of competency model did not have a specific proposer, but gradually formed through years of development and research. However, some scholars and professionals have made significant contributions in the development of competency models. In the late 1980s and early 1990s, Mark McCauley et al. made significant research and contributions in the development of competency models. They emphasized the concept of competence, which is the ability and quality required to successfully perform tasks in a specific work environment. In addition, occupational psychologists and human resources professionals have also promoted the development of competency models in different fields and organizations (Henrikson, 2023). Different industries and organizations may adopt different competency models to adapt to their specific business needs and culture. The specific dimensions of competency models can vary depending on the requirements of the organization, industry, and specific job roles. Some common dimensions are widely adopted in many competency models, such as professional knowledge and skills, communication skills, teamwork, problem-solving and decision-making abilities, innovation and adaptability, leadership, etc.
The development of competency models is the result of collective efforts, involving scholars, practitioners, and researchers from multiple fields (Wen, 2023). The competency model in human resource recruitment management is essentially a model of talent demand. With the development of big data and artificial intelligence, the formulation and application of competency models have become simpler. Applying the approach of user value needs analysis model, depicting the image of these talents through big data analysis, and further understanding their required skills, knowledge, and attitudes, a behavior role model and competency profile based on big data is undoubtedly an effective and intuitive way. Compared to traditional evaluation methods that often focus on a single dimension of evaluation, such as education, certificates, etc., it cannot reflect the potential performance of employees in actual work. Building a big data-driven job competency talent model, utilizing frequently used behavioural markers, can create more accurate and comprehensive competency profiles, thereby better understanding and evaluating the performance of the evaluated (Zhang, 2019).
[bookmark: _Toc27909]
2.2.3 Challenges of Talent Structure Selection
Talent structure selection is also an important part of recruitment work. Most companies have realized the importance of recruiting excellent talents, but it is not easy to "identify talents". It is difficult to replicate human intuition. For experienced HR, after reading countless people, their intuition will become more accurate. But this is a cumulative process that cannot be replicated. This skill that can only be mastered by a few people poses challenges to the entire recruitment system.
According to PWC's 2017 CEO survey report, the CEO believes that the unavailability of talent is the biggest threat to their business. Sometimes, even when faced with a large labour market, people cannot identify the talents that businesses need. Gallup (2017) believed that when selecting candidates for management positions, companies fail to select the right talents 82% of the time. Especially when promoted from mid-level managers to senior managers, there will be a greater proportion of mistakes and failures. Related studies have found that after an employee resigns, the cost of replacement alone can reach 150% of the annual salary of the departing employee, from finding a new employee to successfully getting started. If it is the management personnel who leave, the cost will be higher.
With the development of human resource management science, in recent years, people have developed corresponding strategies and even used more advanced tools to improve the efficiency and effectiveness of talent structured screening. Sneck (2009) proposed a "golden circle" theory: three concentric circles, the innermost one being "Why", the middle layer being "How", and the outermost layer being "What" (Kaul, 2021). At the beginning, recruiters need to know what the profile of this position is, the reasons for your recruitment, and the expected results. No matter which position, there are some excellent benchmarks, and that's why. After having a portrait, go interview the candidate. In an interview, determining whether a candidate meets the job requirements is a process of evidence gathering "What" is the result of an interview, which is how to make a selection decision after the interview (Xueqi et al., 2016).
Cary (1999) proposed that structured interviews are a series of related questions that are consistent and predetermined for all applicants for a certain position. Li Juana (2012) pointed out in her paper that structured interview mainly refers to a set of fixed standards for interview elements, question quality, scoring points, interview process, interview time, and examiner composition based on the job responsibilities and job requirements of vacant positions. Before the interview, standardized and meticulous training is provided to the interviewers, and this standard is strictly used to measure and compare each interviewee during the interview. Huffcutt et al. (1996) added new research on the basis of previous studies, and further analysed the interview validity of new employees. They subdivided structured interviews into four categories and found that the average interview validity was 0.37, while the interview validity of structured interviews from high to low was 0.57, 0.56, 0.35, and 0.20, respectively. Teplo (2020) believes that if you want fairness and are not influenced by subjective emotions, you should use structured questioning methods. The main principle of structured questioning is to ask the same questions to all candidates. To identify potential talents who can bring excellent performance, you can only use objective and relevant questioning methods and evaluation benchmarks to identify true talents.
The process of structured talent screening is a process of contact and communication between individuals, which requires time and effort to complete. Advanced technology not only helps recruiters conduct preliminary screening of talents, but also saves them a lot of time and energy. In the past two years, the tools of the recruitment department have also been improved. Generative artificial intelligence (GAl), such as ChatGPT, which can intelligently generate content, is a fascinating new technology that can also play a crucial role for human resource practitioners. Many people believe that this type of artificial intelligence can help complete time-consuming tasks such as drafting job descriptions and sending personalized information to candidates. Two thirds (68%) of recruitment specialists surveyed in February 2023 stated that, they believe that the impact of GAl on recruitment is "very promising" (Henrikson, 2023), and recruitment authority Glen Cathey believes that GAl can save a lot of time, allowing recruiters to focus on the most humane aspects of their work: listening to candidates' opinions, understanding their wishes, and helping them find a satisfactory new job. Although GAl can help draft content, maintaining "people in it" It is crucial that individuals with the correct knowledge always be present to carefully examine and adjust the content generated by GAl (Hamdan, 2019). However, in 2017, Amazon cancelled its artificial intelligence screening tool because it was unlikely to believe that female applicants were qualified to work in male dominated industries. In July 2023, researchers at Stanford University found that seven artificial intelligence detection tools often classify writing errors made by non-native English speakers as AI generated (Chen, 2023). Therefore, in some cases, the use of GAI still needs further improvement.

[bookmark: _Toc11512]2.2.4 Development of Recruitment Moral and Recruitment Channels
Facing the increasingly tense labour market, many employers will have to re-examine their employer brands in order to maintain competitiveness (Subramanian, 2016) to ensure consistency with the demands of today's candidates. Scholars have investigated and studied the demands that employees weigh when considering new jobs, and found that the primary demands of candidates today are to receive generous salaries and benefits, followed by work life balance and flexible work arrangements. And these are just the basic requirements for job applicants, and companies that focus on the connotation of their employer's brand offer more than just high salaries and flexible working hours. Because it has been found through practice that providing these two points may not make the enterprise stand out, but if the enterprise does not provide them, talent will definitely be dissatisfied with them (Ludanik, 2015).
Some long-term companies have taken action to utilize AI technology to improve the experience of candidates and employees, achieve higher output, and shape a happier workplace (Matthew et al., 2021). While improving efficiency, AI also exhibits a temperature side. China FAW School Recruitment will move offline consulting to online, with AI intelligent customer service robots supporting uninterrupted interactive Q&A for 7 * 24 hours. During the 2022 Autumn Recruitment and 2023 Spring Recruitment periods, more than 140,000 consulting services were completed; The OTM internal recruitment platform based on AI algorithm launched by Schneider Electric not only fully improves the utilization rate of internal talents in enterprises, but also provides more space for self-exploration for professionals (Ore et al., 2021).
China's recruitment research started relatively late, mainly after the reform and opening up. As the planned economy exits the historical stage, the personnel management model that supports the distribution system also disappears. The increasing demand for social recruitment has slowly stimulated scholars' research on recruitment. Weitner (2010) believed that recruitment channels are a necessary and critical condition for human resources departments to complete recruitment. In China, the development stage of recruitment channels is very interesting. 
Yu (2019) divided the development process of recruitment channels into six stages: Stage 1 is to publish recruitment advertisements in old media such as newspapers and magazines and recruitment websites, and then wait for candidates to submit resumes; Stage 2: Proactively search and download resumes on recruitment websites, and proactively contact job applicants; Stage 3: Head-hunters begin to become mainstream; Stage 4: The company focuses on internal management and values the recommendation of internal employees; Stage 5: With numerous applications such as QQ and WeChat, everyone cannot do without their mobile phones, and social media and mobile recruitment have become hot topics; Phase 6: More and more recruiters are starting to establish talent databases and focus on the long-term; Enterprises are becoming increasingly open, and the trend of returning old employees to work is quietly becoming popular. Overall, goals, cost-effectiveness, and operability have become the most critical considerations for corporate recruitment.
However, in terms of research on online recruitment, whether it is carried out through computers, mobile phones, or AI, China's research on recruitment channels and recruitment processes mainly focuses on the perspective of benefiting employers (Costa, 2020). China's research mainly focuses on the comparison between online recruitment (including more information technology and AI) and traditional recruitment methods, the advantages and disadvantages of new recruitment channels, technical requirements, the problems of new technologies, and measures to improve recruitment effectiveness. For example, Fang (2021) believed that in the era of big data, online recruitment has become the preference and choice of many companies, but "Internet plus enterprise recruitment" also has certain limitations. Bai (2019) believed that recruitment is the upstream industry of the human resources service industry. Compared with traditional offline recruitment, "Internet plus recruitment" greatly improves the efficiency of recruitment and job search. However, research in Europe and the United States appears to be more extensive and ethical. For example, Megan (2020) believed that although the Internet is widely used for recruitment purposes, people are still worried about how job seekers handle information, especially before organizations actively recruit these job seekers. According to a recent survey by CareerBuilder China (2023), only 17% of job seekers believe that their overall candidate experience is "excellent" and does not require improvement (Jiang Le et al., 2018). Correspondingly, U.S. News &World Report once released the ratings of candidates from companies with difficult interviews, with McKinsey's negative rating accounting for only 13%, Boston Consulting Group's negative rating accounting for only 10%, Google's negative rating accounting for only 18%, and Procter &Gamble's negative rating accounting for only 7% (Avianto et al. 2021). Therefore, China still has a lot of room for effort in research related to improving the experience of job applicants and recruitment channels.

[bookmark: _Toc18335][bookmark: _Toc22080]2.3 The Era of Network Informatization
[bookmark: _Toc24691]2.3.1 Big Data and AI
In the era of network informatization, all fields of human resource management are closely related to Big Data, and recruitment is an important field of Big Data. It can be said that Big Data, as an important means of current information technology, has deeply affected the human resource recruitment management of enterprises. It plays a huge role in change management, transformation of thinking and innovation mode, but it also brings great challenges and threats to enterprise recruitment management. Big Data can scientifically analyse the personality of candidates according to their web browsing habits, form a multi-dimensional radar chart, and help them find suitable positions. Therefore, when the era of Big Data comes, many enterprises HR are also constantly adjusting and adapting to the impact of the new technological revolution. With the technical support and help of high-tech software companies, Internet enterprises and AI, they are constantly improving their own recruitment management information systems, gradually realizing the transformation of the enterprise recruitment management platform, and seeking a more favourable position for enterprise development (Liu & Zhuang, 2015).
Big Data in enterprise recruitment management is mainly reflected in the processing process of human resource data, namely (Ramkumar, 2018): data collection and summary, data specification and import, data statistics and analysis, data drilling and mining. In terms of data processing, enterprise HR mainly follows the principles of comprehensive and extensive collection, data quality priority, efficient data processing, etc., aiming to effectively screen the important information required by the enterprise's position in the massive candidate data through Big data technology, improve the efficiency of the initial selection of recruitment and the matching degree of the position, recruit the required talents for the enterprise, and serve the strategic development of the enterprise. At present, Big Data research in the recruitment field, like cloud computing, has been concerned by many management consulting companies (Lucas et al, 2023).
Another interesting phenomenon is that visionary companies have taken the lead in taking action, allowing employees to work with AI and planning to become the norm for the HR department in the future. One thing to emphasize here is that the rapid development of online recruitment and AI in recruitment activities has some connection with the COVID-19 in 2019 (Yassine, 2020). In the context of the epidemic, traditional offline recruitment activities have been severely restricted, and online recruitment has gradually become the mainstream. However, traditional online recruitment platforms often have limited information and low screening efficiency, which can be inconvenient for job seekers and businesses. Therefore, it is particularly important to use artificial intelligence technology to improve the efficiency and accuracy of recruitment platforms. This not only reduces the burden of job seekers screening information, but also enables companies to find suitable talents more quickly. The optimization of recruitment by AI is first reflected in the improvement of recruitment efficiency and accuracy of personnel position matching. According to a survey, Rongchuang China achieved a recruitment success rate of 76% in the recruitment process through three AI algorithm screening criteria (Tandon et al., 2021); Wal Mart China replaced manpower with AI interviewers, and supported hundreds of thousands of people to interview at the same time in the process of large-scale basic job screening, greatly shortening the recruitment cycle of business peak (Stone et al., 2022); US cloud service provider VMware utilizes AI to clarify job requirements, improve the efficiency of talent pool utilization, and accurately target over 700 candidates (Liu et al., 2021).
With the support of Big Data, the HR information management system can provide a good operating environment for the talent recruitment information management system. To achieve coordination and cooperation among candidates, managers, other business departments, and other recruitment service agencies, improve recruitment efficiency, and reduce recruitment costs (Ruosen & Jingjing, 2020). Not only can it increase the talent reserve rate (Tian, et al., 2023), but it can also improve the scientific nature of recruitment (Fagbolu, et al., 2018) and further enhance the objectivity of talent evaluation (Torre, et al., 2019).


[bookmark: _Toc26958][bookmark: _Toc11111]2.3.2 The Favorable Impact and Adverse Effects of Network Informatization on Recruitment
Firstly, network informatization has expanded the recruitment channels of enterprises. With the "new hardware revolution" in mobile phones, tablets, and other fields, the internet has already become an indispensable social tool and information source channel for people. Liu and Feng (2015) mentioned in their article that the internet has become the most important communication medium currently, with its advantages in breadth and depth of promotion that no other medium can compare. Ramkumar (2018) believed that online recruitment breaks geographical and temporal limitations, expands the scope of recruitment, and achieves results that traditional recruitment methods cannot achieve. Secondly, compared to traditional forms of recruitment, online recruitment is more cost-effective (Ramkumar, 2018). The traditional recruitment of enterprises mainly involves news media advertising, participation in job fairs, and seeking professional intermediaries. For mid to high end or more special positions, it may even require a large cost to hire headhunting companies to complete. 
In addition, in the context of network informatization, enterprises can publish and query recruitment information through online platforms, which can be published and viewed at any time without requiring consistency in time and space, and are not limited by service cycles and information release channels. They can update and even achieve interactive consultation at any time (Christina et al., 2020). The implementation form of recruitment is essentially information exchange (Lu, 2023), the open online recruitment platform allows individual job seekers to quickly obtain corporate recruitment information and immediately submit resumes, greatly improving the efficiency of recruitment and job hunting. Mario et al. (2021) argued that in the era of network informatization, recruitment companies can also quickly select qualified individuals from thousands of electronic resumes through system programs, such as educational background, foreign language proficiency, and work experience, to achieve the preliminary screening function. When choosing a job, job seekers can choose a suitable position based on their own situation and choose a targeted enterprise. During the recruitment process, both parties actively interact and reduce blindness in the recruitment process. 
Regarding the shortcomings of online information recruitment, from a macro perspective, the main manifestation of the shortcomings of online information recruitment is the insufficient development of online recruitment strategy (Lai, 2021); From a micro perspective, the main manifestations are insufficient timeliness and authenticity of online information, limited level of online recruitment of talents, difficulties in talent data processing, and inadequate technical and service systems (Namulindwa, 2019).

[bookmark: _Toc23249][bookmark: _Toc21280]2.4 Alibaba's Talent Recruitment System
Alibaba has its own recruitment platform website (Fried & Kamar, 2020). Through the online system and based on strong technical support, it has transformed the traditional process, built a new way of working, integrated personnel and position data in the recruitment process through resume position matching, Big data automatic Background check, labelling, offer suggested value and other ways, and shortened the recruitment process or even de processed through electronic signature of contracts, Create a digital human resource recruitment model (Ruosen & Jing, 2020). In the school recruitment model, by submitting and processing preliminary resumes, identifying the target candidates for resume allocation, clarifying the available resume resources, and achieving the allocation of needs and resources, that is, achieving effective integration between job gaps and resumes. Finally, resume distribution is carried out, and resumes are allocated to various positions based on steps such as resume screening and job matching, optimizing the school recruitment supply. While selecting more suitable outstanding talents for Alibaba, more suitable opportunities for talents are provided.
Facebook, which belongs to the same industry as Alibaba, seems to be more practical than Alibaba. There is a significant gap in recruitment methods and systems between these two companies:
	Items
	Facebook
	Alibaba

	Plan
	Efforts have been made to reduce the risk of talent loss, and a rigorous internal talent development plan has been established. After joining, work is arranged based on demonstrated abilities such as being a technician, writing code, and doing regular work. Everyone speaks with their grades, and as long as they complete an important project and meet the target data within the specified time, the company immediately offers salary increases and promotions to project members. As a technology company, Facebook focuses on candidates' technical abilities and innovative thinking in recruitment (Mielach, 2012).
	Unified planning of recruitment plan by human resources. The requirements for candidates are very different from Facebook's. Candidates need to have good pressure resistance and strong plasticity (Graham, 2022)

	Competency models
	Talents should be aligned with the company culture. A suitable person does not refer to someone with appropriate abilities, but rather to someone who not only has sufficient abilities but also has the right attitude. Sometimes companies only recruit the best talents and then arrange positions. The candidate's skills and vision for the future are key to the competency model.
	In addition to relevant skills, the company focuses on examining whether candidates have enthusiasm and focus for their work, and whether they are continuously learning and have the habit of deep thinking outside of work. Enterprises hope that candidates can not only complete work tasks with high quality and quantity, but also have a certain drive for active learning and curiosity.

	Talent screening
	Facebook focuses on matching candidates with the company's culture, and through the interview and evaluation process, focuses on examining whether candidates adapt to the company's values and team collaboration abilities. The recruitment process is very rigorous and objective, using the best evaluation tools in the world and ensuring that all employees are deeply involved in the recruitment process. In the recruitment process, the written test time is very tight, and the interview communication is very in-depth. It is required that each interviewer has deep professional knowledge and a wide range of knowledge.
	Alibaba values candidates' values and does not deliberately pursue elite culture, but rather values the value that ordinary people possess in the future through hard work. Alibaba has the rule to arrange higher-level managers for personnel recruitment interviews during recruitment work, with interview managers being at least four management levels higher than the recruited (Xu & Qi, 2015).

	Channels
	Facebook has adopted a multi-channel recruitment strategy, covering different groups. In addition to posting recruitment information on mainstream recruitment websites, Facebook also establishes partnerships with universities, research institutions, community organizations, and other means to engage potential candidates through campus recruitment, technical exchange activities, and attract more outstanding talents to join. In addition to the above methods, Facebook will also obtain new candidates through internal recommendations (Golovko, 2020).
	In addition to traditional recruitment forms such as special offers, online, newspapers, headhunting, etc., Alibaba also has external recommendation channels. Candidates can recommend some suitable talents as new candidates. Alibaba will also distribute bonuses of up to 4,000 yuan to external candidates. However, 40% of new employees in the entire Alibaba recruitment channel still come from online recruitment (Wei, 2020).

	Analysis and evaluation
	Using data analysis methods to evaluate the effectiveness of recruitment strategies and continuously optimize the recruitment process.
	Lack of a comprehensive recruitment evaluation system.

	Management Philosophy
	The company emphasizes diversity in recruitment and encourages talents from different backgrounds and experiences to join. In addition, the company also promotes gender equality and diversified leadership, and has formulated relevant policies and plans to promote the realization of fair opportunities (Xu & Qi, 2015).
	Alibaba requires employees to have a sense of dedication, and every year during the Spring Festival, they should gather five blessings, including the dedication blessing. It is also difficult for non-dedicated employees to do their work well, and if they do not take their work seriously, they will not take it seriously - a magical requirement (Lan, 2018).

	Characteristics of management mechanism
	The company regularly conducts employee satisfaction surveys and resignation interviews, listens to employees' opinions and suggestions, and optimizes recruitment processes and human resource management.
	Easily not delegating recruitment authority to subordinates (Pearson & Daff, 2012), but willing to guide and help employees improve themselves, encouraging them to learn and progress.



[bookmark: _Toc27038][bookmark: _Toc29940]Through comparison, it can be found that both companies have broad recruitment channels and space. Facebook's recruitment planning appears more flexible, while Alibaba's recruitment planning approach is more conventional (Li et al., 2018). However, after personnel are hired, Facebook's talent management appears more scientific and based on respecting the various rights and interests of employees (Clark, 2016). In terms of talent capability models, Facebook fundamentally emphasizes the expression of talent values and abilities. Alibaba, on the other hand, pays more attention to the stress resistance of its employees, causing candidates and third parties to seriously doubt whether Alibaba wants to impose significant work pressure on its employees. This once led people to believe that Alibaba wanted its employees to work overload or endure unnecessary pressure (such as discrimination, criticism, or inequality). In terms of talent selection, although Facebook's recruitment process is very strict (Hayes, 2023), Facebook is more pragmatic in terms of employee diversity and inclusiveness, as well as continuous improvement of the recruitment process (Zhang, 2023), emphasizing diversity in recruitment and encouraging talents from different backgrounds and experiences to join. In addition, the company also promotes gender equality and diversified leadership, and has developed relevant policies and plans to promote fair opportunities (Lin &Mehaffy, 2016).
In terms of company management, Facebook is more flattened, with everyone being equal and respecting each other (Ee &Yazdanifar, 2015). Alibaba, on the other hand, has a certain bureaucratic colour and likes to establish strict rules from top to bottom, which is reflected in recruitment strategies and employee management. In terms of the application of electronic information systems, Alibaba relies more on Internet platforms, although only in means and tools. The specific application effects and optimization methods still need to be studied. In addition, Facebook focuses on data analysis and evaluation. They use data analysis methods to evaluate the effectiveness of recruitment strategies and continuously optimize the recruitment process. Facebook's recruitment strategy has reference value in many aspects. Enterprises can improve their recruitment effectiveness, attract more outstanding talents to join the organization, and provide strong support for the development of the enterprise, just like Facebook, by creating a positive employer brand, emphasizing diversified recruitment, promoting employee development and promotion, enhancing candidate experience, and using social media and data analysis.

2.5 Summary
After analysing existing research, the literature on corporate recruitment innovation in the context of the internet age has begun to take shape and has achieved certain research results. Scholars have conducted empirical and theoretical research on the characteristics, influencing factors, and existing problems of online recruitment. However, there is currently relatively little research on specific enterprise recruitment in the information age, which affects the expansion of research. This dissertation will build on existing research and take Alibaba Company as an example to conduct empirical research on its corporate recruitment in the context of the era of network informatization, which can enrich the shortcomings of existing research in this regard.



[bookmark: _Toc13843]
[bookmark: _Toc25045]










Chapter 3: Research Methodology
[bookmark: _Toc3078][bookmark: _Toc6041]3.1 Research Philosophy
According to Saunders, Lewis and Thornhill (2016), the first layer of steps is Research Philosophy. Pragmatism believes that knowledge is a tool for controlling reality, and reality can be changed (Wang, 2020); Practical experience is the most important, while principles and reasoning are secondary (Saskia, et al., 2012); Truth is the accomplished activity of thought (Pinezi, 2012). Authors who prioritize pragmatism use multiple methods to conduct research, emphasizing that knowledge and experience are authentic and can bring us practical results. The positivist research paradigm is a method of conducting research according to scientific methods (Saetren, 2014). This research will also utilize the philosophy of positivism to conduct comparative analysis based on the results of actual investigations and research, rather than relying solely on experience to draw conclusions. 
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[bookmark: _Toc26283]Figure 3-1 Research Steps

[bookmark: _Toc4835][bookmark: _Toc31302]3.2 Research Approach
This study is guided by the positivist methodology, and through the process of investigation and analysis, obtains the essence and reasons of things from the research process of general phenomena, that is, deduces the knowledge of the development laws of situations on the basis of general knowledge. This study obtained the required data through investigation, analysed the data, and finally drew the conclusion of the paper. In order to validate the empirical research section, this study will also use qualitative analysis methods, focusing on the discussion and nature of recruitment phenomena, and obtaining more subjective explanations from people, that is, the process of inductive reasoning will also be applied to this study.
[bookmark: _Toc9772]
3.3 Methodological Choice
The author adopted a combination of qualitative and quantitative research methods. The aim of this research is to study the recruitment systems. In the discussion process, Alibaba is mainly used as a case study to explore and optimize the enterprise recruitment system in the era of network informatization. When conducting qualitative research, attention should be paid to the flexibility and specificity of research methods. Through in-depth interviews, collection and organization of various literature, the advantages and disadvantages of network informatization are ultimately expressed in written form (Tansley, 2011), and discussions and suggestions are given. When conducting quantitative research, questionnaire surveys and statistical analysis methods are used to describe the research in numerical form. Although there are various methods, after collecting a variety of information, the information is integrated and analysed, and scientific and reasonable data is integrated to win higher credibility for this study.

[bookmark: _Toc26805][bookmark: _Toc3109]3.4 Research Methods
The proposed research will employ a mixed methods approach to investigate the optimization of enterprise recruitment systems in the era of network informatization, using Alibaba as a case study. This approach will combine qualitative and quantitative methods to provide a comprehensive understanding of the research topic. The research methodology will be underpinned by relevant sources and theories to support the chosen approach.
Qualitative research: Qualitative research methods will be used to collect in-depth insights and perspectives on the optimization of enterprise recruitment systems. This will include interviews and focus group discussions with human resources professionals, recruiters, and job seekers within Alibaba. In the past decade, the field of qualitative research has been very diverse, including case selection, causal inference, and multi method research (Hunter et al., 2014). With the development of the Internet, qualitative methods even allow for detailed exploration of experiences, perspectives, and challenges in online recruitment (Gerring & John, 2017). These qualitative methods will allow for a detailed exploration of their experiences, perspectives, and challenges in online recruitment. Qualitative data will be analysed using thematic analysis techniques to identify common themes and patterns.
Quantitative Research: Quantitative research methods will be used to collect and analyse numerical data related to recruitment outcomes and effectiveness within Alibaba. This will involve collecting data on recruitment success rates, candidate satisfaction, time-to-hire, and other relevant metrics. Surveys will be distributed to job seekers and hiring managers to gather quantitative data. The quantitative data will be analysed using statistical techniques to identify trends, correlations, and significant findings.
Comparative Analysis: In addition to primary data collection, a comparative analysis will be conducted using secondary data from existing literature and studies on online recruitment. This will provide a broader perspective on the optimization of enterprise recruitment systems and enable comparisons between Alibaba's practices and those of other organizations. The comparative analysis will help identify best practices, challenges, and potential areas for improvement.
Advantages and Disadvantages: The mixed methods approach offers several advantages. It allows for a comprehensive understanding of the research topic by combining the strengths of qualitative and quantitative methods. The qualitative component provides rich and nuanced insights, while the quantitative component enables statistical analysis and generalizability of findings. However, there are also limitations to consider. The research may be time-consuming and resource-intensive due to the need for data collection from multiple sources. Ensuring data validity and reliability will be crucial, and careful attention will be given to the integration and interpretation of qualitative and quantitative findings (Abhishek & Chatterjee, 2011).
By employing a mixed methods approach and conducting a comparative analysis, this research aims to contribute to the existing body of knowledge on optimizing enterprise recruitment systems in the era of network informatization, with specific insights from the case study of Alibaba.

[bookmark: _Toc5488][bookmark: _Toc29810]3.5 Time Horizon
This study is a cross sectional procedure. Although this study compared the different development nodes and stages of Alibaba's human resources development, explored the development process of recruitment management, and determined the optimization path of enterprise recruitment systems in the era of network informatization (Thunnisen et al., 2018). However, this study mainly used quantitative research methods. Conduct an online survey of Alibaba's employees, including recruiters from the human resources department and employees from other departments (Xie, 2021). The purpose is to collect their experience, perspectives, and satisfaction during the recruitment process. The survey sample will be calculated and determined based on a representative sample size to ensure statistical validity. The expected sample size for the survey is 400, and the survey questionnaire will be sent to participants through online channels for anonymous data collection and organization.
In addition to questionnaire analysis, in order to verify the results of online surveys and gain a deeper understanding of the deep thinking of relevant practitioners, this study will conduct semi-structured interviews with the main stakeholders involved in the Alibaba recruitment system. This will include staff from the human resources department, recruiters, and managers responsible for the recruitment process.
 
[bookmark: _Toc13530][bookmark: _Toc16338]3.6 Data Collection
Through the method of questionnaire survey, the data on relevant issues can reflect some of the problems and current situation of Alibaba's recruitment management. The survey questionnaire mainly reflects the thoughts of job applicants in recruitment management and the awareness of recruiters. The survey is divided into three parts. 
Firstly, the survey questionnaire will conduct a general survey of participants to understand their sociological characteristics, such as gender, age, marital status, educational background, working years, and job information. The second section of the questionnaire is mainly to invest employees' understanding of the overall commission information. The third part is the main topic of the survey questionnaire, which includes various stages of recruitment, including job posting, resume screening, interviews, and candidate selection. There are a total of thirteen questions in this section.
In the implementation process of the survey questionnaire, in order to collect as much effective data as possible, the survey questionnaire is distributed online. This study adopts an anonymous survey method, and the respondents fill out the questionnaire anonymously. At the same time, the personal information and content of the staff filling out the questionnaire should be strictly protected, and all questionnaire filling contents should be kept confidential. When conducting a questionnaire survey, strictly ensure that the survey data is only used for research purposes and does not affect the customer's personal information. At the same time, in order to ensure the reliability of survey data, during the questionnaire distribution process, the target audience is not only staff from the human resources department, on the contrary, most of the personnel who receive and fill out the questionnaire are from other departments to ensure the objectivity and fairness of the survey (Sparrow et al., 2015). According to statistics, a total of 400 questionnaires were distributed, with 384 valid questionnaires. The main content of questionnaires is shown in Appendix.
In order to verify the results of online surveys and gain a deeper understanding of the deep thoughts of relevant practitioners, Semi-structured interviews with the main stakeholders participating in the Alibaba recruitment system were carried out. This will include staff from the human resources department, recruiters, and managers responsible for the recruitment process. The sample size for the interview will be determined based on the saturation principle (Steverson, 2010). The interview will be recorded and transcribed for analysis. The issue of access is highly random, but the main issues are as follows:
	1
	What are Alibaba's recent strategies in talent recruitment?

	2
	What challenges does Alibaba face in talent recruitment recently?

	3
	Has Alibaba's recruitment practices changed with the advent of the internet information age and increasing reliance on digital technology?

	4
	What opportunities have the development of network information and digital technology brought to Alibaba's recruitment work?

	5
	What challenges have the development of network information and digital technology brought to Alibaba's recruitment work?

	6
	What is the necessity of optimizing Alibaba's human resources recruitment system?

	7
	What are the significant differences between traditional recruitment models and new recruitment models? And their respective strengths?

	8
	How to improve recruitment efficiency?

	9
	Please provide valuable suggestions for further optimization of Alibaba's human resources recruitment system.



[bookmark: _Toc31936][bookmark: _Toc6155]
3.7 Ethical Considerations 
There will be ethical considerations and limitations to be taken into account during the process of this project. Saunders et al (2012) defined research ethics as, “the standards of behaviour that guide our conduct in relation to the rights of those who become the subject of your work or are affected by it.”.
After clarifying the research purpose and questions, the author only made a survey questionnaire with a certain scientific and reasonable nature. During the process of producing the survey questionnaire, every effort was made to ensure that it did not involve sensitive or hurtful issues. Specifically, for this project, consent from the university will be obtained before sending the student survey. In addition, prior to transferring the investigation to Alibaba participants, consent from Alibaba management will be obtained. Researchers will also receive guidance from university ethics.  
Before the questionnaire survey, participants were first provided with a detailed introduction to the research purpose, expected results, data usage, and confidentiality policies of this study. Ensure that participants are clearly aware and willing to participate in the study. The investigator ensures that the privacy of participants is not compromised during the investigation process. During the survey and data processing process, ensure that any personally identifiable information is removed from the questionnaire, and emphasize the confidentiality and anonymity of the data. Even after obtaining relevant data, this study attaches great importance to data security and confidentiality, and will take effective security measures to protect the security of questionnaire data and prevent unauthorized access, use, or leakage.

[bookmark: _Toc11726][bookmark: _Toc19144]3.8 Summary
Overall, the author adopted a combination of qualitative and quantitative research methods. The focus of qualitative research is on words rather than numbers, depth rather than breadth. Although online recruitment, digital recruitment, and other types of diversified recruitment methods are not new, their differences and characteristics from traditional recruitment methods drive the author to use qualitative research methods. Because qualitative research methods can uncover more diverse perspectives, thoughts, and feelings. Although qualitative research is truly time-consuming, it requires extensive literature review, analysis of social phenomena, and in-depth interviews (Freedman, 2010).
When conducting quantitative research, the author created two sets of survey questionnaires, one for recruitment staff and the other for job applicants (most of whom have already become employees or even managers of Alibaba). This allows for obtaining objective information about the survey subjects from more perspectives and objects. However, quantitative research does not always tell a complete story. The author ultimately relied on the results of qualitative research to understand the reasons for the data they saw (Silverman, 2022).
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Chapter 4: Data Analysis
In this chapter, Alibaba's recruitment work will be mainly discussed and analysed from three aspects. Firstly, after extensive research, the current online talent recruitment status of Alibaba has been determined. Secondly, based on the results of the questionnaire survey, the shortcomings of Alibaba's recruitment work were identified through SPASS analysis and summary. Thirdly, use the interview method of the investigation team is to verify the online recruitment work and daily recruitment work of Alibaba.
[bookmark: _Toc12502][bookmark: _Toc9202]
4.1 Questionnaire Survey Analysis
[bookmark: _Toc12276][bookmark: _Toc15878]4.1.1 Questionnaire
In order to make the research topic more reliable and valuable, it is important to investigate the correlation between the scale of the questionnaire and the questions. The number of questions in the questionnaire is also closely related to the potential variables to be measured, and the more questions there are, the more likely it is to cover the potential variables to be measured; However, with too many items, there may also be operational difficulties in practical research. Therefore, when preparing the survey questionnaire, it is necessary to consider various aspects such as the purpose of the study, relevant literature data, research structure, and practical feasibility. After repeated revisions, additions, and deletions, the final survey questionnaire can be produced.
In order to ensure the reliability of survey data, during the questionnaire distribution process, the target audience is not only staff from the human resources department, on the contrary, most of the personnel who receive and fill out the questionnaire are from other departments to ensure the objectivity and fairness of the survey (Bersin, 2016). The samples selected for this study include Alibaba employees, personnel from the human resources management department, and some candidates.    The survey questionnaire is divided into three parts. The first part is the sociological characteristics information of the participants, including gender, age, education level, etc. The second part is mainly to investigate employees' understanding of the overall recruitment information. The third part is the main part of the survey, which is the survey scale part of this paper. 
In the survey scale section, this survey is further divided into three dimensions, namely the situation of recruitment plans, recruitment systems, and recruitment information processing. As shown in the following figure. Therefore, according to the literature review, when organizations put recruitment management into practice, they will find that recruitment management is a series of management actions that plan, organize, implement, and improve the recruitment process to achieve recruitment goals. 
	Items
	Question numbers
	Questions for the staff from the human resources department
	Questions for the staff from other departments and candidates

	Recruitment Planning
	Q1
	The company conducted effective demand analysis and forecasting before recruitment
	Recruiters provide clear and specific job descriptions.

	
	Q2
	Does the company have a formal and written annual personnel recruitment plan
	The company's interview process is very clear, the arrangement of interview time and interview location is very clear, and the interview environment is stable and orderly.

	
	Q3
	The management personnel of the employing department attach great importance to recruitment work
	The interviewer has a certain level of professional competence, politeness, and appropriate attire.

	Recruitment System
	Q4
	The company has clear evaluation criteria before evaluating candidates
	The recruiter's questions have a certain degree of inherent logic.

	
	Q5
	The recruitment work of the company is carried out according to plan
	The recruitment work of the company is carried out orderly.

	
	Q6
	During the recruitment process, the candidate was introduced to the company's corporate culture and the job responsibilities of the position
	During the recruitment process, the candidate was introduced to the company's corporate culture and the job responsibilities of the position

	
	Q7
	The company's recruitment process is formal
	The company's recruitment process is formal

	
	Q8
	After the company recruits, a dedicated person is assigned to evaluate and improve the effectiveness
	After the company recruits, a dedicated person is assigned to evaluate and improve the effectiveness

	
	Q9
	The personnel responsible for recruitment in the company have received professional training in recruitment
	The personnel responsible for recruitment in the company have received professional training in recruitment

	Recruitment informatization
	Q10
	The company's recruitment advertisement is obvious
	The company's recruitment advertisement is obvious

	
	Q11
	The job responsibilities and requirements are clearly stated in the company's recruitment information
	The job responsibilities and requirements are clearly stated in the company's recruitment information

	
	Q12
	The company's recruitment advertising information and interview information are consistent with the actual situation
	The company's recruitment advertising information and interview information are consistent with the actual situation

	
	Q13
	The company's recruitment channels are smooth
	The company's recruitment channels are smooth


[bookmark: _Toc14455]Figure 4-1 Main Part of Questionnaire

[bookmark: _Toc13413][bookmark: _Toc7567]4.1.2 Distribution of Questionnaire
The survey report is sent to the participants through online channels for anonymous data collection and organization. According to statistics, a total of 400 questionnaires were distributed, with 384 valid questionnaires. The following will analyse and summarize the survey results from various dimensions.

[bookmark: _Toc22883][bookmark: _Toc18195]4.2 Overview of Survey Participants
The gender distribution of the participants in the survey is as follows, with 52.5% of males and 47.5% of females, this proportion has no relationship with the formation of Alibaba company, Alibaba is a company with more than two hundred and thirty thousand personnel, only 384 samples in random was collected, which including 70 recruiters and 314 ordinary employees (or applicants).Although there are slightly more male participants than female participants, it does not affect the rationality and reliability of the survey results.
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[bookmark: _Toc28533]Figure 4-2 Distribution of Genders

The age distribution of the participants in the survey is as follows, including "21-30 years old", "31-40 years old", and "Over 40 years old". In terms of age ratio, employees aged 31 to 40 have the highest proportion, followed by those under 30, and the proportion of employees under 40 has also reached 25%. This indicates that the age distribution of employees in the company is relatively uniform, and there is no age discrimination or frequent turnover of senior employees. Although age discrimination is currently very severe in China, claiming that only young employees have vitality and creativity, in fact, from Alibaba's age distribution, it can be found that successful companies do not care about employee age, and work enthusiasm and creativity are not driven by youth. Rich work experience and good professional spirit can better stimulate creativity (Jain, 2016).
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[bookmark: _Toc12234]Figure 4-3 Distribution of Ages

The job position types of the personnel participating in the survey are as follows, 42.5% of the respondents are engaged in technology related work, 15% of the respondents are engaged in trade and sales related work, 15% of the respondents are engaged in finance related work, 20% of the respondents are engaged in HR work, and 7.5% of the respondents are engaged in management or logistics work.


[image: ]

[bookmark: _Toc26925]Figure 4-4 Distribution of Position Types
[bookmark: _Toc27748][bookmark: _Toc15835]4.3 Data Analysis
The following are the scores of the survey results. This study will analyse each dimension one by one in the following analysis process.
	Items
	Question numbers
	N
	Mean
	Highest score
	lowest score
	Standard error of mean

	Recruitment Planning
	Q1
	384
	4.5000
	5
	4
	.22361

	
	Q2
	384
	4.1667
	5
	4
	.30732

	
	Q3
	384
	3.8333
	4
	3
	.30732

	Recruitment System
	Q4
	384
	4.5000
	5
	4
	.15076

	
	Q5
	384
	4.3333
	5
	4
	.18803

	
	Q6
	384
	4.1667
	5
	3
	.20719

	
	Q7
	384
	4.0000
	5
	3
	.21320

	
	Q8
	384
	3.8333
	5
	3
	.20719

	
	Q9
	384
	3.6667
	4
	3
	.18803

	Recruitment informatization
	Q10
	384
	4.4286
	5
	4
	.20203

	
	Q11
	384
	4.1429
	5
	3
	.26082

	
	Q12
	384
	3.8571
	4
	3
	.26082

	
	Q13
	384
	3.5714
	4
	3
	.20203


Table 4-5 The Survey Results
The score distribution of the company's Recruitment Planning System is not uniform. The first question in the table below is when facing the recruitment of staff, The first question is: "The company conducted effective demand analysis and forecasting before appointment." When facing ordinary employees and job applicants, the first question is "Recruiters provide clear and specific job descriptions?” It seems like two different questions, but in fact, if the company conducting effective demand analysis and forecasting before commission, auditors could provide clear and specific job descriptions. Therefore, these two questions are actually two questioning methods of the same question. The result score of the first question is 4.5. Both recruiters and employees feel firsthand the importance that the HR department attaches to the recruitment plan and the serious work attitude of the relevant staff.
The second question also belongs to process related issues. When facing the recruitment of staff, the second question is: "Does the company have a formal and written annual personnel recruitment plan?” When facing ordinary employees and job applicants, the second question is: "The company's interview process is very clear, the arrangement of interview time and location is very clear, and the interview environment is stable and ordered?” Similarly, these two questions also make people judge the standardization of a company's recruitment plan, with an average score of 4.1. The score is not ideal, indicating that the company needs to strengthen the standardization of recruitment procedures. This score also indicates that employees clearly realize that the specific recruitment process of the company is not standardized enough.
The third question is the level of importance that managers attach to recruitment work. When facing recruitment staff, the third question is: "The management personnel of the employing department attach great importance to recruitment work?” When facing ordinary employees and job applicants, the third question is: "The interviewer has a certain level of professional competence, competence, and appropriate attribute?” On the third question, the average score did not reach 4 points. It indicates that managers lack sufficient attention to recruitment work. According to the survey results, both company personnel and recruiters can feel that HR department has carefully considered and planned the recruitment plan. Perhaps the information seen by the applicant is relatively clear, and the recruiter has also put in effort in writing recruitment needs and specific recruitment requirements. The company's employees also take the work of the human resources department seriously. Although the work process may be overlooked, there is no doubt that from the survey results, the recruitment plan and process still meet general standards. As mentioned in the literature review, companies need to pay significant costs for every employee they hire. Therefore, people who conscientiously serve the company often carefully analyse their employment needs and draw conclusions.
However, the management seems to have paid less attention to recruitment. In terms of whether the recruitment department manager values recruitment work, the score is the lowest, which is consistent with the company's situation in the past two years, although not in line with the tradition of Alibaba Group (Hunkenthroer &Luetge, 2022). Although the application of modern technologies such as big data and digitization can simplify communication and cooperation within a company, the impact of strict recruitment management procedures and leadership still needs to penetrate deeply into daily recruitment management communication.
	[bookmark: _Toc23466]Table 4-6 Recruitment Planning System

	
	N
	Mean
	Standard deviation
	Standard error of mean

	(Q1) The company conducted effective demand analysis and forecasting before recruitment
	384
	4.5000
	.54772
	.22361

	(Q2) Does the company have a formal and written annual personnel recruitment plan
	384
	4.1667
	.75277
	.30732

	(Q3) The management personnel of the employing department attach great importance to recruitment work
	384
	3.8333
	.75277
	.30732



The analysis of the recruitment system shows that the overall score of the company's recruitment process is relatively high. Especially before the recruitment started, the score reached 4.5 points. This indicates that the human resources team is fully prepared. During the recruitment process, the human resources team also strictly followed the recruitment plan, with a score of 4.33 for plan execution. During the recruitment period, relevant personnel will not forget to inform the applicant of the company culture and job responsibilities, and the average score of participants on this point is 4.17. After the recruitment process is over, people's satisfaction seems to have started to decline. After the company recruits, dedicated personnel will be designated to evaluate and improve efficiency. The positive level of this activity is only 4 points, while the average score for evaluation and efficiency after the company recruits is only 3.83 points. Most people also question the professional level of recruiters, with an average score of only 3.67. Although the difference in ratings between people is not significant under the control of data reliability, this does not prove that the company's recruitment process is in a healthy state. The author believes that the reasons for this phenomenon are multifaceted. In the absence of systematic and information-based recruitment procedures, when people rush to end recruitment work, the evaluation of the recruitment process and results is easily overlooked. In other words, the company still needs a more perfect and transparent recruitment system with information technology. It is best to be transparent in this process, as from the point where most people also question the professional level of recruiters, maintaining a more open, fair, and transparent process and system between recruiters and applicants would greatly improve the results. It has to be admitted that if managers do not attach enough importance to recruitment work, the recruitment process and system are often not optimistic. This is one of the explosive forms of hidden dangers discovered in the previous section.
	[bookmark: _Toc7101]Table 4-7 Recruitment Process (From the survey results)


	
	N
	Mean
	Standard deviation
	Standard error of mean

	(Q4) The company has clear evaluation criteria before evaluating candidates
	384
	4.5000
	.52223
	.15076

	(Q5) The recruitment work of the company is carried out according to plan
	384
	4.3333
	.65134
	.18803

	(Q6) During the recruitment process, the candidate was introduced to the company's corporate culture and the job responsibilities of the position
	384
	4.1667
	.71774
	.20719

	(Q7) The company's recruitment process is formal
	384
	4.0000
	.73855
	.21320

	(Q8) After the company recruits, a dedicated person is assigned to evaluate and improve the effectiveness
	384
	3.8333
	.71774
	.20719

	(Q9) The personnel responsible for recruitment in the company have received professional training in recruitment
	384
	3.6667
	.65134
	.18803

	
	
	
	
	


 It should be emphasized that Alibaba, like many companies, lacks relevant mechanisms to evaluate and evaluate the effectiveness of the recruitment process (Wang, 2016). At the same time, many people also question the professional abilities and training of recruiters. This will have a strong negative impact on the company's professional image. The application of digitization and big data will push a large number of professional talents to the interviewer. If the interviewer lacks basic professional skills, it is not just an embarrassment. The human resources department may have become accustomed to this situation and are no longer sensitive enough to detect this issue.


Regarding the recruitment information system, most respondents believe that the company's recruitment advertisements are very successful, and all types of information are posted clearly when recruiting employees. Regarding the obvious situation of recruitment advertisements, the average score reached 4.4 points. The accuracy of recruitment information has also reached 4.14. The disadvantage is that sometimes the job information in job advertisements may differ from the actual position. This will bring a lot of trouble to subsequent work, and the average score for this is only 3.86. The occurrence of these problems can only indicate that the start of the work was wrong. The communication between various departments within the company and between superiors and subordinates is not smooth, and managers do not fully utilize the company's management mechanism and leadership in the governance process. At the same time, people seriously suspect that companies often cannot find the relevant responsible person when tracing the root causes of these problems. In short, this kind of chaos is not advisable. Due to the widespread use of tools such as networking and digitization in enterprises, it is recommended that enterprises pay attention to archiving or retaining chat records, recruitment applications, personnel requirement reports, etc. when handling such critical transactions, and maintain the integrity of accountability and traceability systems. Regarding the smoothness of recruitment channels, the average score is not high, only 3.57 points. This result indicates that recruitment and communication channels need to be improved. This is determined by the operational speed and real-time feedback speed that people and companies need under the rapid development of modern society (Jiang, 2018). The company urgently needs more efficient, orderly, fast feedback, and more comprehensive network information recruitment tools. 
	[bookmark: _Toc2019]Table 4-8 Recruitment Informatization System (From the survey results)

	
	N
	Mean
	Standard deviation
	Standard error of mean

	(Q10) The company's recruitment advertisement is obvious
	384
	4.4286
	.53452
	.20203

	(Q11) The job responsibilities and requirements are clearly stated in the company's recruitment information
	384
	4.1429
	.69007
	.26082

	(Q12) The company's recruitment advertising information and interview information are consistent with the actual situation
	384
	3.8571
	.69007
	.26082

	(Q13) The company's recruitment channels are smooth
	384
	3.5714
	.53452
	.20203



From the above analysis, it can be seen that the human resources department has carefully considered and planned the recruitment plan. This can be reflected from the clear information seen by job seekers and the detailed recruitment requirements written by recruiters. Secondly, the recruitment process is highly valued by company employees. Although the workflow may not be perfect, the overall recruitment process still meets general standards. In terms of preparation for recruitment work, the main drawback is that the management seems to not pay enough attention to recruitment.
Based on the analysis of the recruitment system, it can be found that the human resources team can fully prepare for the recruitment work. During the recruitment process, the human resources team also strictly follows the recruitment plan. During the recruitment process, relevant personnel will not forget to inform the applicant of the company culture and job responsibilities. But after the recruitment is completed, people's satisfaction will decrease as they enter the onboarding period. Moreover, the company lacks sufficient recruitment evaluation and improvement processes. A more serious problem is that most people have doubts about the professional level of recruiters. These results demonstrate that the company's recruitment process is in an unhealthy state.
Based on the analysis of recruitment information systems, it can be found that the majority of respondents believe that the company's recruitment advertisements are very successful. When recruiting employees, all types of information are posted clearly and with high accuracy. The disadvantage is that sometimes the recruitment information in the job advertisement may not match the actual position. The emergence of these problems can only indicate that the executor of the work may not be wrong. The initial absence of a manager is the key. In addition, the smoothness of the company's recruitment channels also needs to be improved. These results indicate that recruitment and communication channels need to be improved.


[bookmark: _Toc8864][bookmark: _Toc23675]4.4 Interview Analysis
In addition to conducting a questionnaire survey, this research also conducted interviews with 2 senior managers of Alibaba. The interviewees were a regional deputy general manager or above and a human resources department head or deputy head. Finally, four interviewees participated in the interview, including one regional deputy and three human resources department ministers and staff. The interview mainly revolves around the changes and development of the company's recruitment system. Through summary, the following interview results can be obtained:

	1
	What are Alibaba's recent strategies in talent recruitment?

	Alibaba's recruitment strategy is mainly reflected in the diversification of channels, the diversification of talents, and the standardization of recruitment processes. Recruiting talents is a highly concerning matter for Alibaba. At Alibaba, recruiting is the responsibility of managers, and HR only plays a supporting role. In order to make managers pay attention to the importance of recruitment work, when recruiting a staff member, at least four levels of management above this position are required to participate in the interview and act as the main interviewer. This is a precedent. In the early stages of Alibaba's development, even a security personnel were personally confirmed by Mr. Ma Yun.
Another interviewee mentioned Alibaba's job rotation system. Because different positions have different requirements for competence, sometimes employees may not do well enough in their own department, which may not be a problem with their abilities. It may be because their abilities do not match the competence of this position, and after changing positions, they may immediately become different. So, the existence of job rotation system is also another form of recruitment. “Rotation system” It refers to selecting suitable talents from within the company to carry out certain projects and departments. Selecting personnel from within the enterprise can not only optimize the internal employment mechanism, but also save a lot of costs. Therefore, this is also one of Alibaba's recruitment strategies.

	2
	What challenges does Alibaba face in talent recruitment recently?

	Currently, due to the pressure of government regulation and declining performance, Alibaba needs to undergo normal organizational changes and talent ladder construction to adapt to the constantly changing external environment and internal needs. This is also a problem and challenge that an enterprise will inevitably encounter during its growth and development process. During this process, there is pressure from layoffs and recruitment, and during the recruitment process, changes and instability during organizational changes can bring many unstable factors to the human resources department, which may be reflected in the recruitment process.
Another interviewee stated that it is still an old issue, and the matching of talents has always been a challenge for enterprise recruitment, and Alibaba is also facing the same challenge.
Younger respondents believe that the recruitment process of the HR team still needs to be continuously standardized.

	3
	Has Alibaba's recruitment practices changed with the advent of the internet information age and increasing reliance on digital technology?

	Yes, digital recruitment is gradually becoming an important tool for Alibaba. When conducting digital recruitment, Alibaba mainly relies on the self-developed talent recruitment system ALIHR, which achieves independent application, rapid screening, and accurate matching of talents through functions such as automated analysis of talent data, skill evaluation, and intelligent matching.

	4
	What opportunities have the development of network information and digital technology brought to Alibaba's recruitment work?

	The traditional talent recruitment method requires a large amount of time and manpower costs to conduct resume screening, interviews, physical examinations, and other processes. Such tedious and detailed work is not only inefficient, but also easy to miss high-quality talents. In addition, Alibaba's recruitment targets mainly focus on high-end talents, technical talents, and other fields. These talents are top talents, and their recruitment difficulty and cost are higher. Network informatization has solved these tedious tasks for us, saved a lot of time and labour costs, and made it possible for us to better attract and explore top talents.

	5
	What challenges have the development of network information and digital technology brought to Alibaba's recruitment work?

	  The internet is a relatively virtual space, and the talent selected by the human resources department through the internet sometimes shows significant gaps in actual interviews. The electronic messages sent by candidates and the other party can sometimes have significant discrepancies, which can indirectly lead to a decrease in the work efficiency of recruiters and a waste of time.

	6
	What is the necessity of optimizing Alibaba's human resources recruitment system?

	   At present, Alibaba is undergoing in-depth internal integration and organizational change. Five years ago, although the recruitment website at that time was not as beautiful as it is now, the attitude of the senior management is always firm and attentive. The HR department can always find its own direction and goals, yes, it is easy to make mistakes, but there is always a force that can support the HR team with confidence. But now, recruitment plans are not as easy to write as before, and the chaotic execution process is making people increasingly less confident. The interviewee represents the HR team and calls for a top-down leadership approach.

	7
	What are the significant differences between traditional recruitment models and new recruitment models? And their respective strengths?

	Compared to traditional recruitment methods, online informatization or digital recruitment can improve efficiency. Through the digital recruitment process, the automation of resume screening, interviews, and other processes is achieved, shortening the recruitment cycle and improving recruitment efficiency. In addition, traditional recruitment requires a large amount of manpower and time costs, while digital recruitment can use intelligent algorithms, robots, and other technologies to replace manual calculations, screening, and other processes, thereby reducing recruitment costs. At the same time, digital recruitment can attract high-quality talents through various means, including social media, career recruitment websites, etc., in order to better attract and explore top talents.

	8
	How to improve recruitment efficiency?

	The respondents unanimously believe that using online informatization and digital recruitment methods is a good way to improve recruitment efficiency. Some respondents also believe that the standardization of internal mechanisms within enterprises and the unified collaboration of HR teams are more important.

	9
	Please provide valuable suggestions for further optimization of Alibaba's human resources recruitment system.

	Senior interviewees believe that Alibaba is currently undergoing an unprecedented transformation and integration, and they hope that this integration will have a certain positive effect on the recruitment system. Other interviewees hope that senior management can provide them with more directional guidance. All respondents feel that the team currently needs more confidence. Therefore, shaping the corporate image, consistency and cohesion in internal management will be the improvement trend of Alibaba's recruitment system in the future.



From the interview results, it can be found that with the arrival of the era of network informatization, digital recruitment has become a choice for more and more enterprises. Alibaba's online information recruitment strategy is a successful case, which has improved recruitment efficiency, reduced costs, and optimized talent structure through various methods such as intelligent technology and expanding recruitment channels.
Meanwhile, network informatization is not the cure for everything. Alibaba is a network technology company, and from internal management to external recruitment management, network informatization has always represented Alibaba's corporate image and brought convenience to the enterprise. However, starting from 2007, in order to promote the integration and development of enterprise values and employee quality, better manage human capital, and enhance the organization's key capabilities and core competitiveness, Alibaba organized IT and management experts to conduct consulting and argumentation on human resource management, and built a unified e-HR platform. With the development of network informatization and digitization, Alibaba's recruitment platform and recruitment system have also been keeping up with the times. However, Alibaba, which also highly utilizes online information recruitment systems, has not performed consistently at different stages of development. Many staff members have stated that Alibaba's recruitment system is currently on a downward trend compared to the past. Mainly manifested in these aspects: firstly, the company's HR team lacks confidence; Secondly, the company's management did not provide sufficient support to the team; Thirdly, the company's recruitment system and process need to be further standardized.

[bookmark: _Toc4773][bookmark: _Toc8419]4.5 Summary
Through the above analysis, the advantages and disadvantages of Alibaba's current recruitment system are discovered. This chapter provides an explanation and summary of numerous shortcomings. This was also verified during Alibaba's management interviews. This study needs to further discuss the survey results and draw conclusions.




































[bookmark: _Toc14150][bookmark: _Toc10526]Chapter 5: Discussion, Conclusion and Recommendations
This study takes Alibaba Group as an example to explore the impact of the online information age on talent recruitment and identify the specific problems faced by enterprises in talent recruitment in this context. Subsequently, by analysing these issues, identify areas for improvement in the enterprise and propose solutions that can enhance the systematic and scientific nature of the recruitment process.

[bookmark: _Toc5643][bookmark: _Toc15350]5.1 Discussion
Through the above analysis, readers can also find that there are still some shortcomings in Alibaba's recruitment work. For example, there are issues such as insufficient recruitment planning, incomplete recruitment systems, and slow adoption of recruitment informatization. By summarizing the above analysis, Alibaba has the following three problems.

[bookmark: _Toc15948][bookmark: _Toc21101]5.1.1 The Problems with Recruitment Planning 
Alibaba's recruitment plan has flaws. On the one hand, the management does not attach much importance to recruitment. Although in the interview survey, managers emphasized that Alibaba often uses recruiters who are four levels higher than the recruitment position for interviews, this method has become a "formality" over time. From the survey results, many employees have expressed that the interviewer does not have sufficient professional skills. This study seriously suspects that the company may only be able to ensure that the recruiter's position is far higher than the required recruitment position, but cannot guarantee that they belong to the same department or profession. Therefore, in actual recruitment, this "formality" not only fails to provide assistance for interviews, but also wastes the time and company resources of managers. On the other hand, Alibaba's human resource planning has always been based on data from human resource statisticians, lacking practical human resource plans from the company's management. When conducting in-depth interviews with some recruiters, it is found that recruitment management is also chaotic, and recruitment planning is also lacking. As mentioned in the literature review, a good recruitment system should have three systems: human resource planning, competency modelling, and structured screening (Borowska, 2019).
[bookmark: _Toc3660][bookmark: _Toc5943]According to Alibaba's tradition, senior management must spend enough time on recruitment. According to survey results, some managers have indeed spent time on recruitment, but it is not effective. Ultimately, it is often to promote recruitment channels, strengthen publicity, and conduct subsequent recruitment in a rigid manner. Due to the lack of attention from senior managers and the efficient and accurate recruitment efficiency of middle managers, even if the human resources department holds a clean, tidy, and complete recruitment plan, it cannot guarantee subsequent recruitment work. Therefore, the probability of the company finding satisfactory talents will decrease.

5.1.2 The Imperfect Recruitment System
The survey results of the recruitment system show that Alibaba's recruitment process conforms to a scientific recruitment system. External recruitment has also set up relevant exams, and the recruitment process is relatively reasonable (Tang, 2021). The analysis of the recruitment system shows that the overall score of the company's recruitment process is relatively high, indicating that the formation of the human resources team is relatively scientific and reasonable. During the recruitment process, the human resources team also strictly follows the recruitment plan, and people have relatively high evaluations of the implementation measures. Most participants stated that Alibaba's recruiters will not forget to inform job seekers of their company culture and job responsibilities. However, Alibaba lacks a sufficient recruitment evaluation system, and a more serious problem is that employee satisfaction decreases after joining, and even errors occur in job matching. It is obvious that this is a consequence of senior management's lack of emphasis on recruitment work (Fried &Kamar, 2020).
In the literature review, scholars similar to Phung (2010) have emphasized that recruitment management is a series of activities that recruit, select, hire, and evaluate the human resources required by an organization, and plan, organize, command, and control them in a systematic and scientific manner to ensure that a certain number and quality of employees meet the needs of organizational development. Through investigation and analysis, it can be concluded that the "recruitment evaluation process" was overlooked by Alibaba Group. The effectiveness analysis of enterprise recruitment is the verification process of the recruitment system and specific work. And this process is generally completed by "recruitment evaluation". Recruitment evaluation refers to the process of evaluating and summarizing the entire recruitment process and results based on the completion of various stages of recruitment work, and checking whether the expected recruitment objectives have been achieved. If enterprises ignore this process, they cannot utilize functions such as planning, organization, and coordination to optimize recruitment activities, thereby allocating various recruitment resources reasonably, improving recruitment management efficiency, and maximizing the process of achieving recruitment goals Ultimately, it will directly affect the competitiveness of enterprises (Peng, 2008).

[bookmark: _Toc4277][bookmark: _Toc16562]5.1.3 The Recruitment Informatization Construction Lags Behind
From the construction of the recruitment platform and the implementation of network informatization, Alibaba is indeed at the forefront of technological progress. Behind the technological progress is Alibaba's emphasis on the experience of candidates, its good wish to improve the accuracy and efficiency of recruitment, and its adherence to the "Alibaba people" standard. However, the investigation's score of "clearly defined job responsibilities and requirements in the company's Recruitment Information" is slightly lower than that of the company's recruitment information release, platform publicity and information dissemination. At the same time, the investigation result gave a lower score for "the company's recruitment advertisement information and interview information are consistent with the actual situation." this is a very dangerous signal, indicating that although the company has used many powerful technical means to carry out the recruitment work, it may not achieve the company's purpose. The human resources department has purposefully recruited new employees, but they are facing job chaos after entering the company, which is not advisable. The smooth flow of recruitment channels is also very important for the company's recruitment management. In the rapid development of modern society, if a company cannot provide efficient and fast information channels, it will lead to a decrease in the company's operating speed and lagging talent management.

[bookmark: _Toc3068][bookmark: _Toc27548]5.2 Conclusion
In the context of the internet information age, the widespread use of various new online recruitment methods is rapidly impacting traditional recruitment methods. With its unparalleled advantages, it has pioneered the development of diversified recruitment channels. But even in companies like Alibaba, artificial intelligence, network informatization, and digitization have not been fully applied. These methods can indeed help businesses expand their search for talent. However, while seeing many significant advantages, people need to pay more attention to the fundamental issues of recruitment activities. Overall, Alibaba needs to have a deeper understanding of the significance of recruitment before applying this technology in the right way.
From the analysis above, it can be seen that the production of Alibaba's recruitment plan itself has flaws. Although the process is acknowledged by both interviewees and newcomers, the subsequent chaotic management situation has shown that the problem needs to be addressed from the root. According to the literature review, a company's recruitment plan is based on the company's workforce planning, which always starts with organizational strategy, which is formed by market, product, and competition (Isson &Harriott, 2016). Undoubtedly, if people ask most of Alibaba's interview team leaders, almost no one can answer Alibaba's organizational strategy. This is the root of the problem. If the human resources management department cannot be made aware of the market, products, and competitive environment that the enterprise is facing, they cannot understand organizational strategy. If the HR department cannot coordinate talent planning through organizational strategy, it can only be in a situation where it cannot grasp the core issues of recruitment. Therefore, Alibaba's HR department cannot be located outside the core management of the enterprise, and Alibaba's management needs to focus more on recruitment work. In addition, in daily communication, Alibaba can use network information technology to strengthen communication between various departments of the company, enhance communication between managers and human resources departments, and ensure the preparation and accuracy of recruitment work.
In Alibaba's survey conclusion, it was also shown that the effectiveness evaluation and evaluation process of company recruitment scored relatively low. This not only reflects the shortcomings of the group's recruitment system, but also reflects the negligence of the company's management work, which is far from corresponding to the survey results of the previous dimension.
In the survey results of Alibaba's recruitment channels, people affirmed the current situation of recruitment advertising and information accuracy in the era of network informatization. However, people's satisfaction with job compliance and channel smoothness is relatively low. The author believes that on the one hand, as China is still a labour buyer market, recruiters are still in a favourable position, and their sensitivity to work accuracy and smooth communication during the recruitment process is often not high; On the other hand, it indicates that the lack of awareness among Alibaba's managers and the imperfect Alibaba recruitment system directly affect subsequent recruitment work.
According to the discussion in the literature review section, a good commission system should have three systems: human resource planning, capability modelling, and structured screening (Borowska, 2019). However, from the survey results, it can be seen that Alibaba's human resource planning system lacks a certain degree of leadership attention, and the implementation of the competency model lacks verification and evaluation of recruitment management and subsequent training. The structured screening process also reveals weaknesses in the recruitment process and channels.

[bookmark: _Toc26617][bookmark: _Toc26011]5.3 Recommendations
Therefore, Alibaba not only needs to optimize its online recruitment methods, but also needs to improve the company's recruitment system from the root. This process is not only a problem for the human resources department itself, but also requires the participation of the entire management team of the enterprise. The company needs to position the HR department at the strategic level, so that HR managers can understand and grasp the company's labour planning before seeing the market environment, competitive situation, and company development trends (Tian et al., 2023). Subsequently, HR managers are qualified to lead the entire department's work and plans. At same time, it is necessary to strengthen communication with other departments and establish a comprehensive recruitment system that matches the recruitment of relevant personnel. The following are suggestions for establishing this system:
Firstly, the company needs to standardize, trace, and even hold the recruitment process accountable, and Alibaba needs to strive to customize its recruitment management system. In fact, the ideal online recruitment system for companies is a simple and efficient online tool. Different positions may have different human resources or recruiters responsible (Puli &Sagi,2022). Different department managers are also responsible for the personnel they need. That is to say, regarding the arrangement of "people", a candidate will face at least two groups of people, one group is HR staff, and the other group is the manager of the employing department. This should not only be reflected in the interview process, but also be fair and transparent in this online recruitment system. At the same time, the interview process needs to be designed in advance by the human resources department, and communication with the employing department is also necessary before design. The recruitment process should ensure compliance with actual needs, standardization, and timely implementation, that is, the recruitment process must be standardized (Indarapu et al., 2023).
After the establishment of the recruitment system, it is necessary to ensure that the recruitment management system can achieve one click release of recruitment positions, one click download of resumes, one click push of interview notices, prompts, feedback, and waiting. Complete the entire recruitment process electronically. This transparent and simple process control also helps employers and applicants obtain information. At the same time, the management of human resources written exams, testing of hiring department managers, interview management, backtracking, onboarding physical examinations, and the full process management from management to candidate onboarding have effectively simplified human resources recruitment matters and solved the recruitment process. Enterprises can also ensure that the recruitment management system has good recording and analysis functions (Ozcelik & Uyargil, 2022). This system can not only record the recruitment process, provide feedback and evaluation of the recruitment process, exchange resumes and interview data, and help job seekers and enterprises create accurate employment models. Throughout the entire recruitment process, many pre recruitment preparation information such as recruitment application reports, superior recruitment instructions, and human resources recruitment plans can be seamlessly integrated with internal company information, effectively ensuring the correctness of the recruitment process. Based on such data traceability in network information management, enterprises can optimize recruitment strategies based on the effectiveness analysis of recruitment methods, while improving the quality and efficiency of company recruitment. In short, companies can learn from Facebook's approach, establish a comprehensive data analysis system, continuously improve recruitment strategies through data analysis and evaluation, and enhance the accuracy and efficiency of recruitment (Demir et al., 2023).
The survey results of this study indicate that communication through company recruitment channels is not smooth enough. This is directly related to the quality of communication during the recruitment process. Therefore, the company's online recruitment system needs to be further upgraded. The current recruitment situation is that recruiting for a position requires at least communication between candidates, human resources, and interviewers. Some positions may be more complex and crowded, and communication is crucial. If a simple message must be communicated through multiple phone calls or emails, communication efficiency will inevitably be low, and recruitment efficiency will also decrease. Therefore, enterprises need to ensure a comprehensive recruitment management system with communication functions, which can not only facilitate one-on-one communication, but also facilitate multi-party communication (Fuges, 2022). Smooth communication can directly improve recruitment efficiency and eliminate misunderstandings.
Before constructing a model to enhance the talent capabilities of enterprises, this study first suggests improving seamless connectivity and collaboration between senior management and human resources teams. The management of different departments should be good at depicting the people the team wants and maintaining communication with the human resources team. In the previous section, this study emphasized that even with the help of online recruitment channels, Alibaba's resume matching rate is not high. The main reason is that the human resources department has not established and provided a good talent capability model, and management and human resources teams have not input the most critical talent profile characteristics, thus unable to obtain corresponding outputs. Therefore, Alibaba needs to establish a talent competency model, clarify the required competency elements for talents, and then research talent evaluation techniques to lay the foundation for talent selection, training, and promotion, promoting the comprehensive and sustainable development of the enterprise. Alibaba can draw on a wide range of domestic and foreign research and application achievements in capability models and talent evaluation, establish various talent capability models for the talent target it needs, and study and select corresponding evaluation technologies, ultimately applying them (Liang &Li, 2019).
In the process of structured screening, this study suggests further enhancing the use of artificial intelligence. As mentioned in the literature review of this study, the use of artificial intelligence tools in the recruitment process can achieve automation and simplification of existing processes. Although Alibaba has started implementing this, the disconnect between Alibaba's talent strategy and specific recruitment plans has affected the efficiency of the entire human resources team and artificial intelligence. After solving this problem through the above measures, Alibaba should continue to fully utilize the advantages of artificial intelligence and improve recruitment efficiency through scientific screening, interviews, and selection stages. Although artificial intelligence also brings new risks, including long-standing biases, digital exclusion, and discriminatory recruitment content and goals (Cavaliere et al., 2021). However, under certain assurance mechanisms and global technical standards supervision, companies can still conduct daily recruitment practices through AI (Zhao, 2023). With the help of artificial intelligence, recruiters will have more time to develop recruitment plans, maintain communication with senior management and other departments, and arrange more professional managers to participate accurately in interviews related to their profession and department, as well as subsequent recruitment evaluation and improvement work. Eliminate the phenomenon of candidates questioning the professional level of the interviewer.
In terms of managing new employees in the future, Facebook's recruitment strategy has reference significance in many aspects (Golovko, 2020). Enterprises can improve recruitment efficiency and provide strong support for enterprise development by creating a positive employer brand, emphasizing diversified recruitment, promoting employee development and promotion, enhancing candidate experience, and using social media and data analysis to attract more outstanding talents to join the organization.
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Recruitment Survey Questionnaire

Dear Sir/Madam,
Thank you very much for taking the time out of your busy schedule to participate in this survey questionnaire.
This survey is conducted anonymously, and all information you provide will be kept confidential. I hope that all respondents will complete the task with a serious and responsible attitude, and I would greatly appreciate it. Thank you again for your cooperation and support for my research!

Wishing you a happy life and smooth work!

Part 1 Basic Personal Information
The setting of the following questions is to understand the basic information of the person filling out the questionnaire. Please fill in the questionnaire truthfully according to your actual situation.

1. What is your gender?
A male     B. female

2. What is your age?
A. 20 years old and below   B. 21-30 years old   C. 31-40 years old   D. Over 40 years old

3. What is your marital status?
A. unmarried   B. married

4. What is your education level?
A. Under high school   B. High school and technical secondary school 
C. Undergraduate degree    D. Graduate degree or above

5. How many years have you worked?
A. 1 year and below     B.1-3 years     C.3-5 years      D.5-10 years     E.10 years and above

6. What is your job position type?
A. Business Management    B. Marketing     C. Trade/Sales/Business         D. Financial audit 
E. Human Resources     F. Administrative Logistics    G. Others




Part 2 
This section is mainly to investigate employees' understanding of the overall recruitment information. Please fill it out truthfully based on your own actual situation.

7. Through what recruitment channels did you apply for (obtain) this job?
A. campus recruitment   B. online recruitment   C. advertising recruitment 
D. internal recruitment   E. acquaintance recommendation   F. headhunting company   G. talent market recruitment    H. others

8. What aspects of your work do you pay more attention to?
A Salary    B Development Opportunities    C Benefits   D Work Environment    E Corporate Culture   F Learning and Training   G Others

9. Regarding the company itself, what do you think are the problems in recruitment?
A human resource demand plan is not clear, 
B recruitment lacks planning and foresight, 
C recruitment process is unreasonable, 
D recruitment channels are insufficient, 
E recruitment personnel and business departments are not coordinated enough, 
F recruitment of employees and job matching are low, 
G lack of evaluation of probationary employees, 
H lack of professionalism of interviewers, 
I. unscientific personnel evaluation methods, 
J. personnel recruitment cannot meet the needs of business development, 
K others

Part 3 Recruitment Status and Issues
This section is mainly to understand the situation of each part of the company's recruitment process. Please fill in the information truthfully according to your understanding. (‘1’ is the least agreeable, ‘5’ is the most agreeable, and the middle number increases the level of agreeability.)


 Questionnaire for Recruiters

	
	Items
	1
	2
	3
	4
	5

	Recruitment Planning
	The company conducted effective demand analysis and forecasting before recruitment
	
	
	
	
	

	
	Does the company have a formal and written annual personnel recruitment plan
	
	
	
	
	

	
	The management personnel of the employing department attach great importance to recruitment work
	
	
	
	
	

	Recruitment System
	The company has clear evaluation criteria before evaluating candidates
	
	
	
	
	

	
	The recruitment work of the company is carried out according to plan
	
	
	
	
	

	
	During the recruitment process, the candidate was introduced to the company's corporate culture and the job responsibilities of the position
	
	
	
	
	

	
	The company's recruitment process is formal
	
	
	
	
	

	
	After the company recruits, a dedicated person is assigned to evaluate and improve the effectiveness
	
	
	
	
	

	
	The personnel responsible for recruitment in the company have received professional training in recruitment
	
	
	
	
	

	Recruitment informatization
	The company's recruitment advertisement is obvious
	
	
	
	
	

	
	The job responsibilities and requirements are clearly stated in the company's recruitment information
	
	
	
	
	

	
	The company's recruitment advertising information and interview information are consistent with the actual situation
	
	
	
	
	

	
	The company's recruitment channels are smooth
	
	
	
	
	



Questionnaire for Applicants and Normal Employees
	
	Items
	1
	2
	3
	4
	5

	Recruitment Planning
	Recruiters provide clear and specific job descriptions.
	
	
	
	
	

	
	The company's interview process is very clear, the arrangement of interview time and interview location is very clear, and the interview environment is stable and orderly.
	
	
	
	
	

	
	The interviewer has a certain level of professional competence, politeness, and appropriate attire.
	
	
	
	
	

	Recruitment System
	The recruiter's questions have a certain degree of inherent logic.
	
	
	
	
	

	
	The recruitment work of the company is carried out orderly.
	
	
	
	
	

	
	During the recruitment process, the candidate was introduced to the company's corporate culture and the job responsibilities of the position
	
	
	
	
	

	
	The company's recruitment process is formal
	
	
	
	
	

	
	After the company recruits, a dedicated person is assigned to evaluate and improve the effectiveness
	
	
	
	
	

	
	The personnel responsible for recruitment in the company have received professional training in recruitment
	
	
	
	
	

	Recruitment informatization
	The company's recruitment advertisement is obvious
	
	
	
	
	

	
	The job responsibilities and requirements are clearly stated in the company's recruitment information
	
	
	
	
	

	
	The company's recruitment advertising information and interview information are consistent with the actual situation
	
	
	
	
	

	
	The company's recruitment channels are smooth
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