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Abstract
In the contemporary business world, all organisations struggle with a high turn rate, and it costs a lot to recruit new employees. Based on that, most organisations are turning to online recruitment, which is exceptionally cheap, efficient, and fast compared to traditional paper-based recruitment. This dissertation investigates why organisations must adopt online recruitment to save costs, promote business, get the best employees, and many more. The research adopted a mixed methodology, including questionnaires with both open- and close-ended questions and face-to-face interviews with open-ended questions regarding e-recruitment. The research found that the human resource department is critical in recruiting employees. Online recruitment was better than traditional paper-based recruitment because of cost savings, shortened recruitment period and screening, updated job offers, reduced human error, reduced biasness, and a wider range of potential candidates. This shows that all organisations globally should adopt online recruitment to get the best employees and save costs. 











HR- Online Recruitment
Introduction
	In the contemporary world, technology can be felt in every sphere of human life. The internet's conception has changed people's lives tremendously, and it has also changed the perception of individuals towards their jobs. Currently, acquiring and retaining workers is most employers' most significant challenge, but with the internet, that problem is almost halfway solved. The problem can be solved through E-recruitment, which new technology companies can use to improve their recruitment processes. For instance, a system like E come to Employment Recruitment Software can save costs, shorten the recruitment period and screening, update job offers, and select a wider range of potential candidates, thus allowing most companies to improve their profiles and images (Brandão e al., 2019; Smythe et al., 2021). 
	Based on that, e-recruitment can be defined as a candidate recruitment process to fill vacancies in companies through the internet. It works best when it is integrated with different technologies to provide effective, faster, and better recruitment processes. In some countries like India, external recruitment has become popular because companies are feeling the quality of services and cost-effectiveness that comes with it. That notwithstanding, active, and passive job seekers prefer online job applications to traditional job application methods because it saves money and time since job seekers can browse several jobs using their phones (Ventura and Bringula, 2013). Moreover, job seekers can also browse company websites to get a clue about job offers, company reputation and many more. 
	Therefore, it can be stated that technology has allowed companies to search through contacts and cast the net more comprehensively to bring more top talent into their organisations. Companies might decide how effective an e-recruiting strategy is. It comes down to how well they can attract quality applicants by appealing to a diverse set of individuals since they can't always choose which ones will be looking through what they post online (Brandão e al., 2019).
	However, as much as e-recruitment has come up with effective ways for companies to access and recruit their employees from social media platforms like LinkedIn, Indeed, Nexxt and many others, it is evident that experts still do not agree on the best ways through which e-recruitment should be conducted to get the most of it. For instance, Mahmood and Ling (2017) state that company websites are the best strategy, but Gully et al. (2013) and Koch et al. (2018) provide that; social media and online ads are the best strategies when it comes to the implementation of e-recruitment. Such contradictions confuse most companies and job seekers as they do not know which path to follow. However, the online recruitment model by Girard and Fallery (2009) tries to solve these contradictions by providing that all online recruitments are the same because they are all based on 4 recruitment aspects: goals, name strategy, outcomes and types. 
Research Questions
1. In what ways can e-recruitment and marketing be made more efficient and effective?
2. How does online recruitment promote businesses in different industries?
3. What are the most effective e-recruitment methodologies to help employers employ the best candidates with a proper healthy environment and compensation?
4. Does the economic and academic status of an individual impact the use of online recruitment?  
Objectives of the Study
a. To find whether e-recruitment and marketing are more efficient and effective than traditional recruitment methods,
b. Examine how online recruitment promotes businesses in different industries than traditional recruitment methods,
c. To find out whether the economic and academic status of an individual impact the use of online recruitment and 
d. To analyse the most effective e-recruitment methodologies to help employers employ the best candidates with a proper healthy environment and compensation.
Literature Review
Models Related to Online and Traditional Recruitment
Online Recruitment Model 
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	One of the models that talks about HR’s online recruitment are the online recruitment model. In this case, Girard and Fallery provide that online recruitment is still under the HRM department of many organisations’ e-business systems which use web-based technology. According to this model, the online recruitment actors are employers, intermediaries (bloggers, career websites and online consortiums), and job seekers. Based on that, the model proposes 4 online recruitment aspects; goals, name strategy, outcomes and types (Girard and Fallery, 2009). 
Initial recruitment strategy: According to the model, all organisations have 3 strategies on which they base their recruitment of candidates. The 3 strategies include managerial strategy, dynamic growth and profit strategies (Girard and Fallery, 2009). The profit strategy in this scenario is standardised and adopted by big organisations. Recruitment in this organisation is referred to as recruitment by profile, and positions are explicitly described in detail. This strategy is used by renowned companies with acuities which are mature. The second strategy is called dynamic growth, and a company adopts it in the growing stage with activities considered not mature. The recruitment process in the organisation is not formalised, and the strategy also considers potential candidates with high expertise. Managerial strategies are the final ones, and they are moist for start-ups. The recruitment process is usually open because the organisations only consider dynamic and young people with passion and competencies in work (Girard and Fallery, 2009). 
E-recruitment Goals: According to the online recruitment model, there are three major objectives regarding online recruitment. That is, processes and efficacy, employment reputation and applicants’ relationship management. The first online recruitment objective is to make recruitment cost-effective. The second objective is maintaining good relationships with potential candidates applying to fill the vacancies. According to the online recruitment model, the third objective is to yield a better brand image and reputation for the company (Girard and Fallery, 2009). 
Type of E-recruitment: From the model, e-recruitment is based on 3 types. That is transformational, relational and operational. Operational recruitments are for processing applications of a potential candidate for a relationship in the short term. In contrast, relational recruitment is meant for a long-term relationship and has features like message personalisation with candidates and giving feedback. Then transformational e-recruitment has been developed with strategic e-recruitment, considering management strategies, global talent knowledge and skills. It also recognises difficult positions and retains and attracts people who fit the required profiles (Girard and Fallery, 2009). 
E-recruitment outcomes: From the model, online recruitment has 3 key outcomes. That is cost effectiveness, high commitment and high congruence. In this case, the model provides that online recruitment should reduce the HR departments’ recruitment costs. It must also create job satisfaction and motivation. Lastly, the model affirms that online recruitment must make the process of recruitment congruent by creating an efferent workforce (Girard and Fallery, 2009).
Proposed Conceptual Framework – Factors Influencing Seekers to use Online Recruitment over Traditional Recruitment
[image: ]
[bookmark: _Hlk112738157]	According to Mahmood and Ling (2017) proposed conceptual framework, most job seekers are attracted to online application platforms because of their usefulness, ease of use and trust. In this case, Intention to use and perceived usefulness are considered through the behaviour of third parties and job seekers' perception of adopting e-recruitment technology. According to Mahmood and Ling, 2017, Perceived Usefulness (PU) in online recruitment technologies is deemed crucial because, unlike other traditional methods, online recruitment offers job seekers more detailed information, which helps them make better decisions. The detailed information may include data obtained from the company websites like expected salary, number of employees, the company's business, its policies, top management and many more.
	The conceptual model reveals that perceived ease of use (PEOU) is also why most job seekers and employers use online platforms. That is because employers can reach a larger pool of employees at a cheaper cost. On the other hand, employees get the online recruitment method to be easy to use because they do not need to visit the organisations physically. They can do a virtual interview through video platforms like Zoom, WhatsApp and many others (Mahmood and Ling, 2017). However, the model insists that PEOU works more effectively on online platforms. 
	According to this model, the last reason why most employees and employers choose online recruitment platforms is trust issues. The model found that trust was vital in online recruitment, which is hard to find in traditional recruitment methods. For instance, social media platforms like LinkedIn can give recruiters detailed information about candidates' employment histories as they analyse their resumes. Online recruitment also has no human error and lacks inefficiencies and transparency. On the contrary, the employees can visit the company's website's career page to affirm whether the vacancies are present or people are playing con games. Therefore, the career portal on the company's website builds trust in the employees (Mahmood and Ling, 2017).
Traditional Recruitment Process Model
[image: ]
	According to the traditional selection process, HR determines the beginning of the process by physically conducting the workload analyses per worker based on business processing, departmental analysis of business growth and profit analysis, among other analyses. For instance, HR bank position can be assessed through HR’s succession planning, Inventory Chart Analysis and HRIS or Human Resource Information System. The recruitment process, in this case, is determined by the future requirements of the Human Resource Office, which depends on the expansion and growth of the company’s branches. Therefore, like online recruitment, recruitment decisions will be implemented in 2 ways; external and internal recruitment. Internal recruitment involves transferring and promoting employees within and outside the organisation’s departments to fill positions. The external candidates will be recruited via press adverts, outsourcing/placement of agencies, employee referrals and unsolicited applicants. In this scenario, the company will have to look for the best media house or company to do the adverts at a fee (Islam, 2014).
	When the recruitment process ends, the company can start the selection process, which requires putting the right people in the right jobs. At this point, HR will need to manually match the requirements of the organisations with the selected candidates’ qualifications and skills. Depending on the number of employees, this may take a few days or weeks. This stage requires concentration and seriousness because selecting the right people for the right jobs will help the organisation reduce its turnover rates, absenteeism thus saving money and time (Islam, 2014). 
Stages of online recruitment
	According to Faliagka et al. (2011), there are several ways in which the recruitment process can be made more effective. That is through 3 online recruitment stages pre-screening candidates who are not qualified, conducting an automatic online background search, and lastly, candidates need to be ranked. 
Filtering Module 
	In the filtering stage, candidates should be automatically screened to identify candidates meeting the minor requirements of the position. That should be done in the XQuery series. The XQuery will enable the recruiters to conduct iterative querying, thus tightening the least or minimum requirements. For instance, the HRM can query the system using a system for candidates with 3 years of experience and a degree in Computer Science. Such a filter can drop all candidates without the stated requirements (Diaby et al., 2013; Faliagka et al., 2011). 
Internet Activity Screening 
	After filtering, online recruitment can be made effective through internet activity screening. This screening can only be relevant and effective in some positions because it can test some skills and capabilities for specific positions. In most cases, this test may be testing informal activities essential for people wanting to fill managerial positions. Google toolbar API is the most effective in this case (Faliagka et al., 2011). 
Ranking Module 
	The ranking stage is the final state or module that can make online recruitment effective. This is all about ranking candidates based on classic IR techniques. In this case, the candidate’s rank is a score of how their profiles fit well the specifications of the advertised jobs. Faliagka et al. (2011) provides that ranking can be done through analytical hierarchical processes or AHP. The first step in this process is ranking criteria through forms like very good, Good, Excellent, Very Poor and Poor are used. Factors to be ranked using this criterion include personality traits, work experience, loyalty (years spent on the said job), education, internet activities and skills. The next step, after the ranking, is comparison and judgement. In this case, the recruiters must compare the criticalness of the criterion mentioned above, including entering weights. For instance, the recruiters have to decide how much experience is more important than education (Faliagka et al., 2011; Punt et al., 2016).
	Even though Faliagka et al. agree with Punt et al. that effective job recruitment requires ranking, screening of internet activities and filtering. Punt et al. provide that the three modules are insufficient for effective recruitment. Based on that, Punt et al. provide that, during online job advertisement, the companies should define clearly their job requirements, they should always employ new approaches to discovering talents through online platforms, the companies and lastly, the companies should learn to use tools to boost efficiency, use referrals and candidate assessments and eliminate biasness (Faliagka et al., 2011; Punt et al., 2016).
How Online Recruitment Promotes Business 
	In a quantitative study conducted by Indeed in 2019 regarding how online recruitment promotes business, it was noted that most companies were spending less time hiring than the traditional way. Most companies use online recruitment platforms powered by algorithms analysing resumes. The companies could spend the saved time on onboarding and training the new employees (Black and van Esch, 2020; Puncheva-Michelotti et al., 2018). It was also notable from the research that most companies were saving on recruitment costs by practising online recruitment. Boşcai (2015) alleges that most companies like Google and Facebook were spending millions of dollars on pieces of training, onboarding and even sourcing for candidates. However, with online recruitment platforms, these companies spend less today because they do not need to hire HR companies to source potential candidates (Sull et al., 2022). In addition, companies that were experiencing high turnover rates were also affected by the cost of hiring new employees. Still, with online recruitment platforms like social media, career websites and many more, companies can effectively hire new employees (Alao and Gbolagade, 2020; Nikolaou, 2014). Lastly, online recruitment has also been considered cheapest by most companies because, unlike expensive traditional advertisement platforms like magazines, social media gives free advertisement platforms. However, in some cases, platforms like Facebook can ask for a small fee to boost the job advert (Villeda et al., 2019). 
	Villeda et al. concurs with Puncheva-Michelotti et al. but adds that online recruitment has also made it easy for companies to reach a wider audience, thus increasing their chances of getting many qualified applicants. Villeda et al. (2019) alleges that companies have benefitted from online recruitment because they can access a wider audience and recruit candidates from remote areas; however, the system is biased as some remote areas have no internet, electricity and computer skills are also required. This means that the companies can even access recruits from overseas but with limitations, especially from developing countries and neighbourhoods (Faliagka et al., 2014). Apart from that, companies have also benefited from the efficiency of online recruitment. This is simply because online recruitment platforms come with background and pre-screening assessment tools. These tools analyse the candidates and give the HRs the most qualified candidates. For instance, Fountain has to host features like integration of third-party vendors to conduct background checks, pre-employment screening, in-depth analytics, interview scheduling and job postings, thus reducing human error (Ningrum et al., 2020). 
	Therefore, companies need not visit different systems to analyse their candidates. 
Ningrum et al. supports Faliagka et al. and Villeda et al. provisions but insists that online recruitment has benefitted organisations by improving their communications. According to Ningrum et al. (2020), with e-recruitment, companies and job applicants don’t have to send emails or make phone calls. But instead, the companies use modern hiring software which sends personalised SMSs to preferred candidates based on entered data. Furthermore, communication has been improved because companies can conduct online interviews through video, thus saving time and costs (Sołek-Borowska and Wilczewska, 2018).
Strategies and Methods used in Online Recruitment
[bookmark: _Hlk112700118]	Looking into the strategies and methods employed in online recruitment, it is clear that company websites have been considered the most crucial method when it comes to online hiring. LinkedIn research indicates that 61% of online recruitment has benefitted employers, while 75% of employees have benefitted from online recruitment. These provisions are based on expenses and time (Melanthiou et al., 2015). On the contrary, Gully et al. (2013) and Koch et al. (2018) allege that internet ad campaigns are better for online recruitment strategies and not websites. The two articles argue that these campaigns are effective because they enhance the company's job openings and direct potential candidates to their websites' career pages for more information. Therefore, paid ads increase job seekers' chances of knowing that a company has a vacancy. However, the author agrees that this strategy is expensive because a company will be required to pay for ads on several social media sites, search engines, LinkedIn and many more. Duffy and Schwartz (2018) also note that social media-supported e-recruitment is more essential than websites, considering that most people visit social media sites rather than specific company websites. Glassdoor revealed in 2018 that 79% of job seekers prefer searching for jobs on social media, and over 84% of organisations had already opted to recruit employees through social media. Besides, social media gives companies insights into their recruits' backgrounds which can be essential in their recruitment considerations. 
	Chen (2017) is in agreement with Duffy and Schwartz but adds that online job sites also need to be considered as top strategies for online recruitment because it is through them that employers can identify and recruit their potential candidates through provided resume databases. This is evident from CareerBuilder, Indeed, Monster, Google for Jobs, Jobs Rader, Nexxt and Jobvertise. Dedicated contact sourcing is also a notable online recruitment strategy where job boards can provide recruiters with a big talent pool from which they can pick candidates (Huws et al., 2018). 
Methodology
	This study was conducted using a mixed method. That is qualitative and quantitative methods. This included using questionnaires and interviews with both open- and close-ended questions, which allowed the participants to give more insights regarding e-recruitment because of the freedom of open-ended questions (Chu, 2015). The quantitative method of questionnaires allowed data from the Human Resource managers to be collected. At the same time, the qualitative method of interviews with open-ended questions was also done to the managers to give more insight into e-recruitment. This method was chosen because combining data through qualitative and quantitative approaches allowed the research to balance each method's limitation, the mixed method was able to provide stronger evidence, and the results were also more granular than when a single methodology was used. 
Sample Size
	This research included 2 managers from different organisations and regions within the UK. That is Yorkshire and London regions. In this case, the interview of the two HR managers was conducted to get a better perspective of online recruitment. One of the managers was still using paper-based recruitment, and the other was using both methods in tandem so that the investigator could get a combination of both views. This means that the sample size is two, and the type is qualitative and quantitative. Their interview was done face-to-face with open-ended questions, allowing more freedom to get more insights about e-recruitment.
The Instrument for Data Collection
	A questionnaire titled e-recruitment benefits was designed and used in this study. The questionnaire contents were based basically on online and traditional recruitment findings. In this case, factors considered included; the usage of online recruitment, how online recruitment promotes business more than conventional methods and factors influencing online recruitment. The questionnaire was broken into two sections. The first section had 6 close-ended personal questions, while the second had 5 open-ended questions that were primarily anchored on online recruitment and they were also used for face-to-face interview (Check Appendix). The first section of this questionnaire was structured in the fashion of the Likert Scale 5-point scale that ranged from "Strongly agree (5)", "Agree (4)", "Neutral (3)", "Disagree (2)" and "Strongly disagree (1)" (Pecher et al., 2020). The participants were then instructed to respond to their agreement degree, which questions and statements were contained in the questionnaire. The first section used radio buttons, while the second used the writing of statements.
Data Collection Methods
	2 methods collected data; questionnaires with open and close-ended questions and face-to-face interviews with open-ended questions. The questionnaire design was subjected to a validation process for content and face validity which tested the appearance of the questionnaire. In contrast, the content was tested to check whether the questionnaire had the required theoretical concept. Questionnaire copy samples were printed and given to 5 senior employees in the HR department to ascertain their appropriateness. Later, a pilot test was carried out after the questionnaires were validated to check whether all the questions were relevant and clear and if more subjects were supposed to be added. Moreover, piloting was also supposed to test the questionnaire's workability too. After receiving feedback from the HR department experts, the questionnaire was given a thumbs up, 4 questionnaires were sent online, but only 3 copies successfully reached the participants. However, out of the 3 copies, only 2 were returned. That means that only 2 copies were correctly filled and were usable in the study. However, during the interview, the manager was given names (Manager 1 and Manager 2). Manager 1 was the one using online recruitment and paper-based recruitment, while manager 2 was only using paper-based recruitment. 
Method of Data Analysis
	Since the research was using mixed research methods, two data analysis methods were used. In line with that, the first qualitative method was purposive sampling. This method was chosen because it can be used in analysing several qualitative research designs. The method also allowed data generalisation and let a low margin error data that increased the authenticity of this research (Rai and Thapa, 2015). When it came to quantitative data, SPSS was used to analyse collected data because it was able to generate descriptive statistics, which were crucial in creating statistical characteristics on how e-recruitment can be made more effective, how e-recruitment promotes businesses and how e-recruitment has enabled companies to hire the best people in terms of compensation and work effectiveness. SPSS will also be used to generate charts, tables, and graphs to summarise the key findings on online recruitment (Hinton and McMurray, 2017).
Limitations
	The use of a questionnaire with open-ended questions had a lot of limitations in the study. For instance, the questionnaires were time-consuming, especially in collecting data, as the respondents took too long to answer the questions even though the sample was small. The questionnaires also took a long time for the data to be analysed because all the answers had to be read and categorised using codes, which was difficult and subjective. Finally, the questionnaires were unsuitable for semi-illiterate respondents or participants as the open-ended questions required writing skills and a better ability to express verbal feelings (Dewaele, 2018). Purposive sampling also had limitations, including easy subjection to sampling and researcher biasness and easy manipulation of data, which could have compromised the study (Etikan et al., 2016). 
Research Ethics
	During the research, research ethics had to be followed. For instance, the rights of all the participants were respected, and they had to consent to the study. These guidelines were considered because the research could have impacted the participants. The research also had to be done to ensure scientific accuracy was maximally followed, meaning that all the investigations had to have the right balance of randomisation and control. The research also ensured no discrimination in picking up the participants. That is why a specific procedure was put in place to help select participants (Reeves et al., 2019). The other research ethics considered was minimising the harm risk to the participants. In cases where the participants were put at risk, like losing their jobs, a justification was made through detailed planning and briefing. The harm, in this case, may also include psychological or physical harm to the participants. Nevertheless, there was reduced harm to the participants by protecting their confidentiality and anonymity, avoiding deceptive practices, and the participants were also provided with a right to withdraw from the study if they lost interest or felt that they did not want to participate in it. For informed consent, participants were required to understand their participation in e-recruitment research and their expectations. Consent also ensured that the participants were participating in the research willingly without coercion or being deceived (Sim, 2010). 
Results
Section 1 of Questionnaire (Close Ended-Questions)
Do you have any e-recruitment software? If YES, which one and why? 
Table 1
	Participants (N=2)
	YES
	NO

	2
	1
	1



Graph showing participant who has used e-recruitment software and one that has not
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From question 1 in section 1 of the questionnaire, Table 1 shows that, the two applicants have divided the use of online recruitment because one of the participants had used it while the other had not. 
Will you recommend e-recruitment for other HR managers? 
Table 2
	Participants (N=2)
	YES
	NO

	2
	1
	1



	The second question, which was answered in Table 2 indicated that one of the participants was willing to recommend other Human Resource managers to use e-recruitment during their search for candidates. The other participant did not agree that it was recommendable for HR managers to use e-recruitment.
Does online recruitment promote business? 
Table 3
	Participants (N=2)
	YES
	NO

	2
	1
	1



Graph showing participants reaction on whether e-recruitment promotes business
[image: ]
The question on whether e-recruitment was promoting business was answered in table two, and it indicated that all the 1 participant agreed that online recruitment was promoting business. In contrast, the one that had not used it before did not agree.
E-recruitment makes your work easier during recruitment
Table 4
	Participants (N=2)
	YES

	Agree
	1

	Neutral
	0

	Disagree
	1

	Strongly Disagree
	0



Table 4 answers question 4 in the first section about e-recruitment making work easier during recruitment. The results indicate that; one participant was in agreement that e-recruitment was making work easier, while the other participant disagreed. 
Education influences the number of applicants using online platforms to apply for jobs?
Table 5
	Participants (N=2)
	YES

	Agree
	0

	Neutral
	1

	Disagree
	0

	Strongly Disagree
	1



Graph showing how education can influence the use of Online and Traditional recruitment
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Results from Table 5 are for question 5 on whether education influences job seekers' ability to apply for jobs online. The results show that 1 participant was neutral on the matter while the other strongly disagreed that education was affecting the job applicants, ability to apply for jobs online. 
Economic status of people and companies can determine their ability of using online recruitment and job application?
Table 6
	Participants (N=2)
	YES

	Agree
	2

	Neutral
	0

	Disagree
	0

	Strongly Disagree
	0



Graph showing how economic status can influence the use of online recruitment
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	Table 6 is for question 6 of the first section of the question about whether the economic status of people and companies can determine their abilities to use online recruitment. The results show that all 2 participants agreed that the financial status of people and companies could determine their ability to use online recruitment and job application. 
Section 2 of the Questionnaire and Face-to-Face Interview (Open-Ended Questions)
Question 1: Do you have any e-recruitment software? If YES, which one and why?
Manager 1
“Yes, I have e-recruitment software. For instance, currently, we are using TestGorilla because it tests and assesses the candidates. However, Lever recruitment software supports it, which is suitable for streamlining recruitments with ATS and CRM capabilities. Most job applicants and recruiters are attracted to online application platforms because of their usefulness, ease of use and trust.”
Manager 2
“My company has e-recruitment software but we prefer using paper-based recruitment/traditional recruitment because our offices’ location does not have enough internet coverage”. 
Question 2: What is the most effective e-recruitment methodologies that can help employers employ the best candidates with proper healthy environment and compensation?
Manager 1
“The most effective online recruitment strategy is through social media because more people visit social media platforms that company websites. Moreover, social media platforms also give companies background information about the applicant, thus making it the most effective.”
Manager 2
“Our company prefers traditional or paper-based recruitment strategy because we can retain our records even if someone hacked our HR department systems. Moreover, we can access talents in poor neighbourhoods and remote areas that cannot access online platforms.”
Question 3: How has online recruitment improved your company’s performance?
Manager 1
“That is true. Online recruitment has improved the company’s performance because; the company is able to save time and spend the saved time on onboarding and training the new employees. The company has also saved a lot money from online recruitment because no adverts are made nor are recruitment companies paid to do the job.”
Manager 2
“No. Actually, my company has not been able to enjoy any benefits from online recruitment. But instead, we have spent so much money and time during the recruitment exercise. This has become costly over time.”
Question 5: Which actors do you engage in you online recruitment?
Manager 1
“I sometimes engage bloggers but mostly I engage career websites because of building the company’s brand and the large pool of potential candidates.”
Manager 2
“I do not engage any online actors because of my company policies which insists on company website career page and internet campaign ads.”
Question 6: Which social network do you prefer in your online recruitment and why that particular platform? 
Manager 1
“I prefer LinkedIn and Indeed because these two platforms give insights about working hours, gender of person, cultural values, location and brand image for other companies where we can get candidates.”
Manager 2
“LinkedIn is the most preferred even though we use traditional methods because it can provide us with insights about the recruits’ background which is essential in every job opening.”
Analysis
	The results indicate that the literature and the research participants support online recruitment. This is evident from the Brandão e al. article, which states that most companies have been forced to use online recruitment to solve their issue of acquiring and retaining workers. That notwithstanding, Table 2 also indicates that one of the participants was willing to recommend e-recruitment to other companies because of the benefits he has witnessed in online recruitment. These sentiments have also been shared by Mahmood and Ling who provides that online recruitment should be recommended for any company because, unlike traditional recruitment methods, it enables companies to make cost savings, shorten recruitment period and screening, update job offers, select a wider range of potential candidates thus allowing most companies to improve their profiles and images. However, Manager 2, through the face-to-face interview, agrees that his company has not been able to enjoy any benefits from online recruitment. They have spent more money and time during the recruitment exercise and have human error and lack of transparency. Besides, unlike traditional paper-based recruitment, Manager 1 states that most job seekers are attracted to online application platforms because of their usefulness, ease of use, and trust. This argument has been supported by factors influencing job seekers proposed conceptual framework, which states trust, usefulness, and ease as the main factors attracting job seekers and recruiters to online recruitment. 
	The research has also found through literature and participants that online recruitment can boost or promote businesses in several ways. For example, one participant in Table 3 and 4 and Manager 1 and 2 interviews have shown that online recruitment has benefited businesses globally. Literature also agreed with the participant's assertion, thus answering research Question 2. For example, Puncheva-Michelotti et al. provides that companies have benefitted by spending less time hiring recruits, and the saved time can be used in training and onboarding. Moreover, companies are also saving millions of dollars on recruitment costs which could have risen from job advertisements on magazines, TV, and Radio stations. This is evident from companies like Facebook and Google, which now fully rely on Online recruitment. Companies have also benefitted from online recruitment because they can reach a wider audience, thus increasing their chances of getting many most qualified applicants. However, not all people, especially applicants, enjoy online recruitment due to the lack of facilities. Online recruitment has also benefited companies in communication since hiring software is in charge of sending personalised SMSs. 
	Table 4 also closely answers Research Question 1, which discusses how e-recruitment and marketing can be more efficient and effective. From Table 4, one participant perceived to be using online recruitment agreed that it had made work easier, more so when it was working efficiently as expected. In this case, efficiency can be achieved by following 3 stages analysed in the literature. According to Faliagka et al. and Punt et al., online recruitment can be effective or fast and efficient through stages like pre-screening candidates who are not qualified and conducting automatic online background searches. Lastly, there is a need for candidates to be ranked. In the filtering stage, candidates should be automatically screened to identify candidates meeting the minor requirements of the position. Then, screening can only be relevant and effective in some positions because it can test some skills and capabilities for specific positions. In the ranking, the candidates are ranked based on classic IR techniques with terminologies like Good, Excellent, Very Poor, and Poor. However, the participant using traditional paper-based recruitment was not in agreement with the other participant in Table 4 because he had never tried using online recruitment.
	Literature findings indicate that online recruitment is biased because it is not accessible to all job seekers. That is because some remote areas are poor to the extent that they have no internet, electricity, and computer skills are also required, thus limiting their chances of applying for jobs even though they are highly qualified. Nevertheless, these sentiments differ with the participants because one of them disagrees that education and economic status influence job applicants, while the other participant was neutral over the issue. But literature through the traditional recruitment model explains that biasness can be eliminated through recruitment via press adverts, outsourcing/placement of agencies, employee referrals, and unsolicited applicants. However, the processes will be costly.
	The literature and the participants have also affirmed that some e-recruitment methodologies are more effective and thus can help employers employ the best candidates with a proper healthy environment and compensation. This provision seems to directly answer question 3 and objective 3 of the research, which focuses on the most effective e-recruitment methodologies that can help employers employ the best candidates with a proper healthy environment and compensation. From the Manager 1 interview, it was clear that social media platforms like LinkedIn give employers the best candidates in a good environment. That is because such platforms provide insight into the candidates’ backgrounds, which is crucial in recruitment. On the contrary, Manager 2’s interview revealed that the traditional or paper-based recruitment strategy was effective because the company could retain its records even if someone hacked its HR department systems. Moreover, we can access talents in poor neighborhoods and remote areas that cannot access online platforms. However, the traditional recruitment model differs from Manager 2’s sentiments because matching selected candidates’ skills with the organisation’s requirements manually is tedious, especially if the positions have many candidates. Thus, this may take a few days or weeks, depending on the number of employees. That notwithstanding, face-to-face Managers’ interview results have been reflected in the literature where Melanthiou et al. provide that LinkedIn, Indeed, and Glassdoor are the best social media platforms for recruiting the best employees because they reveal the employees’ backgrounds. However, online ad campaigns must be taken negatively because they are expensive to maintain. Besides, online job websites have also been proposed by the literature to be effective in getting the best employees due to their vast databases, which give companies many candidate choices. Finally, literature and Manager 1 and Manger 2 interviews have revealed that companies sometimes use actors or intermediaries to make online recruitment effective, thus answering Research Question 1. Manager 1 concurs with Girard and Fallery’s online recruitment model by stating that he sometimes has to engage bloggers and career websites to build the company’s brand and the large pool of potential candidates.
Conclusion
           Based on the research findings, it is essential to acknowledge that the company's human resource department is critical in recruiting employees. However, online recruitment has more advantages than traditional recruiting methods. For instance, online recruitment has benefitted companies through cost savings, shortened recruitment period and screening, updated job offers, and a wider range of potential candidates, thus allowing most companies to improve their profiles and images. Besides, online recruitment platforms are preferred by job seekers and employers because of their usefulness, ease of use, and trust. Online recruitment has also benefitted businesses by spending less time hiring recruits, and the saved time can be used in training and onboarding. Moreover, companies are also saving millions of dollars on recruitment costs which could have risen from job advertisements on magazines, TV, and Radio stations. Companies have also benefitted from online recruitment because they can reach a wider audience, thus increasing their chances of getting many most qualified applicants. However, not all people, especially applicants, enjoy online recruitment due to a lack of facilities. Online recruitment has also benefited companies in communication since hiring software is in charge of sending personalised SMSs. 
           In addition to that, online recruitment is also more efficient and effective than the traditional paper-based recruitment method. That is because online platforms can achieve efficiency through 3 stages; pre-screening candidates who are not qualified, conducting an automatic online background search, and lastly, candidates need to be ranked. In the filtering stage, candidates should be automatically screened to identify candidates meeting the minor requirements of the position. Then, screening can only be relevant and effective in some positions because it can test some skills and capabilities for specific positions. The candidates are ranked based on classic IR techniques with good, Excellent, Very Poor, and poor terminologies. These three stages make online recruitment non-biased, fast, and human error-free. 
           Online recruitment through social media platforms is the most convenient method for getting the best candidates in terms of environment and compensation. That is because platforms like LinkedIn provide insight into the candidates' backgrounds, which is crucial in recruitment. Notably, the literature has also proposed online recruitment through job websites and social platforms to get the best employees effectively. Their vast databases give companies many candidate choices.
           However, it is recommendable that companies avoid traditional and online recruitment methods because of the several benefits listed in the literature. Additionally, companies using online recruitment should implement a safety policy to prevent hacking of human resource systems, which may lead to data loss. Moreover, companies using online recruitment should consider more social media platforms like LinkedIn when picking candidates. In contrast, job seekers should consider company websites' career pages when applying for jobs to avoid con games. Finally, companies using online platforms should also consider using other methods that can reach remote and poor neighbourhoods with no internet to avoid biasness.  
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Appendix: Questionnaire
Section 1
1. Have you ever used online recruitment? YES/NO
	☐ YES
	☒ NO
2. Will you advise other HR managers to use e-recruitment? YES/NO
	☐ YES
	☐ NO
3. Does online recruitment promote business? YES/NO
	☐ YES
	☐ NO
4. E-recruitment makes your work easier during recruitment
	☐ Agree 
	☐ Neutral
	☐ Disagree
	☐ Strongly Disagree
5. Education influences the number of applicants using online platforms to apply for jobs?
	☐ Agree 
	☐ Neutral
	☐ Disagree
	☐ Strongly Disagree
6. Economic status of people determines their ability to apply for jobs through online platforms?
	☐ Agree 
	☐ Neutral
	☐ Disagree
	☐ Strongly Disagree

Section 2 (Also acts for the Face-to-Face Interview)
1. Do you have any e-recruitment software? If YES, which one?
2. What is the most effective e-recruitment methodologies that can help employers employ the best candidates with proper healthy environment and compensation?
3. How has online recruitment improved your staff’s performance?
4. Which other parties/actors do you engage in you online recruitment?
5. Which social network do you prefer in your online recruitment and why that particular platform? 
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