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sized or huge corporates. Based on distinct job requirements, recruiters in an organization can engage in diverse types of recruitment. Employers can use hiring tactics that match their environment and attract the candidates they seek. For example, suppose you are in the manufacturing business. In that case, you will have departments concerning
design, technical, marketing, sales, and others where you’ll need to fill roles from entry to executive level. Using several types of recruitment is the ideal way to go to find the right candidates to fill these roles. So, what are the diverse types of recruitment you can go for? Based on your recruitment needs, there are essentially two types of recruitment,
Internal Recruitment and External Recruitment. To know which type of recruitment would best serve your business needs, you must understand the different internal recruitment types as well as types of external recruitment. Types of Recruitment As we have established, recruitment can be divided into two types: Internal recruitment External
Recruitment What is Internal Recruitment? Internal Recruitment is the process of hiring people from inside the organization. This type of recruitment could save a ton of time for recruiters as they don’t have to go through the long hiring process that includes sourcing, assessment, interviews, etc as the talent they need is sourced from within the
organization. To give you a clearer idea of the same, you must explore the different internal recruitment types. 1. Transfer A transfer most often works in organizations that have multiple outlets in different locations. For example, your store or unit in Delhi needs a store manager immediately, and you have an employee working in the same position in
your Chennai location but is willing to be transferred and relocate to Delhi with the same designation and same pay. 2. Promotion Suppose there is an opening for a team lead in your organization and there is a senior developer who is not just talented but is eligible for a promotion and has what it takes to lead a team. In such instances, through
internal job postings, the senior developer is promoted to team lead and is also given the raise they deserve. 3. Rehiring of previous employees Sometimes companies rehire a past employee for a new role if they have the skills to take up the new role or have upskilled from the last time that they left the organization or had been a great value-add to
the organization in the past. 4. Referrals Many organizations have gained their best employees through an internal reference by other employees who are currently working in the organization. And it makes sense, a current employee already has an idea about the role, company culture, etc, so they would have an idea about who would fit the role
better. 5. Unused(saved) talent pool databases A job posting, old or new, would have attracted tons of job applications, out of which only a select few would have been selected and hired for the job at the time. In times of need, these leftover job applications are a major source of applications to scour through to find one that’s best for a role that you
are currently looking to fill in your organization. What is External Recruitment? External Recruitment is a process of attracting fresh candidates and recruiting from outside of the organization. Naturally, the external recruitment approach can bring in candidates with fresh, innovative ideas, and renewed energy and could pleasantly surprise you with
their unique, hidden skills. While it is a time-consuming process, it could be a wonderful way to build a talent pipeline to secure the future of the organization. In this type of recruitment, candidates are sourced, vetted, assessed, and interviewed before a hiring decision can be made. Some of the major external recruitment types that a recruiter can
take advantage of are: 1. Advertisement This is one of the most commonly used, yet one of the most effective types of recruitment strategies. Advertising is simply putting up job postings on various platforms such as LinkedIn, your company’s career site, and other social media platforms with the potential to attract candidates. Of course, this could be
a costly recruitment method, but it also attracts a large pool of candidates and promotes the employer brand. 2. Social Media Recruitment While it wasn’t seen as the most reliable type of recruitment method in the past, a recent survey by The Muse revealed that candidates do prefer looking for potential jobs on social media platforms like Facebook,
Twitter, etc. Employers can take advantage of this and focus on advertising their jobs as well as company culture on social media attracting target candidates. 3. Employment exchanges A term that has come from ages, employment exchanges are mostly run by the Government. Many candidates register themselves under these employment exchanges
and are then sponsored by employers for recruitment to open job roles or advertised. Employment exchanges are run by private individuals and are equipped to supply the required manpower. 4. Educational Institutions Educational institutions are a major source to attract potential candidates as students fresh out of college, have a zeal to prove their
mettle, and want nothing more than an excellent job in hand, as they graduate. This type of recruitment is popularly called Campus Recruitment, wherein employers interview students and hire the best ones for their open roles. 5. Recruitment agencies Yet another popular and reliable type of recruitment, engaging with an expert third-party
Recruitment services provider such as Alp Consulting does not only help you recruit the best candidates for the job but also provide you with full-scale HR (Human Resources) services and recruitment services as per your need. 6. Recruitment events For large organizations or companies planning expansion, recruitment events are ideal for attracting
the right talent. These events can vary from hosting open days and attending job fairs to holding hackathons and conducting graduate recruitment drives on campus. For instance, Lego hosts “Brick Factor,” a competition where 100 participants compete in building challenges, with top performers offered jobs as Master Builders. 7. Labour contractors
This type of recruitment is solely for Manufacturing industries looking to hire manpower or factory workers. Through labor contractors, workers are appointed on a contract basis for a particular period. 8. Word of mouth Large brands and well-known companies can leverage word-of-mouth recruitment because unsolicited job seekers approach them
daily. With an established employer brand recognized as an employer of choice, they only need to announce that they’re hiring to attract a strong response. Which is right for you? Internal Recruitment or External Recruitment? Every company has unique requirements and needs. To understand which type of recruitment suits you best you must
understand the difference between the two. Difference between Internal Recruitment and External Recruitment Aspect Internal Recruitment External Recruitment Candidate Source Employees already working within the organization. Potential candidates sourced from outside the organization. Recruitment speed Faster as there is no need to go
through the full hiring process Slower as it involves every step of the hiring process right from sourcing. Cost Cost-effective, as there are no external costs involved Costlier due to advertising and screening expenses Compatibility with company culture More compatible as they are current employees already familiar with the culture. Less compatible
as they are new to the environment. Diversity limitations Limited diversity as it draws from the existing workforce Can bring in diverse perspectives and experiences Scope of new perspectives and skills. Lesser as they must draw from the experiences of current employees Can access a broader range of skills and experiences Competition for Roles
Employees may compete for promotions or transfers External candidates compete for advertised positions Training Requirements May require less training as employees are already familiar with the processes May require more onboarding and training for new hires Conclusion Both internal and external recruitment strategies have their benefits and
drawbacks. The choice between them depends on the specific needs of the organization, the nature of the job vacancy, and the overall recruitment strategy. Often, a combination of both methods is used to optimize the recruitment process. Contact Us For Business Enquiry For businesses of any size and complexity, recruitment is a key aspect of
building and maintaining a highly efficient talent pool. Hiring a professional recruitment agency like Advanced & Best Placements will help minimise wastage of money and time which can be otherwise utilised for extensive employee training and development. There are different approaches for a recruiter to source, screen, sort and hire candidates
based on the organisations’ requirements. The type of recruitment helps determine the means by which a recruiter hires potential candidates. Discussed here are the three primary types of recruitment: 1. Internal Recruitment Internal source of hiring refers to recruiting talents from within the organisation internally. That means current employees of
the organisation should be initial consideration for the job position. This is an integral step towards developing and harnessing the existing resources which aids in employee motivation and improved productivity. Internal recruiting is also more cost-effective and time-efficient. Some forms of internal recruitment are: TransfersPromotionsEmployee
referralsIinternal advertisements of job postingHiring former employeesPrevious job applicants 2. External Recruitment This type of recruitment refers to hiring talents from outside the organisation, i.e., externally. That means external candidates can seek job opportunities in this case. External form of recruitment is more challenging and expensive
because it involves scouring through hundreds of job applications, interviewing, shortlisting, selecting, onboarding, training and development. Moreover, the process is time consuming and you have to work with employees with whom you have no prior experience. But on the other hand, it is one of the best ways to integrate fresh thoughts, creativity
and innovativeness into the organisation. Additionally, this external talent pool often have the experience and knowledge to help an organisation achieve its goals. Some forms of external recruitment are: Employment exchanges and employment agenciesDirect recruitmentAdvertisementsCampus recruitmentProfessional associationsWord of mouth
advertising 3. Just in Time Recruitment This lean method of recruitment is used to headhunt talent for meeting an emergency job vacancy, say in as little as 72 hours. It is a form of responding directly to jobs rather than playing with the candidate pipeline and building an employer brand. To hire the best talent pool, you should trust a licensed
recruitment agency like Advanced & Best Placements. Post Views: 1,367 In the recruitment industry, there are 3 main types of recruitment: Contingency, Exclusive, and Retained. So what is the difference between them? As a candidate, you should be able to recognise which kind of recruiter has been in touch with you. As an employer, you should
consider which type of recruitment suits your business needs better. Whilst exclusive and retained recruitment strategies appear to be similar, here we take a look at the difference between them from an recruiter’s point of view... Contingency recruitment This type of recruitment allows for numerous recruiters to find candidates. As the recruiter, we
are paid once the position has been filled. The fee depends on the salary and whether candidates pass their probation. It is the type of recruitment that most people have experience of. As a business, the benefits of this type of recruitment are there are no upfront costs, and no costs at all if the vacancy is unfilled. For an agency, they can inform
numerous candidates on the open job market, about one particular role. This is typically the strategy used for many jobs not within a niche market, such as administration or retail jobs. For candidates, this means that they might be contacted about the same job by several different agencies. As the candidate, you may not be aware it is the same job
because the agency will typically keep their client’s details confidential. Exclusive recruitment This type of recruitment is where we are hired exclusively to fill a position. We get paid once the position has been filled but have peace of mind that you we are not competing with others. We will use our professional networks to contact people suitable for
the position and will screen candidates prior to putting them forward. This is to ensure we are only putting forward those who are a good fit for your role. For a business, this is advantageous as you are getting a commitment from us. Businesses can be reassured that you will only receive submissions from candidates who meet your requirements. For
a candidate, we will have contacted you if we believe you fit this particular role. This shows that the company is committed to finding the right person for the job, rather than recruiting anyone. Retained recruitment Often referred to as headhunting, this type of recruitment has all the features of exclusive recruitment, but we are paid an upfront fee.
As a client, you pay this fee to demonstrate your commitment to hire from us. In return, you get our commitment to finding the right candidate for you. We use our networks and candidate pool and screen candidates before putting them forward. It is usually used for roles within niche markets where candidate pools are small or difficult to recruit.
Similarly, for job roles where the experience and salary requirements are at a higher level. So as a business, your upfront cost may be more expensive but can sometimes cost the same overall if you were to continue to pay several agencies. As a candidate, it shows that the company is serious about hiring for the position and finding the right
candidate. What do we do at Placing Faces? The type of recruitment we would typically employ here is contingency recruitment. We are recruiting within a niche market and are specialists in the field. Knowledgeable in the mortgage, property, and protection market, we use this knowledge and skillset to provide the best candidates. We see the
screening process as being a two-way street. We are committed to finding the best fit for both our clients and candidates. This means ensuring that everybody’s expectations and requirements are met before candidates are put forward for roles. So whether you're looking for a job, or looking for a new recruit, we are confident that we can find you a
new Face! From job board postings to employee referrals, texting to talent pools, twitter announcements, LinkedIn messaging and scouring lists of conference attendees, these are just a sample of how recruiters try to attract candidates. As varied and creative as these tactics are, for our purposes we’ll sort them into three broad, yet basic types of
recruiting: Inbound Outbound Internal These may appear to be distinct methods of recruiting workers, and they can be. More often employers use all three, announcing openings on company intranets to encourage internal applicants and employee referrals while simultaneously posting to job boards and reaching out to previous candidates and others
sourced from business and social networks. Let’s take a deeper look into each of these categories. Inbound recruiting In its simplest and most basic form, recruiters post openings to job boards and then review, rank and select candidates from the resumes and applications they receive. Referred to as “post and pray,” this type of reactive recruiting -
reactive because recruiters react to the incoming applications - now is part of a broader and sophisticated recruitment marketing program. Inbound recruitment today is a year-round strategy that begins with building a strong employer brand. It’s a program of continuous attraction and awareness that encourages the best talent to want to come to
work for you. As they apply - even without a specific opening - they become part of a pool of talented people already interested in working for you. Then as jobs come open, recruiters tap the pool inviting candidates with the right combination of skills and background to take the next step. A solid inbound recruitment strategy includes showing what
it’s like to work for the company, demonstrating the organization’s sense of social responsibility and providing an objective perspective on employer review sites. Posting jobs, participating in job fairs and college recruiting and similar recruitment tactics are all part of a comprehensive inbound effort. Outbound recruiting This type of recruiting is
sometimes called sourcing, even if sourcing specialists insist the term should only be applied to them. It involves searching for people with special skills and unique backgrounds for jobs that are particularly hard to fill simply by posting a job ad. When the inbound effort fails to produce the right kind of talent, or the job is especially unique or senior, a
recruiter will go hunting. They are looking for passive candidates, the people who aren’t job searching and might not even be considering a job change. More than a few studies tell us that 75% to 85% of professionals fall into the passive category. These are the candidates most coveted by employers for reasons both understandable - no one else is
competing for them, and if they are working for a competitor, all the better - and less realistic - they must be good otherwise they’d be looking. Finding these passive candidates may be as simple as searching LinkedIn and texting them a compelling message. (Texting gets a much better and quicker response than email or voicemail.) Or, as is true in
more cases, sourcing for especially challenging positions - the most difficult are called a “purple squirrel” hunt - may take weeks and involve scouring conference attendance and speaker lists, academic paper authorships, association directories and dozens and dozens of contacts. Once potential candidates are identified, the second step is to
convince them to become applicants. That involves skills closer to sales than to recruiting. Though the statistics on converting a sourced candidate to an actual applicant run as high as only 1 in 30, the ratio of hire to sourced applicant at 1 in 43 is much better than for inbound candidates. Internal Recruiting Of all sources of hire, internal recruiting
has historically been the weakest. That’s changing as employers recognize the value of promoting workers already familiar with the company culture and procedures and who have a verifiable work record. Many years ago, the tech company Cisco surveyed its entire workforce to inventory the skills and talents of each employee. Not only did Cisco
want to know about the talents they use on the job, but what other skills and abilities did they have. The company then used this information to recruit first from its existing workforce. More commonly, recruiters will simply post job opening notices internally. A majority of companies, including many SMBs, have referral programs that pay a bonus to
employees for recommending people who are later hired. Other companies leverage their alumni networks for this same purpose. The biggest challenge to internal recruiting is the reluctance of managers to part with their best talent and their eagerness to suggest the less able. To get around that problem, smart employers provide incentives to
managers for mentoring and nominating employees for promotion. A combination of all three As we said earlier, at all but the smallest companies, recruiters employ all three methods in their efforts to find and hire talent. Building a positive employer brand and showcasing it on the company website and social media not only helps attract quality
active jobseekers, but helps convince the passive workers your source to join the company. And no recruiter should overlook the top talent that may be working right down the hall. A big factor in the success of every company comes from its hardworking employees.Having the right talents to back your organization’s growth and development will
always start from your recruitment process.And with the ever-competitive job market, there will always be an abundance of candidates vying for a particular role. At the same time, employers will also be contending for the best people to join their expanding companies.You need to be creative and incorporate different strategies into your recruitment
process. This can help you find not just the right candidates but also hidden talents.Your recruitment shouldn’t always have to be dull and humdrum.Get to know the 12 types of recruitment methods you can include in your hiring process to secure the most suitable candidates.Get 3 free quotes 4,000+ BPO SUPPLIERSInternal recruitment vs. External
recruitmentWhile there are various types of recruitment methods [1] you can utilize, you need to choose which kinds match your requirements.To attract the right applicants, you also have to apply the kind of strategies that match your organization’s environment.The different types of recruitment methods can be divided into two
classifications:Internal recruitmentInternal recruitment is when you source a specific job role within your organization. This can be both money and time-saving as you no longer have to go through all the processes of recruitment, interview, and onboarding.Your employees are already familiar with your working environment and company culture.
Internal recruitment is also a great way to show your staff that they are valued.However, one downside to this category is that sourcing within your actual workforce may hinder your organization from acquiring fresh and innovative ideas, including diversity.Get the complete toolkit, freeExamples of internal recruitment are - promotion, internal
transfer, employee referral, and internal job ads.Internal recruitment vs external recruitmentExternal recruitment On the other hand, external recruitment is when you source candidates outside your organization. This is also the most commonly used by many recruiters.Bringing in new hires can give your in-house teams brand-new ideas and
approaches that can help the company.However, external recruitment can be pretty costly and laborious. This involves sourcing, interviewing, assessment, and verification before making a decision.Examples of external recruitment are - career events, networking meetings, and job postings.Internal recruitment vs external recruitmentWhy hiring the
best talents is essentialHiring outstanding talents will impact your organization’s efficiency and productivity. More importantly, it can support your organization when it comes to the following:Helps drive business value and growthHiring the best talents can serve as your long-term business investment. It can significantly help reduce the amount of
time and money that you will spend having to hire more staff to back your business.Skilled and knowledgeable candidates who are passionate about their roles will contribute well to the company. Not only that, but they will also be eager to grow their career as the organization thrives.Highlights your employer brand You attract top talents if you
already have the best employees.If you are constantly looking for new talents, it will give you a poor employer brand impression — especially when people you have just hired easily come and go.Candidates also do a background check of a company before they apply. According to a survey conducted by Glassdoor, 65% of applicants check for employer
branding before deciding on a company.Why hiring the best talents is essentialMaintains employee moralePoor hire will always have an impact on your work environment, especially if they do not fit your work culture. It will influence your employee morale as problems may arise within the office both in work output and in colleague
relationships.Hiring the best talents will boost your company’s morale. Therefore, inspiring other employees to step up and improve their overall performance.Top 12 types of recruitment methods As a recruiter, you cannot just settle with LinkedIn or any other recruitment platform to seek great talent.Sometimes, it can also be pretty challenging to
select which types of recruitment methods you should use that will be effective for the company.Good thing you have a wide selection to choose from. Below, we have outlined 12 types of recruitment methods to help your organization out:1. Employment referralsMost organizations implement an employee referral program, and it is one of the most
effective types of recruitment methods. It is also a mix of internal and external hiring, as your staff can refer existing employees and people outside the organization.This type is not just cost-effective — organizations can also be assured that they will refer suitable and reliable candidates.2. Direct advertising Direct advertising is a perfect way to put
the news out there and attract applicants. You can post job adverts on career sites, social media channels, job boards, and other industry publications.This is also one good way of showcasing your employer branding to a much wider audience effectively. At the same time, it can be a big help in establishing your reputation.But then again, direct
advertising can be a bit pricy compared to other types of recruitment methods.If the placement of your ads does not properly target the right audience, you will end up attracting unsuitable candidates. Or worse, only a few people will reach your job ads.3. Talent pool databasesYour talent pool database can come in handy when searching for
appropriate candidates to fill a job role.In most cases, hiring decisions are made while choosing between two or three candidates. So when the time comes that you open more job vacancies, it will be worth going through your talent pool databases.Thus, it will also enable you to save more of your precious time so that you can focus more on other
important matters of the company.4. Recruitment agencies Outsourcing has always been one strategic solution that growing businesses today have been taking full advantage of.Renowned outsourcing providers typically offer a full-cycle recruitment service on behalf of your organization. This approach is an excellent choice if you do not have enough
HR resources to handle your recruitment and hiring processes.Recruitment agencies, particularly BPO companies, can help your management seek top-notch talents for hard-to-fill positions that you urgently need.ConnectOS is a premier company that helps businesses of all kinds access the best talent, providing the highest quality recruitment
services that seamlessly integrate their onshore teams in a cost-effective, simpler, and thorough process.Top 12 types of recruitment methods5. Promotions Promotion is perhaps the simplest, most cost-effective, and fastest way of recruitment. You can also fill specifically needed job roles without exerting much effort.What’s more, you are also able to
fulfill employees’ dreams, which is to move up the corporate ladder.As for your employees’ end, acquiring promotions means added compensation and benefits. However, it equates to added work and responsibilities.6. Internal transfers Promotion and internal transfer may have the same concept, but they are not quite the same thing.As opposed to
promotion, internal transfers do not involve a pay raise or added responsibilities. It is considered a specific employee’s parallel shift within the organization.An example of this is when you transfer one employee to a different branch or region while retaining the same position.7. Employment exchange Employment exchange is a government-run
initiative that aims to provide jobs to qualified unemployed individuals. What happens is that the government keeps a tab on the job seekers in their respective countries.Employers will then hand over their list of job vacancies to the exchange office. From there, they will be given information regarding suitable candidates.]Job roles that are usually
available on employment exchange are artisan, agriculture, and factory work.8. Internships and apprenticeshipsInternships and apprenticeships can be an excellent starting point to upskill and train individuals to fill future roles in the company.As individuals render their internships and apprenticeships, you can evaluate and identify their strengths
and what they can potentially bring to the company.Every great leader has to start from something, and that is from an entry-level position. Internships and apprenticeships can be breeding grounds for illustrious leaders and talents in the future.Top 12 types of recruitment methods9. Professional organizationsProfessional organizations can be your
primary source of exceptional professionals. Connecting with a professional organization can give you access to the kind of expertise that your company needs.Some roles require candidates to be members of particular organizations to be qualified in a particular job function.There are also organizations wherein professionals can voluntarily join as it
helps boost their credibility and eligibility for job vacancies in companies.10. Rehiring former employeesIt means rehiring former employees who have performed well in the company and left on good terms. This kind of rehire is also known as a boomerang employee.Doing so can relieve you and your recruitment team from going through the long and
tedious process of sourcing candidates.Rehiring employees also means that you are already aware of their skills and abilities. Likewise, they are already familiar with the company and the culture.11. Bulletin boardsBulletin boards are still a thing despite today’s innovations. This type of recruitment method is commonly used in factories and
agricultural establishments.Many unemployed workers often wait and check bulletin boards in factories to see if there are available job openings they can apply to. The same goes for agricultural firms; seasonal workers gather in these establishments to see if there are jobs available from local farms.12. Word of mouth One of the powerful recruiting
methods is the word of mouth. This works well with reputable brands as they are already highly distinguishable in the market.If you have a well-esteemed employer brand, you are most likely to be the employer of choice to many. All you have to do is to put the word out there and wait as qualified candidates start applying to your
company.Reference:1. Cole, M. (2007) “From employment exchange to Jobcentre Plus: the changing institutional context of unemployment,” History of the human sciences, 20(4), pp. 129-146. doi: 10.1177/0952695107082495. How do you go about recruiting the best candidates for your organization? What is going to be the most important metric
when it comes to hiring the best people? Where are you searching for your next start employees? How well are you communicating your job openings?These are all questions organizations face when it comes to recruitment for their business and it's no surprise that it can cause issues when they are not considered. There are many different methods
of recruitment and opting to use one instead of applying a mix to be maximally effective can be a disadvantage.In this guide you will learn about the different methods of recruitment. What internal and external recruitment methods look like, direct and indirect recruitment and then we’ll take a closer look at the different types of recruitment methods
and how they can have an impact on your recruitment strategy. Internal and external recruitment methodsWe have all heard of internal and external recruitment. In short, the internal recruitment method is when you hire from within your organization’s staff and external recruitment is when you go outside of the company to attract a recruit that you
have never met before. Internal recruitment can be a huge time saver as there isn’t a protracted period of interviews or onboarding. However, it can lead to a lack of diverse ideas and a lack of innovation.External recruitment can bring in new ideas, fresh approaches and a renewed energy. However, it can take a long time and cost a lot of money to
find the right candidate and a screening process as well as onboarding needs to begin.Direct, indirect and third party recruitment methodsAlongside the internal and external recruitment methods, there are also direct, indirect and third party recruitment methods as identified by research carried out by Dunn & Stephen (1972). Direct
recruitmentEstablishing contact with potential candidates directly - while in education.Representatives work in cooperation with the placement cells within the organization in order to discover and recruit candidates. Think of engineering and medical recruitment primarily done this way. It is not uncommon to find organizations soliciting academics
to discover more information about candidates. Recruiters are sent to on site job fairs, conventions and seminars to establish direct contact with candidates. Indirect recruitmentAdvertising, job boards, radio and TV to attract candidates.This method is commonly used for when organizations are trying to recruit experienced candidates who sit outside
of traditional structures. The identity of the organization advertising is not always given (a blind advertisement) but this depends on the role or the organisation. Selecting the right candidate is going to be based on many factors including even the advert itself which needs to be attractive enough to target and recruit the right potential

candidates. Third party recruitmentUsing employment agencies, employee referrals or other third party sources to establish contact with candidates.These third parties act on your behalf and any specific instructions must be followed and laid out in the meetings you have to recruit.Effective methods of recruitmentWe have seen that there are
different strategies when it comes to recruiting new staff. Internal and external recruitment is designed to pick out candidates from either the current crop of workers your organization has or if it needs to move outside of your organization to find staff. Then there is the direct, indirect and third party recruitment which is going to have more of an
impact on the type of organizations that are recruiting and who is being used to help with recruitment as an ongoing process.So what are the actual methods of recruitment that organizations face and how effective are they? We are going to take a closer look at some of the strategies that can be used by organizations today.Online job boards and
websitesThis will be one of the most common ways to recruit today, online job boards and websites. Nearly everyone has heard of this method and more than likely, you will be using this as part of your ongoing recruitment strategy. Direct website postings are still very popular and with the right integrations, these can be indexed and populated onto
third party sites such as online job boards or even something like LinkedIn (see further down). They not only keep the recruitment process internal to the organization but grant you more control over the data being supplied by candidates. Job boards such as Monster, REED and Indeed are three of the most popular online recruitment packs and cover
nearly every category of job posting and industry. In many cases, some job boards allow recruiters to use features without charge, offering options for free job postings or trials.These happen to be very popular with job seekers as they can input their CVs one time and get emails sent about new openings on a daily basis.Recruitment agenciesYou can
outsource your recruitment requirements to a third party, in this case, a recruitment agency. They can manage the whole recruitment process and whilst it may cost more to do it, they free up your time to focus on more of the day-to-day requirements of your business. If you are struggling with finding the right kind of recruit or need someone with
very specific skills, agencies can handle these requests very specifically. HeadhuntersHeadhunters are an extension of the recruitment agencies and are specifically designated to direct their efforts toward finding high-level managerial and professional talent for organizations.Many passive recruits may not be searching for a new role or challenge at
all and this is when a headhunter can come in and sell the opportunity and the business values to new candidates - especially those who may be working for competitors or are no longer challenged by their current role.Headhunters make their name by being able to have the kinds of discussions with potential candidates to get them in front of
organizations needing that level of skill or knowledge.Media advertisingAdvertising vacancies in specialist trade journals, national and local newspapers are still effective methods of recruitment. This is where job adverts are posted with specific information about the job and then a description of the organisation. These are common and still used to
date, especially for more trade specific job roles which get picked up by the people working in that particular industry.Employee referralsThis is a combination of external and internal recruitment and it is not uncommon for many organizations - especially larger ones - to have programs in place in order to attract new employees into the

organization. It works by getting existing staff to refer people they know for vacancies. The idea is that this method is very cost effective and it also means that staff are more likely to refer the role to people they trust and would reflect better upon themselves as well.Internships and apprenticeshipsArguably it’s one of the most well known and oldest
methods of recruitment that has even been traced back to writings of the 17th Century. Luckily things have changed since then and internships and apprenticeships cover many different trades and skill sets on the job market.An internship is a period of work experience offered by an organization for a limited period of time, whilst an apprenticeship is
a system for training a new generation of practitioners of a trade or profession with on-the-job training and often some accompanying study.One of the biggest advantages to have come out of the internship and apprenticeship programs of the last few years is that it has been a fertile ground for identifying and nurturing the future leaders of the
organization at a young age. They can be molded to the organization’s culture and can grow understanding the systems in place whilst also contributing to the success of the organization at the same time.Recruitment eventsRecruitment events are one of the most direct recruitment strategies that can be utilized. As previously mentioned, many in
engineering and medical areas of study will be recruited this way as it is relevant to academia in many cases. Events can range from hosting open days to being at job fairs, holding something like a hackathon and graduate recruitment drives on campus. Events can be costly so it is important to know what the ROI for finding the right candidate is for
your organization and making a decision based on this. Graduate recruitment and job fairs are usually part of this recruitment process.Social networksSocial recruitment has become a big method of getting the right candidates into organizations, but one platform has really taken the market by the horns and that is LinkedIn. It has easily grown in
popularity as the platform to connect employers with prospective employees and also, be used to help with creating a employer brand strategy that makes the organization look more attractive to potential employees.Of course there are other platforms such as TikTok, Instagram and Snapchat that are used to help build brand awareness and equity so
that when job postings are pushed through different platforms, they can get candidates from all walks of life and with different experiences applying.If you were looking to develop your talent pool of innovative ideas and people then this is one of the most sure fire ways to do so.Talent pool databaseA talent pool database is effectively a database of
people that didn’t make it on previous recruitment drives. The reality is, these people may still want to work for you and that’s why it is important to always search your talent pool databases for applicants and candidates that were not hired but were suitable enough to save.They may not have made the cut originally but now, with more time and
experience and looking for a new challenge, your organization could be the move they are looking to make.Importantly, when a new vacancy comes up, search your talent pool for similar skills and experience. You could save yourself a lot of time and money!Networking eventsEveryone has at some point in their career been to a networking event.
Whilst they are not everyone’s cup of tea, they are one of the most effective ways to recruit as well as conduct business development and brand development as well.Events such as HR events, job fairs, open houses, seminars, and conferences offer a perfect recruitment platform. HR professionals with relevant and sustained relationships can easily
acquire candidates and interns from different disciplines at these events. Rehiring previous employeesHave you ever considered approaching a previous employee? This strategy is also known as “boomerang employees” and it is gaining a lot of popularity in the professional world. This is when employees who left on good terms (for whatever reason)
are approached to come back to the organization.Employers are looking for someone that already understands the business, possibly even the challenges but knows that they will fit into the corporate culture and can implement change quickly. It’s cost effective and reduces the risk of hiring bad employees who aren’t known to the organization.In
conclusionWe haven’t been able to speak of all of the different effective recruitment methods available to organizations in this piece, but the 10 we have chosen are definitely ones your organization should consider when making its next hiring decisions.Using commonly found tools not only limits the risk of hiring poorly but also facilitates hiring
managers to use strategies that are proven to be effective and get results for the organization.The Thomas Recruitment Platform can be used as part of the recruitment process as well as managing the recruitment process from one centralized area. Process of attracting, selecting and appointing candidates to a job or other organization This article is
about filling vacancies in an organization. For other uses, see Recruitment (disambiguation) and Recruit (disambiguation). Recruitment poster for the UK army Recruitment is the overall process of identifying, sourcing, screening, shortlisting, and interviewing candidates for jobs (either permanent or temporary) within an organization. Recruitment
also is the process involved in choosing people for unpaid roles. Managers, human resource generalists, and recruitment specialists may be tasked with carrying out recruitment, but in some cases, public-sector employment, commercial recruitment agencies, or specialist search consultancies such as Executive search in the case of more senior roles,
are used to undertake parts of the process. Internet-based recruitment is now widespread, including the use of artificial intelligence (AI).[1] The recruitment process varies widely based on the employer, seniority and type of role and the industry or sector the role is in. Some recruitment processes may include; Job analysis for new jobs or
substantially changed jobs. It might be undertaken to document the knowledge, skills, abilities, and other characteristics (KSAOs) required or sought for the job. From these, the relevant information is captured in a person's specification.[2] Kick-Off Call- This is when the recruiter will connect with the hiring manager to understand the needs for the
role. Sourcing — sorting through applicants and resumes to select candidates to screen. Screening and selection - picking, interviewing, and hiring the right candidate. Interviews: Shortlisted candidates are invited for interviews. The interview process may include one or more rounds of interviews with HR representatives, hiring managers, and
sometimes panel interviews. Sourcing is the use of one or more strategies to attract and identify candidates to fill job vacancies. It may involve internal and/or external recruitment advertising, using appropriate media such as job portals, local or national newspapers, social media, business media, specialist recruitment media, professional
publications, window advertisements, job centers, career fairs, or in a variety of ways via the internet. Alternatively, employers may use recruitment consultancies or agencies to find otherwise scarce candidates—who, in many cases, may be content in their current positions and are not actively looking to move. This initial research for candidates—
also called name generation—produces contact information for potential candidates, whom the recruiter can then discreetly contact and screen.[2] Referral recruitment programs allow both outsiders and employees to refer candidates for filling job openings. Online, they can be implemented by leveraging social networks. An employee referral is a
candidate recommended by an existing employee. This is sometimes referred to as referral recruitment. Encouraging existing employees to select and recruit suitable candidates results in: Improved candidate quality ('fit'). Employee referrals allow existing employees to screen, select and refer candidates, lowers staff attrition rate; candidates hired
through referrals tend to stay up to 3 times longer than candidates hired through job boards and other sources.[3] The one-to-one direct relationship between the candidate and the referring employee and the exchange of knowledge that takes place allows the candidate to develop a strong understanding of the company, its business and the
application and recruitment process. The candidate is thereby enabled to assess their own suitability and likelihood of success, including "fitting in." Reduces the considerable cost of third-party service providers who would have previously conducted the screening and selection process. An op-ed in Crain's in April 2013 recommended that companies
look to employee referral to speed the recruitment process for purple squirrels, which are rare candidates considered to be "perfect" fits for open positions.[4] The employee typically receives a referral bonus, and is widely acknowledged as being cost-effective. The Global Employee Referral Index 2013 Survey found that 92% of participants reported
employee referrals as one of the top recruiting sources.[5] As candidate quality improves and interview-to-job-offer conversion rates increase, the amount of time spent interviewing decreases, which means the company's employee headcount can be streamlined and be used more efficiently. Marketing and advertising expenditures decrease as
existing employees source potential candidates from existing personal networks of friends, family, and associates. By contrast, recruiting through third-party recruitment agencies incurs a 20-25% agency finder's fee - which can top $25K for an employee with $100K annual salary. There is, however, a risk of less corporate creativity: An overly
homogeneous workforce is at risk for "fails to produce novel ideas or innovations."[6] Initially, responses to mass-emailing of job announcements to those within employees' social network slowed the screening process.[7] Two ways in which this improved are: Making available screen tools for employees to use, although this interferes with the "work
routines of already time-starved employees"[7] "When employees put their reputation on the line for the person they are recommending"[7] Various psychological tests can assess a variety of KSAOs ( including literacy. Assessments are also available to measure physical ability. Recruiters and agencies may use applicant tracking systems to filter
candidates, along with software tools for psychometric testing and performance-based assessment.[8] In many countries, employers are legally mandated to ensure their screening and selection processes meet equal opportunity and ethical standards.[2] Employers are likely to recognize the value of candidates who encompass soft skills, such as
interpersonal or team leadership,[9] and the level of drive needed to stay engaged[10]—but most employers are still using degree requirements to screen out the 70+ million workers Skilled Through Alternative Routes (STARs) who already possess many of those skills.[11] In fact, many companies, including multinational organizations and those that
recruit from a range of nationalities, are also often concerned about whether candidate fits the prevailing company culture and organization as a whole.[12][13] Companies and recruitment agencies are now turning to video screening as a way to notice these skills without the need to invite the candidates in person.[14] The selection process is often
claimed to be an invention of Thomas Edison.[15] The word disability carries few positive connotations for most employers. Research has shown that the employer biases tend to improve through first-hand experience and exposure with proper supports for the employee[16] and the employer making the hiring decisions. As for most companies, money
and job stability are two of the contributing factors to the productivity of a disabled employee, which in return equates to the growth and success of a business. Hiring disabled workers produces more advantages than disadvantages.[17] There is no difference in the daily production of a disabled worker.[18] Given their situation, they are more likely
to adapt to their environmental surroundings and acquaint themselves with equipment, enabling them to solve problems and overcome adversity than other employees.[citation needed] The United States Internal Revenue Service (IRS) grants companies Disabled Access Credit when they meet eligibility criteria.[19] Many major corporations recognize
the need for diversity in hiring to compete successfully in a global economy.[20] The challenge is to avoid recruiting staff who are "in the likeness of existing employees"[21] but also to retain a more diverse workforce and work with inclusion strategies to include them in the organization. More companies are starting to focus on DEI (Diversity, Equity
& Inclusion) within their recruitment tactics and techniques in order to offer a more welcoming and inclusive workplace for their employees. "Safer recruitment” refers to procedures intended to promote and exercise "a safe culture including the supervision and oversight of those who work with children and vulnerable adults".[22] The NSPCC
describes safer recruitment as a set of practices to help make sure your staff and volunteers are suitable to work with children and young people. It's a vital part of creating a safe and positive environment and making a commitment to keep children safe from harm.[23] In England and Wales, statutory guidance issued by the Department for Education
directs how safer recruitment must be undertaken within an educational context.[24] Recruitment process outsourcing (RPO) is a form of business process outsourcing (BPO) where a company engages a third-party provider to manage all or part of its recruitment process.[25] Internal recruitment or internal mobility[26] (not to be confused with
internal recruiters) refers to the process of a candidate being selected from the existing workforce to take up a new job in the same organization, perhaps as a promotion, or to provide career development opportunity, or to meet a specific or urgent organizational need. Advantages include the organization's familiarity with the employee and their
competencies insofar as they are revealed in their current job, and their willingness to trust said employee. It can be quicker and have a lower cost to hire someone internally.[27] Many companies will choose to recruit or promote employees internally. This means that instead of searching for candidates in the general labor market, the company will
look at hiring one of their own employees for the position. After searches that combine internal with external processes, companies often choose to hire an internal candidate over an external candidate due to the costs of acquiring new employees, and also on the fact that companies have pre-existing knowledge of their own employees’ effectiveness
in the workplace.[28] Additionally, internal recruitment can encourage the development of skills and knowledge because employees anticipate longer careers at the company.[28] However, promoting an employee can leave a gap at the promoted employee’s previous position that subsequently needs to be filled.[29] Traditionally, internal recruitment
will be done through internal job postings.[30] Another method of recruiting internally is through employee referrals. Having existing employees in good standing recommend coworkers for a job position is often a preferred method of recruitment because these employees know the values of the organization, as well as the work ethic of their
coworkers.[29] Some managers will provide incentives to employees who provide successful referrals.[29] Searching for candidates externally is another option when it comes to recruitment. In this case, employers or hiring committees will search outside of their own company for potential job candidates. The advantages of hiring externally is that it
often brings fresh ideas and perspectives to the company.[28] As well, external recruitment opens up more possibilities for the applicant pool than internal recruitment does.[28] The conditions of the economy and labor market will impact the ability for a company to find and attract viable candidates.[29] In order to make job openings known to
potential candidates, companies will usually advertise their job in a number of ways. This can include advertising in local newspapers, journals, and online.[29] Research has argued that social media networks offer job seekers and recruiters the opportunity to connect with other professionals cheaply. In addition, professional networking websites
such as LinkedIn offer the ability to go through job seekers’ biographical resumes and message them directly even if they are not actively looking for a job.[31] Attending job fairs, especially at secondary and post-secondary schools, is another method of recruiting external candidates.[30] An employee referral program is a system where existing
employees recommend prospective candidates for the job offered, and usually, if the suggested candidate is hired, the employee receives a cash bonus.[32] Niche firms tend to focus on building ongoing relationships with their candidates, as the same candidates may be placed many times throughout their careers. Online resources have developed to
help find niche recruiters.[33] Niche firms also develop knowledge on specific employment trends within their industry of focus (e.g., the energy industry) and are able to identify demographic shifts such as aging and its impact on the industry.[34] Social recruiting is the use of social media for recruiting. As more and more people are using the
internet, social networking sites, or SNS, have become an increasingly popular tool used by companies to recruit and attract applicants. A study conducted by researchers found that 73.5% of Cypriot companies had an account on an SNS, the most common being Facebook, LinkedIn, and Twitter.[35] There are many benefits associated with using SNS
in recruitment, such as reducing the time required to hire someone, reduced costs, attracting more "computer literate, educated young individuals", and positively impacting the company’s brand image.[35] However, some disadvantages include increased costs for training HR specialists and installing related software for social recruiting.[35] There
are also legal issues associated with this practice, such as the privacy of applicants, discrimination based on information from SNS, and inaccurate or outdated information on applicant SNS.[35] Mobile recruiting is a recruitment strategy that uses mobile technology to attract, engage, and convert candidates. Some recruiters work by accepting
payments from job seekers, and in return help them to find a job. This is illegal in some countries, such as in the United Kingdom, in which recruiters must not charge candidates for their services (although websites such as LinkedIn may charge for ancillary job-search-related services). Such recruiters often refer to themselves as "personal
marketers" and "job application services" rather than as recruiters. Using multiple-criteria decision analysis[36] tools such as analytic hierarchy process (AHP) and combining it with conventional recruitment methods provides an added advantage by helping the recruiters to make decisions when there are several diverse criteria to be considered or
when the applicants lack past experience; for instance, recruitment of fresh university graduates.[37] Employers may re-recruit prior rejected candidates or recruit from retired employees as a way to increase the chances for attractive qualified applicants. In some companies where the recruitment volume is high, it is common to see a multi-tier
recruitment model where the different sub-functions are grouped together to achieve efficiency. An example of a three-tier recruitment model: Tier 1 - Contact/help desk - This tier acts as the first point of contact where recruitment requests are being raised. If the requests are simple to fulfil or are queries in nature, resolution may take place at this
tier. Tier 2 - Administration - This tier manages mainly the administration processes Tier 3 - Process - This tier manages the process and how the requests get fulfilled Organizations define their own recruiting strategies to identify who they will recruit, as well as when, where, and how that recruitment should take place.[38] Common recruiting
strategies answer the following questions:[39] What type of individuals should be targeted? What recruitment message should be communicated? How can the targeted individuals best be reached? When should the recruitment campaign begin? What should be the nature of a site visit? Organizations develop recruitment objectives, and the
recruitment strategy follows these objectives. Typically, organizations develop pre- and post-hire objectives and incorporate these objectives into a holistic recruitment strategy.[39] Once an organization deploys a recruitment strategy it conducts recruitment activities. This typically starts by advertising a vacant position.[40] There are numerous
professional associations for human resources professionals. Such associations typically offer benefits such as member directories, publications, discussion groups, awards, local chapters, vendor relations, government lobbying, and job boards.[41] Professional associations also offer a recruitment resource for human resources professionals.[42] In
the United States, the Equal Employment Opportunity Commission has established guidelines for prohibited employment policies/practices. These regulations serve to discourage discrimination based on race, color, religion, sex, age, disability, etc.[43] However, recruitment ethics is an area of business that is prone to many other unethical and
corrupt practices.[44] According to Independent Broad-based Anti-corruption Commission (IBAC), business ethics are a vital component to recruitment; hiring unqualified friends or family, allowing problematic employees to be recycled through a company, and failing to properly validate the background of candidates can be detrimental to a business.
[45] When hiring for positions that involve ethical and safety concerns it is often the individual employees who make decisions which can lead to devastating consequences to the whole company. Likewise, executive positions are often tasked with making difficult decisions when company emergencies occur such as public relation nightmares, natural
disasters, pandemics, or a slowing economy. Businesses that have made headlines for undesirable cultures may also have a difficult time recruiting new hires.[46] Companies should aim to minimize corruption using tools such as the recruitment processes, pre-employment screening, personality tests, induction, training, and establishing a code of
conduct.[44] In Germany, universities, though public employers, are generally not required to advertise most vacancies especially of academic positions (teaching and/or research) other than tenured full professors (verbeamtete Hochschullehrer).[47] At the same time, anti-discrimination measures and equal opportunities (although required within
the framework of the European Union) only apply to advertised jobs and to the wording of the job advert.[48] Business portal Candidate submittal Counter-recruitment Dismissal (employment) Ethnic penalty Employment agency Human resource consulting Human resource management Industrial and organizational psychology Knowledge process
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