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Summary 
The evolution of e-recruitment in the last 15 years has led to the emergence of new 
techniques of recruitment for the traditional recruiter. These techniques can change the 
function of a simple recruiter in an online recruiter. In this paper we have identified 
new tasks, skils and qualifications for the online recruiter function. “Recruitment is, in 
reality, job marketing” (Maurer and Liu, 2007), and this is the reason why online 
recruiter must constantly emphasize "the creation of a virtual recruiting environment” 
to attract talented employees which can provide long-term competitive advantage to 
organization. This virtual recruitment environment includes the company website that 
can be used in recruitment process, social networks and professional recruitment sites. 
Another online recruiter task is to create the opportunity and to motivate the colleagues 
in the organization, to participate in the recruitment process by posting and distributing 
available jobs in the virtual environment (social networks). The online recruiter must 
“cultivate a strong employment brand in online environment” (Ollington, Gibb and 
Harcourt, 2013). All these tasks require new skils and qualifications for recruiter.  
The purpose of this paper is to create a job description for online recruiter. This job 
description suggests new tasks, skils and qualifications for traditional recruiter. It 
defines the scope of this new job, the duties and the responsibilities. The purpose of all 
these is the transformation of traditional recruiter in online recruiter. 
The article ends with recommendations in terms of improving recruitment techniques 
and online practices. 
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Introduction  
 
E-recruitment is a subject often discussed in the specialized literature. In the mid of 
1990s the Internet appears for the first time as a recruitment tool, giving rise to a 
phenomenon called in that time recruiting revolution (Boydell, 2002 quoted by 
Dhamija, 2012). Over the years, several synonymous terms describing the notion of e-
recruitment were identified: e-recruitment, web-based recruiting, online recruiting, 
web recruiting, recruiting online, recruiting on the internet, electronic resume, internet 
recruiting, etc. (Wolfswinkel, Furtmueller and Wilderom, 2010). 
Recently at this list we can add other terms such as social media recruiting or social 
recruiting, which also falls under the scope of e-recruitment. More and more 
organizations are using their social media pages for recruitment purposes. Acikgoz 
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Internet appeared the possibility to post vacancies on the company's website or on the 
job portals, but also the possibility to search of a job and CV databases of these portals. 
Phase 2: In this phase appears the integrated applicant management system. This 
system wants to attract potential candidates, post vacancies, and receive applications 
from those who are looking for a job and even the final selection. 
Phase 3: The information systems ensure compatibility of external service providers 
with company information systems providing a continuous flow in the recruitment 
process.  
Phase 4: It involves a final solution that covers the entire recruitment process, 
integrating computer systems but also web-based tools that allow data transfer between 
the company and other external parties. 
 

Figure 1: The Recruitment Phase Model 

 
Source: Malinowski, Keim, & Weitzel, 2005 quoted by Deillon Céline, 2014 

 
These four phases are not generally available, but offers an itinerary and organizations 
tend to follow this model in integrating new techniques and methods of recruitment. 
Follow these four phases can highlight also the e-recruitment progress, from the 
simply use of a PC (from 1980s) for data storage, to the use of Internet and tools that 
rely on web for attracting, selecting and hiring the suited candidates. 
Wolfswinkel et al. (2010) identifies three important directions of e-recruitment: 
“adding recruiting pages to an existing organization site, using websites specialized in 
recruiting, and using electronic advertisements on media sites”. They define e-
recruiting as “the online attraction and identification of potential employees using 
corporate or commercial recruiting websites, electronic advertisements on other 
websites, or an arbitrary combination of these channels including optional methods 
such as remote interviews and assessments, smart online search agents or interactive 
communication tools between recruiter and applicant. 
For several years, the phenomenon of social networks stands out in the recruitment 
process. Ollington Nickolas et al. (2013) bring us into account several studies showing 
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(2013) presents a study conducted by Jobvite where „Ninety-two percent of 
organizations were using or planning to use social media for recruitment in 2012”.  
To the transformation of human resources recruitment function in e-recruitment, the 
evolution of technology information also contributed significantly by using 
information systems for the collection, storage, processing and the use of information 
in the field of human resources. 
E-recruiting experienced a strong development in a short time. Given the current 
context, the evolution of technology has made its mark in recruitment due to the large 
number of companies looking for candidates using the Internet, but the large number 
of candidates applying to a job using online tools. Finding a talented candidate that fits 
the job has become more difficult. E-recruitment represents a solution for companies 
that are trying to find the ideal candidate to generate them competitive advantage, 
helping also the candidate. 
Dhamija (2012) shows that “e-recruiting revolutionized the complete recruiting 
process” and the Internet is “acting as a link between employers and job seekers”. 
These major changes in the recruitment filed, besides having greatly improved the 
work methods, they have created new work tasks for the recruiter. 
Until now, many studies were focused on explaining the phenomenon of e-recruitment 
point of view of job seekers or employers. Over the years the studies regarding e-
recruitment were made from several angles of various management-oriented 
subdisciplines such as information systems, marketing, psychology, and human 
resources, giving the field of its interdisciplinary slant (Wolfswinkel, Furtmueller and 
Wilderom, 2010). Wolfswinkel et al (2010) realized a study of the specialized 
literature and selected 45 articles when they discovered three important perspectives. 
Most articles were conceived from the perspective of the applicant (19 items) then in 
terms of organization, several articles from different perspectives and only a recruiter 
perspective article. In this paper we will focus on the recruiter and its new tasks and 
responsibilities that appeared with the emergence and development of e-recruitment. 
The ultimate goal is to propose a new job, moving from the traditional recruiter to 
online recruiter. 
 
E-recruiting evolution and design  
 
Recruitment function occupies an important role in the organization because 
companies are always looking to attract the most talented employees on a job that can 
them generate competitive advantage. As the psychologist and physician George Crane 
said "There is no future in any job. The future lies in the man who holds the job ". 
Deillon (2014) explain very simple that e-recruitment "is a new technological mean for 
selecting one of the companies' most crucial resources, i.e. human resource ". 
Deillon (2014) quotes also Malinowski, Keim, & Weitzel when he is describing the 
four different phases of e-recruitment evolution. They found two dimensions “degree 
of process integration” and “time” to determine the four phases (Figure 1). 
Phase 1: The introduction of isolated solutions in the e-recruitment process for single 
activities such as the applicant data storage in computer systems. With the using of 
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Table 1: Traditional Job Description 
 

JOB DESCRIPTION RECRUITING ANALYST / INTEGRATION EMPLOYEES 
Internal function HR SPECIALIST 
DEPARTEMENT Human resources 
STUDIES specialized higher education 
hierarchical relations hierarchically subordinate to the head of 

department 
DUTIES, RESPONSIBILITIES  
 He identifies and evaluates candidates for available jobs and proposes the most suitable 

for the job in question; 
 He elaborates the specifications of the available job in discussion with officers or 

employees of the departments; 
 He elaborates and places announcements in newspapers and magazines (in 

collaboration with advertising agency) in order to attract candidates with appropriate 
qualifications; 

 He contacts and keeps in touch with the recruitment agency; 
 He develops procedures regarding the  selection of candidates and goes at universities 

for selection;  
 He elaborates recruitment informative materials specific to the organization; 
 He analyses the applications and selects the appropriate ones; 
 He interviews and assesses candidates by applying psychological tests and knowledge; 
 He establishes the program of interviews and informs he candidate about the future job 

requirements; 
 He obtains references to select candidates;  
 He communicates the results to the rejects candidates; 
 He reports the project results to superiors, getting feedback from internal client; 
 He updates information about the legislation and informs the other departments 

(legislation, recruitment techniques, procedures) 
 He provides HR support team, helping to analyse the employees requests to provide the 

best HR programs, processes and procedures; 
 He helps the team of Human Resources to implement and develop programs, processes, 

procedures in own area of expertise, in accordance with company processes and 
procedures; 

 He is required to operate, so as not to expose to danger, injury or occupational disease, 
both self and others during the work; 

 He must inform, when necessary, his supervisor and / or employer, about occupational 
accidents suffered by himself and environmental accidents; 

 He respects the company’s staff management indications; 
 He respects the internal rules and work procedures; 
 He respects the laws, the procedures in the area of responsibility and company policy 

on environmental protection filed, security and occupational health, emergency 
situations 

Name and surname of the employee Complied by 
Signature 
Date: 16.04.2015 Date: 16.04.2015 

Source: a company with over 1,600 employees in Romania 
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that recruiters and companies are increasingly using online social networking to attract 
and screen candidates as part of the hiring process. They present a study realized by 
Careerbuilder.com in which 45% of companies use social recruiting. Another more 
recent study made by Jobvite.com (2014) shows that employers plan to increase their 
investment in a range of recruiting methods and on top (73%) of these methods, social 
networks can be found. This study of Jobvite.com also shows which social sites are 
preferred by recruiters: Linkedin is on top with 94%, then Facebook with 66%, Twitter 
with 52% and the list goes with Google plus 21%, etc. Although these social networks 
were not specifically designed for recruiting, they became tools for recruitment. For 
example Linkedin was not designed specifically for the recruitment industry, but it has 
become the preferred tool of recruitment of more recruiters and companies (Vick and 
Walsh, 2008). 
These changes in the recruitment procedure lead to the need to manage some specific 
challenges for the recruiter. Once identified these challenges transform the traditional 
recruiter in an online recruiter who owns new skills, tasks and responsibilities. 
 
The online recruiter – Job Description 
 
With the advent of recruitment has been much talk about reducing costs and time spent 
in the recruiting stage. As e-recruitment has evolved, a transfer from the traditional 
recruitment to e-recruitment took place. This new way to attract candidates for a job 
also brought with it new tasks and responsibilities that change the traditional 
recruiter’s activity. These tasks and responsibilities require a new set of skills and 
qualifications that can create a new profession: “online recruiter”. 
Companies need an online recruiter to adapt the recruitment process to the information 
age with the aim of “cultivated a strong employment brand in the online environment” 
(Ollington, Gibb and Harcourt, 2013). Another purpose for which we need the online 
recruiter is to attract applicants by building an online social network (Ollington, Gibb, 
Harcourt, 2013). Another online recruiter task is to create the opportunity and to 
motivate the colleagues in the organization, to participate in the recruitment process by 
posting and distributing available jobs in the virtual environment (social networks). 
Maurer and Liu (2007) say that “recruitment is, in reality, job marketing” and this is 
the reason why online recruiter must constantly emphasize “the creation of a virtual 
recruiting environment” to attract talented employees which can provide long-term 
competitive advantage to organization. This virtual recruitment environment includes 
the company website that can be used in recruitment process, social networks and 
professional recruitment sites.  
Some tasks and responsibilities are similar to those of traditional recruiter. Table 1 
shows the traditional recruiter’s job description. 
We took a traditional recruiter job description from a company with over 1,600 
employees in Romania and we modified it only to highlight the duties and 
responsibilities of an online recruiter (Table2.) The way these tasks are executed and 
finalized change the traditional recruiter’s work, in fact all the developments of e-
recruitment based on “Internet, has completely changed the role of the traditional 
recruiter” (Dhamija, 2012). 



2.7. The evolution of e-recruitment: the introduction of Online Recruiter 
 

165 

Table 1: Traditional Job Description 
 

JOB DESCRIPTION RECRUITING ANALYST / INTEGRATION EMPLOYEES 
Internal function HR SPECIALIST 
DEPARTEMENT Human resources 
STUDIES specialized higher education 
hierarchical relations hierarchically subordinate to the head of 

department 
DUTIES, RESPONSIBILITIES  
 He identifies and evaluates candidates for available jobs and proposes the most suitable 

for the job in question; 
 He elaborates the specifications of the available job in discussion with officers or 

employees of the departments; 
 He elaborates and places announcements in newspapers and magazines (in 

collaboration with advertising agency) in order to attract candidates with appropriate 
qualifications; 

 He contacts and keeps in touch with the recruitment agency; 
 He develops procedures regarding the  selection of candidates and goes at universities 

for selection;  
 He elaborates recruitment informative materials specific to the organization; 
 He analyses the applications and selects the appropriate ones; 
 He interviews and assesses candidates by applying psychological tests and knowledge; 
 He establishes the program of interviews and informs he candidate about the future job 

requirements; 
 He obtains references to select candidates;  
 He communicates the results to the rejects candidates; 
 He reports the project results to superiors, getting feedback from internal client; 
 He updates information about the legislation and informs the other departments 

(legislation, recruitment techniques, procedures) 
 He provides HR support team, helping to analyse the employees requests to provide the 

best HR programs, processes and procedures; 
 He helps the team of Human Resources to implement and develop programs, processes, 

procedures in own area of expertise, in accordance with company processes and 
procedures; 

 He is required to operate, so as not to expose to danger, injury or occupational disease, 
both self and others during the work; 

 He must inform, when necessary, his supervisor and / or employer, about occupational 
accidents suffered by himself and environmental accidents; 

 He respects the company’s staff management indications; 
 He respects the internal rules and work procedures; 
 He respects the laws, the procedures in the area of responsibility and company policy 

on environmental protection filed, security and occupational health, emergency 
situations 

Name and surname of the employee Complied by 
Signature 
Date: 16.04.2015 Date: 16.04.2015 

Source: a company with over 1,600 employees in Romania 
 

Boşcai, B. G. 
 

164 

that recruiters and companies are increasingly using online social networking to attract 
and screen candidates as part of the hiring process. They present a study realized by 
Careerbuilder.com in which 45% of companies use social recruiting. Another more 
recent study made by Jobvite.com (2014) shows that employers plan to increase their 
investment in a range of recruiting methods and on top (73%) of these methods, social 
networks can be found. This study of Jobvite.com also shows which social sites are 
preferred by recruiters: Linkedin is on top with 94%, then Facebook with 66%, Twitter 
with 52% and the list goes with Google plus 21%, etc. Although these social networks 
were not specifically designed for recruiting, they became tools for recruitment. For 
example Linkedin was not designed specifically for the recruitment industry, but it has 
become the preferred tool of recruitment of more recruiters and companies (Vick and 
Walsh, 2008). 
These changes in the recruitment procedure lead to the need to manage some specific 
challenges for the recruiter. Once identified these challenges transform the traditional 
recruiter in an online recruiter who owns new skills, tasks and responsibilities. 
 
The online recruiter – Job Description 
 
With the advent of recruitment has been much talk about reducing costs and time spent 
in the recruiting stage. As e-recruitment has evolved, a transfer from the traditional 
recruitment to e-recruitment took place. This new way to attract candidates for a job 
also brought with it new tasks and responsibilities that change the traditional 
recruiter’s activity. These tasks and responsibilities require a new set of skills and 
qualifications that can create a new profession: “online recruiter”. 
Companies need an online recruiter to adapt the recruitment process to the information 
age with the aim of “cultivated a strong employment brand in the online environment” 
(Ollington, Gibb and Harcourt, 2013). Another purpose for which we need the online 
recruiter is to attract applicants by building an online social network (Ollington, Gibb, 
Harcourt, 2013). Another online recruiter task is to create the opportunity and to 
motivate the colleagues in the organization, to participate in the recruitment process by 
posting and distributing available jobs in the virtual environment (social networks). 
Maurer and Liu (2007) say that “recruitment is, in reality, job marketing” and this is 
the reason why online recruiter must constantly emphasize “the creation of a virtual 
recruiting environment” to attract talented employees which can provide long-term 
competitive advantage to organization. This virtual recruitment environment includes 
the company website that can be used in recruitment process, social networks and 
professional recruitment sites.  
Some tasks and responsibilities are similar to those of traditional recruiter. Table 1 
shows the traditional recruiter’s job description. 
We took a traditional recruiter job description from a company with over 1,600 
employees in Romania and we modified it only to highlight the duties and 
responsibilities of an online recruiter (Table2.) The way these tasks are executed and 
finalized change the traditional recruiter’s work, in fact all the developments of e-
recruitment based on “Internet, has completely changed the role of the traditional 
recruiter” (Dhamija, 2012). 



2.7. The evolution of e-recruitment: the introduction of Online Recruiter 
 

167 

Another online recruiter’s task is to create the opportunity to motivate and the 
colleagues in the organization, to participate in the recruitment process by posting and 
distributing available jobs in the virtual environment (social networks). 
 
Recommendations for improving online recruitment techniques and practices 
 
Regarding the techniques and methods used in online recruitment, it should be noted 
that there is no formula for success, they have to be adapted and specifically selected 
for each recruitment action. All these techniques and methods show both advantages 
and disadvantages, the online recruiter's role is to select the much more suited methods 
depending on job and the company he represents. 
For example the advantages of an organization career sites are: candidate relationship 
management, high interest in jobs by job applicants and integration with existing 
systems. The disadvantages are the needs for IT specialists and high up front 
development cost (Lee, 2007). The situation of these disadvantages could be changed 
by creating an online job recruiter that must have the necessary IT skills to maintain 
the career site, and thus the company will not need an IT specialist for maintenance. 
A future research direction would be to measure the level of satisfaction of the online 
recruiter and applicant, as a result of experiences during the various stages of online 
recruitment process. An analysis about e-satisfaction can be influenced by the websites 
and online service quality (Constantin, 2012). This analyse can differentiate in an 
emerging economy the online recruitment tools that promise lower margins and no 
higher profits. (Boşcai, 2015). 
Figure 2 below shows the results from an exploratory study of an online recruitment 
company (job board) that illustrate consumer evaluations (Liljander, 2002). 
 

Figure 2: Service elements of a job board and customer’s cognitive and affective reactions 
 

 
Source: Liljander, van Riel and Allard (2002) 
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Table 2: Online recrutier – Job Description 
 

JOB DESCRIPTION Online Recrutier / INTEGRATION EMPLOYEES 
Internal function HR SPECIALIST 
DEPARTEMENT Human resources 
STUDIES specialized higher education 
Hierarchical relations hierarchically subordinate to the head of department 
DUTIES, RESPONSIBILITIES  
 He identifies and evaluates candidates for available jobs and proposes the most suitable 

for the job in question; 
 He elaborates the specifications of the available job in discussion with officers or 

employees of the departments;  
 He  elaborates  and place online ads to attract candidates with appropriate qualifications 

for the job; 
 He contacts and liaises with other external recruitment factors such as specialized 

recruiting sites social sites; 
 He elaborates online procedures and motivates colleagues to participate in the 

recruitment process by distributing job offers and cultivating an employer brand on the 
social networks. 

 He creates a virtual environment by building and maintaining an online social network 
structure; 

 He adapts  recruitment informative materials specific to the organization using the online 
environment; 

 He manages the company's career page or website and also the social media pages. 
 He  deals with management  database and analyses the  applications by choosing the 

appropiate ones. 
 He obtains references about the selected candidates; 
 He reports the projects results to superiors, getting feedback from internal client; 
 He updates information about the legislation and informs the other departments 

(legislation, recruitment techniques, procedures; 
 He provides HR support team, helping to analyse the employees requests to provide the 

best HR programs, processes and procedures; 
 He helps the team of Human Resources to implement and develop programs, processes, 

procedures in own area of expertise, in accordance with company processes and 
procedures; 

 He is required to operate, so as not to expose to danger, injury or occupational disease, 
both self and others during the work; 

 He must inform, when necessary, his supervisor and / or employer, about occupational 
accidents suffered by himself and environmental accidents;  

 He respects the company’s staff management indications; 
 He respects the internal rules and work procedures; 
 He respects the laws, the procedures in the area of responsibility and company policy on 

environmental protection filed, security and occupational health, emergency situations 
Name and surname of the employee Complied by 
Signature 
Date:  Date:  
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recruiter and applicant, as a result of experiences during the various stages of online 
recruitment process. An analysis about e-satisfaction can be influenced by the websites 
and online service quality (Constantin, 2012). This analyse can differentiate in an 
emerging economy the online recruitment tools that promise lower margins and no 
higher profits. (Boşcai, 2015). 
Figure 2 below shows the results from an exploratory study of an online recruitment 
company (job board) that illustrate consumer evaluations (Liljander, 2002). 
 

Figure 2: Service elements of a job board and customer’s cognitive and affective reactions 
 

 
Source: Liljander, van Riel and Allard (2002) 
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Table 2: Online recrutier – Job Description 
 

JOB DESCRIPTION Online Recrutier / INTEGRATION EMPLOYEES 
Internal function HR SPECIALIST 
DEPARTEMENT Human resources 
STUDIES specialized higher education 
Hierarchical relations hierarchically subordinate to the head of department 
DUTIES, RESPONSIBILITIES  
 He identifies and evaluates candidates for available jobs and proposes the most suitable 

for the job in question; 
 He elaborates the specifications of the available job in discussion with officers or 

employees of the departments;  
 He  elaborates  and place online ads to attract candidates with appropriate qualifications 

for the job; 
 He contacts and liaises with other external recruitment factors such as specialized 

recruiting sites social sites; 
 He elaborates online procedures and motivates colleagues to participate in the 

recruitment process by distributing job offers and cultivating an employer brand on the 
social networks. 

 He creates a virtual environment by building and maintaining an online social network 
structure; 

 He adapts  recruitment informative materials specific to the organization using the online 
environment; 

 He manages the company's career page or website and also the social media pages. 
 He  deals with management  database and analyses the  applications by choosing the 

appropiate ones. 
 He obtains references about the selected candidates; 
 He reports the projects results to superiors, getting feedback from internal client; 
 He updates information about the legislation and informs the other departments 

(legislation, recruitment techniques, procedures; 
 He provides HR support team, helping to analyse the employees requests to provide the 

best HR programs, processes and procedures; 
 He helps the team of Human Resources to implement and develop programs, processes, 

procedures in own area of expertise, in accordance with company processes and 
procedures; 

 He is required to operate, so as not to expose to danger, injury or occupational disease, 
both self and others during the work; 

 He must inform, when necessary, his supervisor and / or employer, about occupational 
accidents suffered by himself and environmental accidents;  

 He respects the company’s staff management indications; 
 He respects the internal rules and work procedures; 
 He respects the laws, the procedures in the area of responsibility and company policy on 

environmental protection filed, security and occupational health, emergency situations 
Name and surname of the employee Complied by 
Signature 
Date:  Date:  
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can bring several benefits to recruitment process such as reducing initial costs and 
reducing the time spent with screening activity. 

- Branding and the provision of information to candidates. Candidates can learn 
more about the company and the future job through career information on the 
website, information that can be read, viewed through videos or listened to audio 
files. In this way, future candidates can do a better selection. These online 
recruitment technologies can easily be used to promote employer brand. 

 
Conclusions 
 
The Internet and the development of e-recruitment functions have changed the way the 
traditional recruiter perform his duties and responsibilities. These changes have led to 
the shaping of new jobs as "online recruiter," which besides the fact that he has new 
tasks and responsibilities, he must possess certain qualifications that traditional 
recruiter does not have. These qualifications might be for database management, skills 
and web designer abilities, qualifications and skills to use and select the appropriate 
softwear in order to solve specific recruitment problems, etc. 
It is necessary to built analytical methods for online recruitment tools, so that online 
recruiter can choose the tools that attract the most talented people with minimal 
resources. 
Online recruitment methods can be improved by increasing the corporate career site 
traffic, by using a back-office system, creating a talent pool and an employer branding 
with a lot of specific information available to future job candidates. 
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The above guidance can be used to study the changes that take place when the 
traditional recruitment process turns into online recruitment, the study of these changes 
can lead to the improvement of online recruitment tools. The figure below illustrates 
four elements offered by an online recruitment tool, with examples of procedures. 
Then it suggests five dimensions about the quality of services that an online 
recruitment tool provides. 
These approaches indicate the necessity of continuous research and improvement of 
factors to attract future applicants but also to meet the needs of the organization by 
attracting those candidates that can generate value to the company (Constantin, 2012). 
“A recent trend is for employers and recruiters to utilize social networking sites to 
screen candidates as part of the hiring process” (Vicknair et al., 2010). In this article, 
Vicknair et al. propose additional studies conducted from the perspective of the 
employer/ recruiter’s attitude to answer questions about how often these tools are used 
and what would be the industries that use them. In this way the online recruiter can 
choose when it is relevant to use tools provided by social recruiting and when is not 
the case.  
Vicknair et al. quotes Jacobs (2009) which defines the term social recruiting as 
“harnessing Web 2.0 technology developments and social media tools to communicate, 
employ, inform, and recruit our future talent„The use of such social networking 
websites allows recruiters to connect to a broad array of talented and capable 
candidates in niche communities” (Vicknair et al., 2009). A disadvantage of these 
social networking websites is that applicants usually controls what they post and they 
would not post something that the employers would not like to see. 
Future candidates must be prepared "for the new era of social recruitment" (Faliagka et 
al., 2012), they must have a profile on LinkedIn which they must update and invest 
time to have an extensive list of contacts, also the participation in online discussion in 
communities or blogs can give them greater visibility and thus can increase job offers. 
Parry and Tyson (2008) after an analysis of the use and success of online recruitment 
identify some steps that employers must take in order to improve their success in using 
online recruitment methods. They identified four such steps: (1) driving traffic to a 
corporate website, (2) use of back-office functionality, (3) creation of a talent pool and 
(4) branding and the provision of information to candidates. 
- Driving traffic to a corporate website. If a company does not have a strong 

employment brand in the online environment and is not well known then it is very 
difficult to bring job seekers to their website. Such companies must adopte other 
“advertising channels such as jobs boards or print media to drive people to the 
site” and „jobs boards were used to drive traffic to a company’s corporate website 
through the use of a web link” (Parry and Tyson, 2008) 

- Use of back-office functionality. Technological developments have created the 
opportunity to reduce the number of initial screening activities by using IT 
systems (“use of the back-office system”) that automate certain functions for 
managing the recruitment process and reduce costs significantly. 

- Creation of a talent pool. Applicant’s data can be automatically recorded on a 
system without manual input. Data storage of some talented candidates within the 
organization and subsequent search in this database when a new vacancy appears, 
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reducing the time spent with screening activity. 
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traffic, by using a back-office system, creating a talent pool and an employer branding 
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