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Recruitment in the 21st Century
Strategic recruitment is one of the core functions of the human resource department. Selecting the best candidates in the current century is significant for companies' and organizations' success. The majority of recruiters depend on online sites to search for talented candidates. Professional network sites like LinkedIn allows recruiters to screen potential candidates based on their profile information. The customary methods of recruitment require a lot of time and paperwork. However, starting from job posting to employment, the e-recruitment method saves both employees and employers time. Notably, the utilization of technology like mobile communication, the internet, and social media fulfills and facilitates HR policies within an organization like the recruitment process. Technology advancements allow companies to improve internal processes, organizational structure, and core competencies. The paper discusses online recruitment by examining the individuals who benefit most and those left out, the strengths and limits, and ways in which HR can develop a robust and effective recruitment process.
Online recruitment benefits people with computer skills and those with access to the internet. Some qualified candidates may have the chance to get to jobs, but due to their nature of the environment and lack of resources, they are likely to miss the career of their choices.  Due to advanced technology used in the recruitment process, young people and middle age have better chances compared to old people seeking jobs. Online applications may be challenging to older people who are not used to the internet, like young workers.  The majority of online users are young, well-educated, and non-minorities. Individuals with fewer skills in computers and old persons are the most affected by the online recruitment process.
[bookmark: _GoBack]
Strengths
The use of the internet has revolutionized how companies recruit, thus bringing new changes in the hiring process.  Online recruitment is cost-effective, and organizations preserve resources used in the recruitment process (Marques, 2017). For example, advertising jobs through the internet is cheap compared to newspapers and magazine advisement.  When seeking new employees, organizations incur expenses traveling and advertising. However, using social media platforms, human resource managers can reach potential candidates at low costs. For example, posting jobs on Twitter and LinkedIn is free. Online recruitment also helps companies to avoid traveling costs by communicating with candidates through online interviews. 
Online recruitment facilitates standardized and compliance ways of selecting qualified candidates. The information provided by job seekers is usually obtained in uniform and standard format, which is easier for making comparisons.  It allows for clear objective adjudication of candidates to develop shortlists and get auditable information that helps regulatory compliance (Sabha, 2018). Additionally, online recruitment promotes clear communication between employers and employees.  In online communication, there is usually no word limit, and required details can be expressed explicitly. The automated application provides feedback on who is qualified or not suitable for the job positions.
Using the internet in the recruitment process provides a comprehensive search for candidates, which increases the chances of finding suitable candidates. Selecting the right candidates is significant, particularly for those companies that recruit employees in sectors that require critical skills (Sabha, 2018). The internet is vast, overwhelming, and employers can get in touch with their preferred candidates. Additionally, online tools help in targeting candidates with specific backgrounds and skills. Unlike traditional hiring methods that restrict career levels and geography, online recruitment provided active and current talent databases covering all career industries, levels, and regions.  Moreover, the online hiring process increases the chances for job seekers. For example, posting their CVs online makes them be contacted for opportunities that were not advertised.
E-recruitment promotes a faster hiring process. Responses from both job seekers and employers are immediate and direct.  Before the advancement of technology, companies rely on postal services to communicate to preferred candidates, which was time-consuming (Karim, Miah & Khatun, 2015). HR managers can design job postings anytime from any place with internet access.  The use of the internet also shortens the hiring process, where HR managers are only required to click buttons to sort, filter, and screen data from applicants. The majority of recruitment systems usually have filtration tools to help employers get their ideal candidates. The system fastens sorting candidates according to education levels, experience, and competencies.
Disadvantages
Although online recruitment has several benefits, the method poses some drawbacks to recruiters and job seekers. First, the method requires candidates to be computer savvy. Therefore, the online recruitment process is applicable for job seekers with knowledge and skills about the computer. Additionally, another challenge of using the internet is the relevance of the information to the applicants. According to Jeske & Shultz (2015), the content presented by candidates in the media profiles is questionable regarding their accuracy.  Since social media sites like LinkedIn do not have standardized ways to display user information thus, it is challenging for recruiters to compare the profiles as some information may be missing.
The online hiring process is impersonal. The recruiters communicate through emails and telephone interviews. Therefore, the employers may not have a chance to conduct personal interviews it becomes difficult to indicate whether the candidate will fit within the company culture. On the other hand, the candidate will find it challenging to assess whether the organization is the right place to work.
E-recruitment has a high volume of responses. Today, internet access has become more accessible, and thus a lot of people are likely to view job postings. Therefore, the recruiters receive a lot of responses even from unqualified individuals. HR managers will have to take a lot of time going through every application. The recruiters should be specific about job qualifications and duties. According to Karim, Miah & Khatun (2015), most applicants send their resumes to understand market value without necessarily looking at job qualifications and skills. To the applicants, the process is tedious. For example, in job sites like Career Builder, users must fill a profile while submitting for jobs. The method is tiresome compared to printing cover letters and resumes and emails to the company. Lastly, applicants are likely to experience tough competition in online hiring because of the nature of sources of getting information.
How to Develop Effective and Robust Recruitment Process
The hiring process is a core function for HR managers. Therefore, to recruit talented and diverse candidates HR department should develop an effective hiring process. One way of developing effective recruitment is by creating posts that reflect your organization using Applicant Tracking System. Notably, ATS software helps in automating the job posting process and identifying talented candidates. Some popular ATS software includes Jobvite and Zoho Recruit. For example, Zoho Recruit can help HR managers retain and find talented candidates using diverse features. Additionally, the software helps in sorting out qualified candidates. HR also should look for passive candidates. Passive candidates are the ones currently employed and not actively searching for jobs.
To develop an effective hiring process, HR managers should make data and drive decisions. This involves using a data analytics system to see how many individuals apply for the job. The system also helps to identify the number of individuals interviewed and the origin of the best candidates. By reflecting on some of these factors will help improve the recruitment process. HR also should develop an employee referral program in their recruitment process. This involves engaging employees in the hiring process. Notably, the employees will be motivated to and make recommendations for talented and qualified candidates. Companies and organizations that use employee networks are likely to recruit talented and diverse workers.  
Moreover, HR managers should create a precise employer brand in the recruitment process. The recruitment process is two-way.  The candidates aim at impressing the employers by sharing their skills and experience.  Similarly, companies should attract talented people by explaining why people should work with them. Therefore, HR managers should incorporate the organizational values and mission in the recruitment process.  
Summing up, hiring the best candidates in the current century is significant for companies and organization's success. Due to advanced technology in the recruitment process, young people and middle age have better chances compared to elderly individuals seeking jobs. Online recruitment has both advantages and disadvantages for employers and job seekers. The method is cost-effective, and organizations preserve resources to be used in the recruitment process. Additionally, online recruitment promotes a faster hiring process. Responses from both job seekers and employers are immediate and direct. It also provides a wide search for candidates, which increases the chances of finding suitable candidates. On the other hand, the process is impersonal, making it hard for recruiters to have adequate information about the preferred candidates. In the online recruitment process, the recruiters receive a lot of responses, even from unqualified individuals. HR managers will have to take a lot of time going through every application as one way of developing an effective and robust recruitment process. HR managers should make data and drive decisions. This involves using a data analytics system to see how many individuals apply for the job. Lastly, HR managers should create a precise employer brand in the recruitment process.
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