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Abstract 

Objective and Scope: Ireland is considered to be a home to most of the multinational 

companies. Also, it is a place where start-up activities have risen over the last few years. One 

of the most notable concern is about the availability of skills as the competition for skills is 

intense, especially for technical candidates. The initial task of identifying and attracting a 

candidate is one of the challenging tasks in the entire recruiting process. This study aims to 

find the different methods and strategies to identify and attract a technical candidate in the 

context of improving the sourcing process. So far, however, there has been little academic 

research on the subject from a recruiters perspective. This research, consequently, aims to fill 

the gap in the literature regarding the different strategies that can be implemented to attract and 

identify technical candidates. Ultimately this study aims to provide recruiters with actionable 

insights and recommendation that they can apply to improve the sourcing process. 

Methodology: This study is based on a qualitative analysis of interviews with technical 

recruiters involved in recruiting in four different organization in the IT sector based in Dublin.  

Results: The interviewees reveal many insights, some of which are in accordance, some of 

which are in contrast to the consensus in the literature. Also the interviewees response explores 

the different strategies adopted by the recruiters which the literature review lacked. This study 

showed that recruiters have to diverge themselves in various sourcing channels and not invest 

in just one of them. LinkedIn is the most recommended tool which comes with a bundle of 

features that recruiters must make use. Moreover, the result of this study indicates that 

recruiters have to strategize to make their relationship stronger with the candidates. 

Technologies improve the candidate experience. Hence recruiters must make use of all the 

available channels as mentioned in this study. 
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1. Introduction 
 
Background 

Companies are facing many challenges in the form of competitive advantage in today’s volatile 

world. Human resources are considered to be the most critical asset of an organization as they 

play a significant role in improving the performance of a company. Researchers have proved 

again and again that there is a positive relationship between better human resource practices 

and the company’s performance (Chopra, 2017). Recruitment and selection, training and 

development, rewards, employee engagement, compensation and benefits, and compliance are 

few of the different functions of human resource. The recruitment and selection of human 

resources represent the human resources management’s most prominent stages. The aim of the 

two processes being to obtain with minimal expenditures, the necessary human resources that 

is specified in the recruitment process and derives from the human resources plan (Bekesi & 

Bekesi, 2017; Metz, et al., 2018). 

In order to compete in today's world, companies have to be digitized, and the same rule applies 

to recruitment (Stanton, 2016). Digital technology is the king of everything, and things are 

changing rapidly. Recruitment in the digital age is much different from the traditional 

recruitment method as recruiters in the digital age have to upgrade themselves with the new 

digital platforms continually. "PwC's 2017 CEO survey reports that chief executives view the 

unavailability of talent and skills as the biggest threat to their business" (Cappelli, 2019; 

Norton, 2018). Attracting and retaining talent in an organization is of a big concern for 

business. Moreover, the most notable concern is about the availability of skills as the 

competition for skills is intense. Difficulty in finding the right talent is considered to be the 

most critical threat to the business. According to TechIreland data, the investments in IT 

companies have increased over the last few years in Ireland, and the number may increase in 

the coming years. Ireland is considered to be a home to most of the multinational companies. 
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Also, it is a place where start-up activities have risen over the last few years. Thus it becomes 

essential to understand the recruitment activity adapted in companies located in Ireland as they 

all have to attract and recruit the same candidate pool. 

There is a continuous challenge to recruit the right talent in most of the companies in Ireland. 

Companies are paying above the market salaries to attract and identify talent. Few companies 

have started looking for talent internationally to fill their requirement (Hamilton, 2018). 

Recruiters have a challenging job attracting and identifying talent in companies based in 

Ireland. Every company practices different methods to attract and identify talent to fill their 

requirement. There are no standard techniques that are accepted and practiced across the globe 

when it comes to sourcing candidates. Hence it is vital to examine the methodologies and 

techniques used by the recruiters in Ireland to source the right candidate. 

 

Research Question and Objectives 

According to Saunders et al.(2016), the research question will be the center of the research 

project. It will influence the choice of literature review, research design, approach to sampling, 

choice of data collection and data analysis and, most importantly, how to shape the entire 

research report. This study aims to examine the sourcing methodologies and techniques used 

in recruiting potential candidates in Ireland based IT industry. In order to investigate this, the 

author has set four different objectives. 

 

Research Question 

How to improve the sourcing methods used in recruiting a potential candidate for a technical 

role in Ireland? 
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Sub Question 

What are the different sourcing methods and strategies used in recruiting a technical candidate 

in Ireland? 

Objectives 

• To summarise the available sourcing methods and techniques to attract and identify a 

potential candidate. 

• To explore the best practices used in sourcing a potential candidate which has worked 

better for recruiters. 

 

Research Aim 

This research will aim to address the gap in the literature concerning the sourcing methods and 

techniques used by recruiters in Ireland. Especially regarding the different strategies to be 

implemented while sourcing. In order to do this, the study will address the research objectives 

through a case study method using qualitative in depth interviews among recruiters of different 

IT industry in Ireland. From the outcome of these findings, the author will then provide a 

framework for recruiters in the IT industry regarding best practice in regards to sourcing a 

potential candidate. The outcome of this research will benefit all the recruiters working in IT 

industry in different companies. It will discuss the overall available sourcing methods a 

recruiter can adopt based on the best practices of other recruiters. Although the study 

concentrates on the IT industry in Ireland, the findings will also be beneficial to other recruiters 

of IT industry globally. 

 

 

 

 
 



10 
  
 

2. Literature Review 
 
2.1 Literature Introduction 

The following chapter provides a review of the existing literature available, which substantiates 

the investment being undertaken. The literature review has one central theme, which is 

recruitment, and this is further divided into four different sub-themes. 2.2 defines the 

recruitment process and explores the importance of recruitment in an organization. 2.2.1 

explains and explores different souring methods in recruitment. 2.2.2 examines the evolution 

of sourcing over the years. 2.2.3 explains the influence of social media in sourcing and how 

social media has made sourcing easier and faster. 2.2.4 examines the challenges associated with 

sourcing. 

Attracting and retaining talent has become one of the critical strategic issues in the talent 

management of many organizations (Schlechter, Hung & Bussin, 2014; Singh & Finn, 2003; 

Cited in Tanja, et al., 2018). According to Tech Ireland 2019 update, there are 2364 companies, 

413 multinationals in Ireland (O'Dea, 2019). This number increases every year, and the talent 

hunt for these companies are ongoing. Also according to CIPD 2018 survey, it shows a 

consistent pattern with the 2017 results which signifies that the labor market challenges of 

skills shortage, talent mobility and engagement are intensifying as the Irish economy continues 

to expand. The survey reveals that most organizations have experienced skills shortage (81%) 

in the last 12 months. This is consistent with the 2017 CIPD survey results, and it signifies that, 

as the Irish economy continues to improve, there are more job opportunities, more skills 

shortages leading to more incentives for job mobility. Because of this, HR is placing significant 

emphasis on the retention, development, and engagement of existing employees as well as 

using a variety of methods to source new talent (Connaughton, 2018). There is an ongoing 

search for talent throughout the year as the attrition rates are high and also due to new upcoming 

projects. Census data shows that a majority of the candidates who took a new job last year were 
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not active job seekers, recruiters headhunted them (Cappelli, 2019). There is a constant effort 

from the recruiters to reach out the passive candidates and convert them to a successful hire. 

Organizations are spending much more money on hiring and looking to fill their recruiting 

funnel with more candidates. With such a high ongoing demand for talent, it becomes essential 

to understand if the existing sourcing technologies are helping organizations to meet their 

requirement. However, before reviewing the sourcing techniques, it is essential to understand 

the overall recruitment function and its importance as sourcing is only the initial phase of 

recruitment. 

 

2.2 Recruitment 

“Recruitment is defined as the process of identifying and hiring the best-qualified candidate 

(from within or outside of an organization) for a job vacancy, in a most timely and cost-

effective manner.” (Sangeetha, 2010). It is an essential function for organizations, as “human 

capital” is a key component of an organization’s success and stock valuation (Huselid, et al., 

1997). Houran (2017) states that a wrong hire in a company can cost double the annual salary 

of the candidate, which can go up to six times higher based on the position. Good recruitment 

is vital for every organization - finding the right people for the right roles at the right time. It 

ensures that the workforce has the relevant skills and abilities for the organization's current and 

future needs. Effective recruitment is crucial to the successful day-to-day functioning of any 

organization. It depends upon finding people with the right skills, expertise, and qualifications 

to deliver organizational objectives and to contribute positively to the values and goals of the 

organization (Green, 2019).Companies use various recruitment activities to attract and retain 

potential candidates (Baum & Kabst, 2014). The length and complexity of recruitment differ 

from organization to organization. But in general, recruitment comprises of four stages: 

defining the role, attracting applicants, managing the application and selection process, and 
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making the appointment (Green, 2019; Bekesi & Bekesi, 2017). The goal of recruitment is to 

confine a substantial mass of potential candidates to a generally constrained candidate pool that 

will subsequently participate in the selection process and from which the employees in the 

organization will be made. In this sense, we can say that the success of recruitment has a 

significant effect on the quality of the personnel’s selection process. Recruitment can be of 

three kinds: Agency recruitment, RPO based recruitment and in-house recruitment (Sinha & 

Thafy, 2013). In any of these recruitment methods, the sourcing techniques used to search a 

potential candidate can’t be much different. A third party recruitment agency may be made up 

of recruiters who are dedicated to sourcing candidates. In-house recruitment type in which 

recruiters are focused to cover the internal hiring needs within the organization. RPO based 

recruitment is widely used globally. Recruitment process outsourcing (RPO) is the 

“outsourcing of any activity concerning recruitment and selection”(Wehner, et al., 2012; 

Sangeetha, 2010). Many authors argue about its negative effect on organization attraction. 

Wehner, et al.(2012) argued that RPO can negatively impact applicants whereas Karen & 

DeArmond (2018) concludes in their study that RPO acts as a moderator to the relationship 

between recruiter and characteristics and organization attraction. Recruitment strategies have 

historically followed certain trends – school recruitment drives, employee referral programs, 

job boards, and career sites like Monster or CareerBuilder. Today’s social media culture has 

driven a hybrid approach termed social recruiting (Houran, 2017).  

Various studies have been conducted to show the importance of recruitment in business and 

how they impact the progress of an organization. For any organization, it is a great asset to 

have the right employees and talent (Sinha & Thafy, 2013; , 2018). “Recruiting influences 

employees’ motivation, performance, and retention. Because an organization’s talent 

influences its capabilities, strategic execution, and competitive advantage, recruiting is a 

foundation of organizational performance.” (Phillips & Gully, 2015). The success of an 
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organization is directly linked to the performance of those who work in that organization. 

Hiring the wrong candidate can cause huge damage to the organization. “The more effectively 

organizations recruit and select candidates, the more likely they are to hire and retain satisfied 

employees. Also, the effectiveness of an organization’s selection system can influence bottom-

line business outcomes, such as productivity and financial performance” (Ekwoaba, et al., 

2015). To succeed in this competitive world organizations have to differentiate themselves in 

their attraction, development and retention strategies (Schlechter, et al., 2014). A better 

recruitment process will help an organization to gain a better advantage in the market place, 

improve profits and achieve its business goals. Hence recruitment of potential quality candidate 

into the organization is very important (Sangeetha, 2010).Recruitment is one of the way for 

organizations to maintain the organization culture (Bârgău, 2017). The changing paradigms of 

business and economic scenarios, employment pattern and social networking have changed the 

way employees are recruited over the years. An effective recruitment pattern can be achieved 

when a firm frames a creative and flexible recruitment policy that provides for changing 

working styles (Sangeetha, 2010). 

After reviewing the recruitment and selection in general and their significance role in an 

organization, the author will now review the sourcing in recruitment. Sourcing is the initial 

stage of the recruitment and this study will focus only on sourcing methodologies and 

techniques used in any of the recruitment methods rather than the entire recruitment process.  

 

2.2.1 Sourcing  

 
The Process of finding resumes within the recruitment is referred to as sourcing. The sourcing 

component focuses on the actual identification of qualified candidates and the way to reach 

them (Tanja, et al., 2018). It is the initial phase of recruitment where candidates are found 

through various methods such as advertisements, using appropriate media, such as local or 
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national newspapers, specialized recruitment media, window advertisements, job centers, or 

the internet. Sourcing and screening candidates tend to be more early and superficial aspects 

of recruitment, whereas selection entails choosing finalists based on technical and cultural fit 

(Houran, 2017). The resources used for sourcing candidates are networking, internet, career 

fairs, periodically advertising, direct mail campaign, etc. (Sangeetha, 2010). Candidate 

sourcing activity typically ends once the name, job title, job function and contact information 

for the potential candidate is determined. In some organizations, a person "sourcing" candidates 

perform all stages of the sourcing process, i.e. identifying and pre-screening candidates. There 

is also a growing market for experts, performing the sourcing over the telephone and the 

Internet, as well as researching and profiling candidates (Sinha & Thafy, 2013). Large 

companies have now segregated the sourcing process from the rest of the other process of 

recruitment and have a separate team of sourcers an d recruiters. (Norton, 2018) explains that 

it is important for an organization to have a proper mix of recruiters and sourcers to support 

the business and for various other reasons. 

There are many ways of sourcing a potential candidate. The employee referral scheme is one 

of the effective and easiest ways of attracting candidates to apply for open roles in an 

organization. This scheme offers an incentive to the existing employee to assist in the 

recruitment of friends or contacts. It is widely practiced in many organization (Sangeetha, 

2010;Blacksmith & Poeppelman, 2014; Green, 2019). According to LinkedIn research, the jobs 

filled with referrals are of 48%. It is considered to be one of the cheapest ways. (Cappelli, 

2019). On the other hand, Frank (2018) argues that a new study from payscale shows employee 

referral could lead to paying inequities and a less-diverse workforce. But it is also believed that 

employee referral can lead to higher employee engagement. The employee referral system 

clearly has both advantages and disadvantages. 
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Development of the Internet has disrupted many things in the business. As mentioned earlier 

recruitment has also undergone various change due to the development of the internet. Before 

exploring the social media recruitment or recruitment through the internet, it is also essential 

to understand how recruitment has evolved over the years. The author reviews the evolution of 

sourcing in the next section. 

 

2.2.2 Evolution of Sourcing  

 
The development of the internet increased the usage of social media and technology. Prior to 

the development of technology and social media, recruiters practiced face to face networking 

and cold calling candidates (Blacksmith & Poeppelman, 2014). Technological advancements 

have reshaped job application and selection practices (Derous & de Fruyt, 2016; Ryan et al., 

2015; Cited in Escha, et al., 2019). Traditional sourcing method involved creating a job 

advertisement and publishing in the newspaper format which was time-consuming and costly 

(Jacobs,2009; Cited in Sinha & Thafy, 2013) . It was very difficult for the recruiters in the past 

to reach out to the candidates who were not actively looking for a job change. Gone are those 

days where companies relied on newspaper posts to find a potential candidate. The old post 

and pray approach of placing classifieds in the newspaper can no longer be relied upon to attract 

the candidates (Jones, 2016). The main reasons are that these methods only focus on the small 

and limited active pool of potential candidates but do not give organizations access to the highly 

sought-after talent that may be present in the semi-passive and passive candidate pools (Dutta, 

2014; Khullar, Pandey & Read, 2017; Singh & Sharma, 2017; Cited in Tanja, et al., 2018). 

Both the job seekers and the recruiters are now using new Internet-based tools. Sinha & Thafy 

(2013) also has the same opinion about the changing trend in recruitment. Blacksmith & 

Poeppelman (2014) explains how the old traditional recruiting methods failed to enable 

recruiters to search for qualified applicants who were not necessarily searching for a job. Social 
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media is very much integrated into everyone’s daily life. Everything nowadays is somewhere 

connected to web-based technologies and mobile devices. Many junior employees have never 

known a workplace without the ability to interact using web-based technologies and mobile 

devices. Dery, et al. (2014) explains that social media has resulted in the disruption of 

traditional sourcing methods. Companies have refurbished the old recruitment system by online 

application processes and talent management systems to attract and manage applicants. 

Recruitment websites and printed recruitment advertisements are two different techniques to 

attract potential candidates (Baum & Kabst, 2014). Recruitment websites give the applicants a 

lot of information whereas the printed advertisement is considered as low information 

recruitment practices. While many authors are arguing about the cost-effectiveness and the 

feasibility of traditional recruitment method with the current fast-moving world, Geary (2018) 

has a different opinion about traditional recruitment method. While most companies will have 

some level of social media strategy in place, traditional media is often disregarded in modern 

recruitment. However, traditional media can provide a valuable way to connect with high 

calibre audiences. This has been particularly true in the wake of Cambridge Analytica and ‘fake 

news’ revelations which have sparked a return to more trusted media organisations (Geary, 

2018). 

 

2.2.3 Sourcing through social media  

 
The exponential growth in social media has helped both the recruiters and job seekers to 

leverage the power of social media in advertising and finding a required job. This method of 

recruitment source was used in the mid 1980’s and got systemized in 1990 (Sangeetha, 2010). 

The possibility of reaching out to a larger population by posting a job advertisement in 

organizations website is very low. This is mainly because active candidates apply to these job 

advertisements and the passive candidates are untouched by the organization’s website 
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advertisements (Koch, et al., 2018). Podcasting, Blogging, Social networking sites like 

Myspace, LinkedIn, Facebook and Twitter, search engine optimization and mobile technology 

are few of the social media methods used by many recruiters to search and attract candidates 

(Adam, 2009). In the old media world, video distribution was far too costly for recruiting 

applications, but in the new media world, distribution is essentially free. The possibilities for 

this medium seem limitless. Company website must be strong enough to attract potential 

candidates. According to John Sullivan, 92 percent of the applicants will leave the company 

website without submitting an application. Hence it is very important to have a strong website 

that provides a good candidate experience. An organization needs to have a strong platform to 

engage with job candidates. Madia (2011) explains how company website play a major role in 

recruitment. Before an organization makes its presence stronger within any of the social 

networking sites, it must have a strong website with a proper job application process that directs 

the right candidates from any of the social networking sites to the company website for an 

application or additional information. There are various ways of how a company can build its 

website into a robust recruiting platform. Adam explains a few of the measures to be taken 

while designing the website. An ideal website should allow the candidate to reach the job 

section within a few clicks. Companies should put their website to test to check the basics and 

also to estimate the time taken to complete the application process. Many time candidates leave 

the application half the way due to its complicated process. Simply eliminating a few of the 

clicks can make a lot of difference. It is always recommended to benchmark the company’s 

website against best practices. A company website should be brand driven and must create an 

experience.  

Job seekers are now social users. Mobile phones have made it even easier for them to access 

social platforms at any given point of time. They are always on to the go. Stanton (2016) shows 

the statistics of how job seekers are now social users. According to her study, Facebook has 
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surpassed 1.44 billion monthly active users and 1.25 mobile users; 65% of active users are 

daily users. Twitter has 302 million active users with 80% active on mobile devices and 500 

million “tweets” sent per day. LinkedIn has over 364 million members in more than 200 

countries and territories. Social networking sites like LinkedIn, Facebook and the 

microblogging sites like Twitter are used to attract and recruit both active and passive 

candidates (Koch, et al., 2018). A research conducted by Jobvite showed that 79% of recruiters 

said that they found candidates through LinkedIn, while 26% of recruiters found candidates 

through Facebook, and 14% found candidates through Twitter. Linked In is considered as the 

network choice of a recruiter. Organizations and recruiters can promote jobs to their targeted 

applicants by filtering data from applicant’s social media profiles like LinkedIn (Blacksmith & 

Poeppelman, 2014). One study demonstrated that on average 60% of employees are willing to 

post a job opening on Facebook in order to share it with their friends (Sunderberg, 2014; Cited 

in Blacksmith & Poeppelman, 2014). These social networking sites can also be used to verify 

the information provided by the applicants (Levashina,2009; Cited in Sinha & Thafy, 2013). 

Google+ is also considered as one of the great tool because recruiters can conduct a key word 

search on resumés that applicants are posting to the site. New technologies also use search 

engines and social media site data to keep track of where the best sources of applicants are and 

track the number of qualified individuals who apply, the number of applicants interviewed, and 

also the number that were hired. This information is extremely useful for recruiters when 

determining where to best spend their time (Blacksmith & Poeppelman, 2014). According to 

Campbell, et al. (2017) there has a been 114% increase in video advertising since 2014. 

Implementing video advertisement in recruitment is one of the latest trend recruiters are 

practicing. Many organizations have revamped their job description and ATS to make video 

job description and other video-based contents accessible to the job seekers. Candidates learn 

and retain up to 60% more critical information about the organization and the skills required 
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for the position through video instead of text. A video is easy to watch and listen to on a mobile 

device and they are easy to post and share via social media. It is a great way to spread the word 

and find referrals (Stanton, 2016). 

Job boards are another great resource for sourcing potential active candidates. Avoiding long-

term agreements with one job board would be ideal as it will make the company to be locked 

in with one particular posting board. It is always recommended to use the one that produces 

the best result. Adam (2009) discusses 10 online tools that offer greater flexibility for targeting 

a recruiting message: online ads, banner ads, E-cards or E-blasts, virtual open houses, 

podcasting, blogging, social networking, search engine optimization, search engine marketing, 

mobile technology, and virtual worlds. Companies are using social media extensively to attract 

and identify candidates. While many authors are discussing the advantages of using social 

media in recruitment. Few authors have also explained the pitfall that a recruiter must be aware 

of while using social media in recruitment. Melanthiou, et al. (2015) shows in their study that 

contemporary practice of employee screening through social media can highly affect the hiring 

decision and legal implications are likely to arise with the wrong use of information. 

There are many ways how a social networking site can be used to trace a potential candidate. 

The recruiters scour LinkedIn and social media to find potential candidates. To hire 

programmers, these recruiters can scan websites that programmers might visit, trace their 

“digital exhaust” from cookies and other user-tracking measures to identify who they are, and 

then examine their curricula vitae (Cappelli, 2019).  

Artificial intelligence (AI) should be used to automate the tasks and let the recruiters focus on 

what they do best – finding the right candidates and building relationships (Norton, 2018).  

Organizations are beginning to adopt and capitalize on the functionality of artificial intelligence 

in their recruitment processes. However, little is known about how potential candidates regard 

the use of AI as part of the recruitment process and whether or not it influences their likelihood 
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to apply for a job. Escha, et al. (2019) finds in their research that attitudes towards organizations 

that use AI in the recruitment process, significantly influences the likelihood that potential 

candidates will complete the application process. The novelty factor of using AI in the 

recruitment process, mediates and further positively influences job application likelihood. 

These positive relationships between attitudes to- wards the use of AI in the recruitment process 

and the likelihood of applying for a job have several important practical implications.  

Many companies are now using artificial intelligence in their human resource process to 

improve the job search process. Deloitte Human Capital Trends report of 2017 shows that 38% 

of the organizations are using artificial intelligence in their Human resource system (Walsh & 

Volini, 2017). 

It is still a debatable topic if social media or the internet provides accurate information to the 

candidates when compared to informal forms of recruitment. Rozelle & Landis (2002) shows 

in their finding that social media has a significant role in recruitment. It is essential that a 

recruiter diverges in all the available online channels and leverage the social network to hire 

the right talent. There are many things which can wreak havoc on a sourcing plan. In the next 

section, the author highlights a few of the challenges associated with sourcing. 

 

2.2.4 Challenges associated with Sourcing 

 
In spite of the significance of human resource recruitment in procuring and keeping up a key 

organizational resource, the function presents ongoing challenges for organizations (Walker, 

et al., 2013). It is found that the portion of candidates who use the internet for job searching is 

more than 70 percent. Still, there are many recruiters and HR departments who have not 

explored anything beyond simple job boards like Monster.com, Career Builder.com and the 

company website (Adam, 2009). The rapid development of technology also means that 

recruiter will have to build personal relationships with applicants. It is important for an 
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organization to have the right tool and right recruiters to build that relationship. Recruiters can 

no longer rely on one source to post jobs rather they have to update themselves along with the 

rapid growth of technology. Another challenge will be to maintain the consistency of 

messaging used in the advertisements across all the social media tools. While the world is 

moving towards social media, it is important to understand that there will be always a portion 

of the population who may not adopt social media platforms to search for jobs. Thus recruiters 

will have to ensure that they touch upon this portion of the population while they design the 

strategy to attract and search candidates (Blacksmith & Poeppelman, 2014). The challenges in 

hiring can vary in a different company as it depends on the size of the company, and the type 

of roles the company is hiring. 

 

2.3 Literature Conclusion 

There is a huge demand for (IT) Information Technology candidates in Ireland as more and 

more multinational companies are investing and increasing their headcounts. Also, there are 

many start-ups emerging every year. This creates an ongoing demand for potential IT 

candidates to fill the open requisitions in these companies. Hence this literature review focuses 

on the existing sourcing technologies and how it has evolved over a period of time. As sourcing 

is just an initial stage of Recruitment, the literature review also gives an overview of the 

recruitment process. The influence of social media on sourcing is highlighted in the literature 

review. It concludes with the challenges associated with sourcing. One of the key challenges 

highlighted here is the rapid change in platforms used for sourcing and many companies not 

making use of it. This study will focus on all the methodologies and techniques that are 

currently available for recruiters to source a potential candidate in an IT industry. Also, it will 

examine the scope for improvement based on the challenges. The existing research on 

recruitment emphasizes more on the recruitment process entirely and does not explore the 
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sourcing strategies especially after the latest developments in technology. Moreover the 

existing research do not emphasize on any strategy recruiters can implement while using the 

different tools for sourcing. There is a substantial academic research gap about the subject. 
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3. Methodology 
 
3.1 Methodology Introduction  

This chapter lays out the assumptions regarding the methodology of this research. The purpose 

of this chapter is to demonstrate the research philosophies and methods chosen to analyse and 

present the data collected. The main objective of this research is to perform an inductive study 

to explore the better sourcing techniques and methodologies that a recruiter can implement to 

source a potential candidate. This study will focus only on recruiters in IT companies. 

To conduct this study, it was important that the author considers and understands the different 

research methods available. Research onion was analysed, and all the different philosophies 

were explored to choose the best-suited philosophy for this study. The author also analyses the 

reason for eliminating the other philosophies. In the research ‘onion’ the outer two layers are 

philosophy and approach to theory development. Research onion consists of six layers. At the 

center of the onion is the selection of the techniques used to analyse the data which is the final 

decision of the overall research design. The context and the boundaries in which the data 

analysis techniques and procedures can be decided are found in the outer layer of the onion 

(Saunders, et al., 2016). This chapter will look into research design where it explains the 

research philosophy and research approach selected for this study. It also gives a justification 

for the author’s choice and for rejecting other alternative approaches. It further explains the 

research strategy which the next layer in the research onion is. Further, it gives an overview of 

the selected respondents for this study, time horizon, data collection, and data analysis. Also, 

the author has described the ethical issues that he faced and different solutions to manage them. 

In order to track the most appropriate assistance, the author uses the research onion for this 

dissertation. 
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Figure 1 The Research Onion 

Source Saunders, et al., 2016, p.124 

 

3.2 Research Design 

3.2.1 Research Philosophy 
 
“Research philosophy refers to a system of beliefs and assumptions about the development of 

knowledge” (Saunders, et al., 2016, p.124). The term research philosophy relates to the 

development of knowledge and the nature of that knowledge. The three primary ways of 

thinking about the research philosophy are epistemology, ontology, and axiology (Saunders & 

Thornhill, 2012). The research philosophy which the author adopts can be thought of as 

researchers assumptions about how researcher view the world. Practical considerations will 

influence the philosophy adopted by the author. Not only that the research should be 

philosophically-informed, but they should be able to reflect upon their philosophical choices 
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and defend them concerning the alternatives they could have adopted (Johson and Clark,2006; 

Cited in Saunders & Thornhill, 2012, p.128). In the research onion, there are five philosophies 

a researcher can consider: positivism, critical realism, interpretivism, postmodernism, and 

pragmatism. Positivism relates to the philosophical stance of the natural scientist and entails 

working with an observable social reality to produce law-like generalizations. It refers to what 

is “given”. An existing theory is usually used to develop hypotheses in positivism, but there 

can be an exception. Research is done in value freeway in this method. Critical realism refers 

to what we see and experience. The most important philosophical consideration for critical 

realists is the reality. Postmodernism gives a lot of importance to the role of language and 

power relations. It is value-constituted research. Pragmatism states that concepts are only 

relevant where they support action. This type of research starts with a problem and aims to 

develop a solution. Interpretivism relates to collecting information naturally based on 

interviews and observations. It is value bound research where researchers are part of what is 

researched. It is typically inductive where small samples are collected and in-depth 

investigations are made. It mainly focuses on narratives, stories, perceptions, and 

interpretations. In order to evaluate the objectives of this research, this study will adopt 

interpretivism philosophy. This is highly considered for business and management research. 

 

Justification of chosen philosophy and rejection of alternative philosophy:  

Positivism and realism are philosophical positions which are more inclined towards scientific 

queries. Hence the author did not choose these approaches as it is not relevant for this study. 

In pragmatism, value plays an important role, and it is value-driven research where researcher 

have to adopt both subjective and objective perceptions. According to Saunders et al.( 2016) 

interpretivism is subjective as it focuses on complexity, richness, multiple interpretations, and 

meaning-making. Hence for this study interpretivism is chosen over pragmatism philosophy. 
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In the interpretivism paradigm, understanding the subjective meanings of persons in studied 

areas is of significant importance. Interpretivism philosophy allows the researcher to interview 

multiple recruiters from various organization and collect the required data. The opinion from 

each recruiter will be different as they all have a different experience. Hence each person 

interviewed will have a different point of view about the better sourcing technologies that they 

have been using in their organization. This study aims to analyse the collected data from the 

interviewee and compare it with the literature review of this study and draw a conclusion by 

making recommendations on the best sourcing methodologies and techniques that the recruiters 

use in IT companies. 

 

3.2.2 Research Approach 
 
According to Saunders et al.( 2016) research approach can be inductive, deductive, or 

abductive. This is the second layer of the research onion. The deductive research approach is 

where the conclusion is derived logically from a set of premises, and the conclusion will be 

right when all the premises are true. In this approach, the data collection is used to evaluate 

propositions or hypothesis related to an existing theory. Deduction theory owes much to 

scientific research. It usually uses the existing literature or specifies the conditions under which 

the theory are expected to hold. In a deductive approach, if the results of the analysis are not 

consistent with the premises, the theory is false and must either be rejected or modified and the 

process restarts (Saunders & Thornhill, 2012, p.145). The inductive approach is in contrast to 

deductive, where there is a gap in a logical argument between the conclusion and the premises 

observed. In this approach data collection is used to explore a phenomenon, identify themes 

and patterns, and create a conceptual framework. Researchers are likely to use qualitative data 

and to use a variety of methods to collect these data in order to establish different views of the 

phenomenon (Easterby-Smith et al.,2008; Cited in Saunders & Thornhill, 2012). Abductive 
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approach usually begins with a conclusion, and then a set of possible premises will be 

determined. In this approach, the data collection is used to explore a phenomenon, identify 

themes and patterns, locate these in conceptual in the framework, and test this through 

following data collection. Deduction approach moves from theory to data and induction 

approach moves from data to theory, but abductive approach moves back and forth, in effect 

combining deduction and induction (Suddaby,2006; Cited in Saunders & Thornhill, 2012). 

 

Justification of chosen approach and rejection of alternative approach:  
 
Deductive approach has the tendency to construct a rigid methodology and that does not permit 

alternative explanations of what is going on (Saunders & Thornhill, 2012). This study does not 

have the air of finality about the definition of the hypothesis at the beginning. A theory or 

theme is framed only after interviewing the respondents. Hence choosing a deductive approach 

is not the right choice. Also, the sample size for this study will not be significant in number, 

which can’t be possible in a deductive approach. Using the inductive approach to theory 

development allows the author to use naturalistic and emergent research design to build a 

theory or richer theoretical perspective than the one mentioned in the literature review. 

Sourcing has evolved over a period of time due to the development of technology and the 

internet. The techniques used to source a potential candidate differs in every organization. 

There is no common practice when it comes to sourcing in recruitment. Hence this study will 

be inductive. This approach will allow the author to analyse the data. The inductive 

methodology was likewise picked over a deductive methodology as it permits the author a 

progressively adaptable structure as the examination advances. 
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3.2.3 Methodological choices 

 
Mono method is chosen for this study where only qualitative research techniques will be used 

to collect the required data. One of the main differences between qualitative and quantitative 

research is that the former is non-numeric data, whereas the latter is numeric data. Quantitative 

research is generally associated with positivism and deductive approach. Quantitative research 

examines relationships between variables, which are measured numerically and analysed using 

graphical techniques. Also, it is more associated with experimental and survey research 

strategies. 

Quantitative data is based on the meanings derived from numbers where the collection results 

are in numerical and standardized data. The analysis is usually conducted through the use of 

diagrams and statics. In contrast to this, Qualitative data is based on meanings expressed 

through words which can be spoken or textual and images. In this, the collection results in non-

standardised data requiring classification into categories. Analysis of qualitative data is 

conducted through the use of conceptualization. Qualitative research is often associated with 

interpretive philosophy and inductive approach. This study uses the qualitative method as the 

sourcing methodologies and techniques keep changing and are not the same in every 

organization. Moreover, there is no much research done on sourcing technologies used in IT 

companies. Quantitative method is rejected as it usually uses the existing data to test the theory. 

 

3.2.4 Research Strategy 
 
The research strategy will be the next layer of the research onion. A research strategy is defined 

as a plan of how a researcher will go about answering her or his research question. It is a 

methodological link between the research philosophy and the choice of methods to collect 

analyse data (Denzin & Lincoln, 2011). According to Saunders et al.( 2016) the different 

strategy the researcher can adopt is an experiment, survey, archival research, case study, 
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ethnography, action research, grounded theory, and narrative inquiry. Experiment and survey 

are exclusively connected with quantitative research. “An experiment is a form of research that 

owes much to the natural sciences, although it features strongly in psychological and social 

science research” (Saunders & Thornhill, 2012, p.176). Ethnography, action research, 

grounded theory, and narrative theory are exclusively connected with qualitative research. The 

experiment is much used in psychological and social science research, whereas survey is 

commonly seen in business and management research. A case study explores a research topic 

or phenomenon within its context or several real-life contexts. One of the advantages of the 

case study is that the boundaries between the phenomenon being studied and the context within 

which it is being studied are not always apparent. This is opposite of experimental strategy. 

The case study will be ideal if the researcher wants to gain a rich understanding of the context 

of the research and the process being enacted (Eisenhardt and Graebner, 2007; Cited in 

Saunders & Thornhill, 2012). Ethnography is used to study groups who interact with one 

another and share the same space, whether this is a street level, within a workgroup, in an 

organization or within a society. Many factors influence the selection of a research strategy for 

the research. Few of them are research question and objectives, the coherence with which the 

link to the selected philosophy, research approach, and purpose, and also to more pragmatic 

concerns including the extension of existing knowledge, the amount of time and the other 

resources available to the researchers. 

This study adopted the case study strategy. According to Yin (2014) case study is an in-depth 

examination of a topic within its life setting. Case study data techniques include interviews, 

observation, documentary analysis, and questionnaires. In this study, interviews were 

conducted with four participants responsible for the sourcing potential candidates in their 

respective organization. 
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 Justification of chosen strategy and rejection of other strategies:  
 
According to Saunders et al.(2016) case study strategy can be used with either an inductive, 

deductive or combined approach, to be the most appropriate as it provides the ability to generate 

answers to questions asking why what and how. Interview method will allow the author to 

explore the different areas that a recruiter focusses on while sourcing candidates. Also, the 

author can counter question the interviewee based on the response. Thus the author can 

generate detailed and relevant answers to the questions. 

 

3.3 Sampling - Selecting Respondents 

According to Saunders et al.(2016) there are two available sampling techniques: probability or 

representative sampling and non- probability sampling. Probability sampling is associated 

more with survey research strategies where the researcher has to make inferences from the 

collected sample about a population to answer the research question and to meet the objectives. 

This method of sampling will not be used for this study as it will not be appropriate to answer 

the research question and objectives. Also, probability sampling presumes everyone in the 

population and all have an equal chance of being included. This will not be possible in this 

study due to time constraint and the number of IT companies in Ireland. Hence the 

nonprobability sampling method will be adopted that focuses on a small number of population. 

Four different IT companies were shortlisted based on the strength of the company. The 

shortlisted companies were actively hiring through the year. Recruiters of these companies 

were the research population for this study. Social platforms like LinkedIn, TechIreland, 

Jobs.ie, Glassdoor and Indeed was used to examine the hiring patterns of these companies 

before shortlisting them. Self-selection sampling method was used as it provides more control 

over feedback which is very much required considering the time constraint. The recruiters were 
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contacted through LinkedIn to seek their interest to provide the required information for this 

research. 

 

3.4 Data Collection  

The author uses in-depth interviews for data collection. This was a mono-method approach. 

According to Saunders et al.(2016) the use of interviews can help the researcher to gather valid 

and reliable data that are relevant to the research questions and objectives. Even if the research 

question and objective are not fully formulated, the interviews will help to refine researchers 

ideas. As this study has adopted interpretivism philosophy it is important to have an opportunity 

to probe answers where the author wants the interviewees to explain, or build on, their 

responses. Hence in-depth interviews are selected for data collection. Another advantage of in-

depth interviews is that the questions asked can be complex and open-ended. Face to face 

interviews was conducted with the respondents after formally setting up a time and blocking 

their calendar. This gave the author an opportunity to build a rapport and learn more about the 

study by probing in other question that occurred during the flow of discussion. A telephone 

interview was considered as a secondary option if any challenges occur while scheduling face 

to face interviews. It was difficult to convince recruiters to participate in the interview for this 

study. Hence the author had to reach out to the talent acquisition manager and explain them 

about this research. They further connected the author to other recruiters in their company. 

Also, the author has previously worked in different IT companies as a recruiter for more than 

8 years. Hence networking with other recruiters was easier. 

 

3.5 Data Analysis  

The final layer of the research onion is data collection and data analysis. Thematic analysis 

method will be used to analyse the data of this study. According to Saunders et al.(2016) 
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thematic analysis is a foundational method for qualitative analysis. This involves a researcher 

coding his qualitative data to identify themes or patterns to analyse further related to the 

research question. Although thematic analysis offers a systematic approach to analyse the 

qualitative data, it is yet flexible and accessible. Reading the data multiple times to identify 

themes and patterns will be one of the important tasks while analysing the data. This study  

uses Braun and Clarke’s thematic analysis method to do the analysis (Braun & Clarke, 2006). 

Nvivo software is used to transcribe the audio recording. It can also help to sort and analyse 

the generated codes and themes. 

 

Figure 2 Braun and Clarke’s thematic analysis 6 steps 
 
 

o The Interview recordings are transcribed by using Nvivo software. The recordings and 
the transcriptions are reread to familiarise with all the aspects of the data. This step is 
the foundation for the analysis. 

 
o After familiarising with the data, the author then generates codes that appear 

interesting and meaningful. Table 1 shows all the codes generated for this study. 
 

o The generated codes were analysed, sorted and combined according to themes. The 
author uses Nvivo software to sort and analyse codes. Table 1 indicates the generated 
theme for this study. 

Familirising oneself 
with the data

Generating initial codes

Searching for the 
themes

Reviewing Themes

Defining and naming 
thesmes

Producing report
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o The generated themes were then reviewed deeply to analyse if to combine, separate, 

discard initial themes. 
 

o The themes were then defined and sub themes are created within the generated 
themes.  

 
o Finally the overall analysis is transformed into a detailed writing by relating to these 

themes, secondary data and the research questions. 
 

Table 1 Themes and Coding 
Themes Importance of 

Recruitment 
Channels for Sourcing Strategies for 

sourcing 
Codes 1. Essential 

2. Backbone 
3. Values 
4. Talent hunt 
5. Investment of time 
6. Loss 
7. Introduction 
8. Branding 
9. Culture 

1. Indeed 
2. Online sources 
3. Websites 
4. Technology 
5. Mobile 
6. Traditional 

method 
7. Tools 
8. Advertisement 

 

1. Relationship 
2. Experience 
3. Sincerity  
4. Trust 
5. Consistent 
6. Engagement 
7. Customise  
8. Customer 

engagement 
 

 

 

3.6 Research Ethics 

To ensure the research was conducted in an ethical manner the author followed guiding 

principles from the DBS Ethical Guide. The author considered the three core principles laid 

out by the Belmont Report (1979) concerning respect for persons, beneficence, and justice. 

Three areas of consideration were highlighted by the Belmont Report, the first of which is 

informed consent. Potential participants were invited to take part in the research and further 

contact was made only with those who voluntarily expressed interest. To ensure participants 

welfare was considered, each person was presented with an informed consent sheet, which 

outlines exactly what they were asked to do in the study, including the time commitment 

required and the right to withdraw at any stage with no explanation required. Permission was 

sought from participants in regards to recording the interviews and they were given the option 
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to remain anonymous if they so wished. To ensure their anonymity recordings and files were 

labelled without making reference to their names or any identifying information. The recorded 

interviews were uploaded to two password-protected hard drives and were deleted from the 

recording device. This will preserve both the integrity and the confidentiality of the 

participants. These steps demonstrate respect for each participant and acknowledge their right 

to autonomy (Lindorff, 2007, p.25). All electronic communication such as emails were treated 

in the strictest confidence and were password protected. 

 

3.7 Limitations of Methodology  

It is important to note that due to time and space limitations it will be only possible to carry out 

ten in-depth interviews. The aforementioned limitations mean that the research will solely 

concentrate on the recruiters of the IT industry, though the findings will also be relevant to 

larger organizations. As the method of data collection is through interviews and bias is inherent 

in people, the accuracy of responses cannot be 100% determined as truth. However, measures 

will be taken to address this. The nature of the data collected through this study will be 

specifically focusing on gaining an understanding of the sourcing methodologies and 

techniques used to attract and identify a potential candidate. As such, it will not focus on the 

detailed recruitment process instead only focuses on sourcing. It also will not focus on the 

expectations or experiences of recruitment from the candidates’ point of view. 
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4. Results 
 
This chapter lays out the primary research findings which were conducted through an in-depth 

structured interview. The objective of this study was considered while designing the questions 

for the interviews. Thus this finding aims to answer the research question of this study, i.e.: 

How to improve the sourcing methods used in recruiting a potential candidate for a 

technical role in Ireland? 

In the next section, the author introduces the interviewees and then presents the questions and 

the interviewee’s answers, which are assorted by different categories. 

4.1 Introduction 

In-depth, structured interviews were conducted for this study. The participants selected for this 

interview are recruiters working in different organization. Also, recruiters working in all three 

types of recruitment system are chosen for this study. Each of the recruiters selected for this 

study is actively involved in sourcing to find potential candidates for their respective 

organization. 

The identity of the recruiters and their employer is kept anonymous as per the participant's 

request. Table 1 gives information about the participants and also how they will be addressed 

in this study. 

Table 2 Participant Details 

Participants Organization Recruitment type Years of experience 
in the industry Location 

Interviewee-1 Company A In-House 
Recruiter 6 Years Dublin 

Interviewee-2 Company B RPO Recruiter 5 years Dublin 

Interviewee-3 Company C Agency Recruiter 7 years Dublin 

Interviewee-4 Company D Agency Recruiter 8 years Dublin 
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4.2 Results 

The results of this study are categorised as follows. 

• Recruitment 

• Sourcing 

• Evolution of Sourcing 

• Sourcing on Social media 

• Challenges on sourcing 

• Best Practices 

The Interview questions and their corresponding answers are categorized into different themes. 

Also, each theme is elaborated to understand the purpose of these questions. 

 
4.2.1 Recruitment 

In this first section, the questions aim to elicit the importance of recruitment in an organization. 

As suggested in the literature review sourcing is the initial phase of the recruitment process in 

an organization. Hence the primary goal of this section is to derive a better understanding of the 

Interviewee's opinion about the recruitment process and its importance in an organization. 

Question 1: 

How important is the recruitment process in an organization? 

Interviewee-1: 

"Yeah, I think it's very important. It's more than just filling jobs. It is about protecting the 

culture and the values of the organization. By recruiting people with the same culture and value 

organization can protect their culture. It's important for the sustainability of the company. It's 

a crucial thing for a company, especially for a tech company as there is a constant need for 

new skills. So recruiters must keep themselves updated and aid in hiring the best talent to an 

organization." 

Interviewee-2: 
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"Recruitment is essential for organizations to progress in the right direction. Employees are 

considered to be the backbone of every organization, and choosing the right employee can only 

happen if the recruitment process is robust. Hiring a wrong employee is not only a waste of 

money but also a massive loss of time. There is a lot of time investment to onboard a candidate 

starting from the application stage. If the recruitment process is not given importance, the 

consequences are enormous. We have already read many articles talking about the failure of 

recruitment leading to business failure. One of the example I can think of is the virgin media. 

Due to lousy candidate experience, they suffered a considerable loss." 

Interviewee-3: 

"I think that recruitment is critical because it's somebody's first introduction to a company. No 

matter how good a company is and how nice the people in the company are, if your initial 

introduction to the company is bad, it is going to impact negatively". 

Interviewee-4: 

"I think the recruitment process is extremely important. But regardless of the people you get 

into the company, the actual process in itself, I think that's crucial of ensuring to get the best 

people. Especially in Dublin, it's extremely competitive at the moment. So if you have an 

elongated process, or if you say you ask someone to do a week-long take-home test, that's an 

immediate barrier for them straightaway. One of the most important things in the recruitment 

process is developing engagement with your candidates. And then after that, is following 

through on that, because there are a lot of people who just fizzle out." 

 

Question 2: 

What kind of recruitment process do you use in your organization? Is it agency, In house or 

RPO? 
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Interviewee-1: 

"It's primarily in-house. We have quite a big team of recruiters in Dublin, and then also a team 

in the US. In Dublin, we hire for Europe( London, France, Spain, Italy). We also work with the 

agency. We have an external agency who specializes in specific skill sets. So it's a combination 

of 80%, in-house, and 20% agency." 

Interviewee-2: 

"We have a combination of in-house and agency recruitment. We have a team of nine recruiters 

supporting all the internal requirement. The agency that works for us helps in sourcing 

candidates for niche requirements." 

Interviewee-3: 

 "We are an agency. There are companies we work with, where we're their exclusive recruiters, 

and they don't really have that much in-house. So we would function as in-house recruiters for 

them." 

Interviewee-4: 

"It is an Agency." 
 

Question 3: 

Among the three recruitment process which you think is more efficient? Can you give some 

examples? 

Interviewee-1: 

"I think it's more efficient when you have an established recruiting team, who are familiar with 

the process, and familiar with the skill sets required, and who understands the hiring manager's 

needs. So the in-house recruiting team is a must for a company. And when we have more niche 

skills, it can be more efficient to use an agency to have a bigger pool of candidates or an 

established network. So it's better to have a combination of both in-house and agency. In-house 



39 
  
 

recruiters are familiar with the organization's culture, and they can prep agencies to make 

them understand the culture that is required. Hence in-house is a must." 

Interviewee-2: 

"I think all three kinds of the recruitment process has its advantages. Every corporate company 

should have an in-house recruiting team who can interact with the business, and the HR 

business partners regularly. Having a daily interaction with the business always makes the 

hiring and selection process more efficient. This will also benefit recruiters to have a better 

conversation with the candidates. Agency recruitment may not have the opportunity to have 

regular interaction with the business as much as in-house recruiters. RPO system can help to 

overcome this constraint of the agency. According to me, the recruitment system in an 

organization should be a combination of all the three. This will allow the recruiters to 

outsource the niche requirements to agency or RPO whenever required. Hence in-house 

recruiters can diverge in other areas of recruitment and let the agency source candidates for 

them. But it all depends on the budget and how much the company is willing to spend on Human 

resources." 

Interviewee-3: 

"They are all appropriate in a different situation. There is nothing that one is better than the 

other. It depends on the requirement." 

Interviewee-4: 

"I think it's to do with the size of a company. Bigger organizations, I recommend getting 

someone in the house because they got more roles to fill. Smaller organizations with niche 

roles better actually having an agency do that. Also, if you are a start-up, your main thing is 

to get resources. So they can explore all the three types." 
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4.2.2 Sourcing 

In this section, the questions aim to explore the different options available for recruiters to 

source candidates. It also seeks to understand the existing approach in each of the participant's 

organization. 

Question 4 : 

Some companies are segregating recruiters as separate sourcing group and recruiting group. 

Do you think this is an efficient way of recruiting?  

Interviewee-1: 

"It's a lot about relationship building. If someone can manage that relationship from start to 

finish, it's good. It depends again on the roles. Some roles are more senior or sales roles where 

they're building a relationship at the start and guiding the candidates through the process right 

through from initial outreach to delivering the offer. It's about keeping momentum and keeping 

that consistency is key. Sometimes, If you have someone else sourcing and they've been passed 

on to another person, it's a more complexity to build that relationship with the candidates. I 

appreciate that at times where you need high volume pipeline having a separate sourcing team 

helps. So there's pluses and minuses to both." 

Interviewee-2: 

"It is good to have a separate sourcing team if the company is hiring in volume. If there is a 

separate sourcing team, there will be ongoing applicants fed to recruiters who will then convert 

to a hire. But our hiring is not in large numbers. Hence recruiters here can manage both 

sourcing and rest of the recruitment process." 

Interviewee-3: 

"I personally don't like this. But it's because it's a job I wouldn't like to do myself. I can see 

value in it, where you do spend so much of your time just sending out bounds and not getting 

a response. But I think if you were better at sending out bounds, you'd get enough responses 
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that it's not a waste of time. I think if recruiters were better in sourcing, you wouldn't need a 

separate sourcer." 

Interviewee-4: 

"It's very black and white. I just remember back when I started having to source at the start 

like that. You feel like you're doing as much work for zero gains. I don't know how it is in each 

different company, but I think they shouldn't be so segregated." 

 

Question 5: 

Do you have a separate team for sourcing and another process of recruitment? 

Interviewee-1: 

"No. We only have full cycle recruiters." 
 
Interviewee-2: 

“No.” 

Interviewee-3: 

"We do not have a separate sourcing and recruiting team. Recruiters here handle all the 

process starting from initial candidate hunt." 

Interviewee-4: 

"No." 

 

Question 6: 

What are the primary and secondary sourcing channels used to search an active candidate in 

Ireland? Can you list out all the available sourcing channels that you are aware of? 

Interviewee-1: 

"I suppose there are different channels that I would use as a recruiter in Ireland. Typically 

LinkedIn is a great source because most of the candidates are on that. It requires a tailored 
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approach. It has to be treated with care in terms of how you're sourcing candidates. There are 

also other methods, like using a tool called Eightfold. It gives insights about previous 

applicants. Eightfold is an artificial intelligence type tool, where you import the job description 

into it and gives suggestions of suitable profile to give a match, percentage of how relevant 

they are, etc. For recruiting candidates in different locations, we might use different tools. For 

advertisements, we use Jobvite, Glass door, and Indeed. We also use referral programs a lot." 

Interviewee-2: 

"Primarily, we use Social networking site like LinkedIn. Other sourcing channels that We use 

here are social networking sites like Facebook, Twitter, and company database (ATS)." 

Interviewee-3: 

"LinkedIn is obviously. But more than that, networking is enormously important for technology 

in Dublin. It's a small community. It's still a tiny city, and your reputation is so important. I put 

a lot of time into my reputation. I like technology anyway. So I 

put a lot of time into this. I go to meet ups, I'm naturally a nerd. So it ties in with my social 

time. I also put a lot of time in my online presence, what I tweet, and I post on LinkedIn. That's 

my whole general vibe and reputation and brand. And everything is tied in with making people 

think of me when they want a recruiter. So if they are not looking for a job now, but they'll 

follow me on Twitter or follow me on LinkedIn because I post entertaining articles. It's all 

about reputation and networking. I love people to think of me as somebody that knows a lot 

about technology, that I'm approachable and I'm nice. I have candidates that I chat to every 

now and then. But I might have known them for several years. And when they're looking for a 

job, they come to me."  

Interviewee-4: 

"I use LinkedIn mostly. The engagement with the candidate on LinkedIn can have both negative 

and positive impact. But it is used widely for sourcing. There's a lot of other channels out there. 
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My company has done pretty well off, and they wouldn't be the most obvious channels either. I 

don't want to give away all the secrets. But different things like I like slack channels are great. 

Different online forums and stuff like that." 

 

Question 7: 

What is your opinion about the referral system in an organization? 

Interviewee-1: 

"Referral system is one of the easiest ways of hiring a potential candidate. Yeah, it is a good 

source. Generally, good employees know good candidates. So referral system must be used 

even before trying out other sources." 

Interviewee-2: 

"The ratio of offer decline through a reference is usually much lower compared to other means 

of hiring. We plan different referral programs in our company to motivate our employees to 

refer their friends or ex-colleagues. Around more than 20% of our hiring happens through 

referral programs." 

Interviewee-3: 

"That's one of the best sources. It's statistically the highest source of high-quality people in our 

company. A good engineer will always know somebody really good who can fit their team and 

work with them. They will also think of culture fit before referring anyone into their team. 

Culture fit is so important. So if employees refer somebody from their previous team, half of 

your work is done already." 

Interviewee-4: 

"As bigger the organization gets, I think it's important to have the kind of handbook something 

seven steps with the referral system." 
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4.2.3 Evolution of Sourcing 

In this section, the questions aim to get an overall understanding of how sourcing has evolved 

in the last few years.  

 

Question 8: 

Recruitment (Sourcing) has evolved over the last few years. What are your thoughts on this? 

Interviewee-1: 

"Yeah, definitely, it changed a lot. And it's not just in terms of sourcing. It's not just the case of 

going on LinkedIn anymore and looking for candidates. Sometimes you need to more than that. 

A lot of the time, they are passive candidates. You have to connect with them at various events, 

meetup events are, or hosting talks internally and in the company, where you are showcasing 

what we're doing and trying to entice candidates that way. So, it definitely has changed. It's 

constantly changing. With data science and analytics, you get an insight as to where the talent 

is, what locations they are. It has become more efficient to recruit or cost effective. But I think 

it's more than just sending out emails now." 

Interviewee-2: 

“Every year we see new progress in recruitment. I have heard my senior recruiters talking 

about giving a job advertisement in newspapers. Off course we don’t do that now very often. 

We use social media instead. Our parents talk about the hiring system during their era. It’s 

mostly using a traditional paper application. Most of the changes that we see in recruitment 

today are mostly due to the advancement in the way we use computers. Social media and the 

internet have disrupted most of the old methods.” 

Interviewee-3: 

"Well, online obviously has changed drastically over the last 10 years. I recruit for tech. The 

methodology for sourcing has changed a lot because for technology, you have to look at a lot 
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of sources, different areas, different places. And meetups are becoming more important, 

because a lot of technical people may not have an extensive digital footprint. So you have to 

go to where people are to speak to them. Because all the other recruiters are online. So if you 

are not online, you're not going to talk to people who are there. You know, you're going to get 

people they don't have. Community sourcing is important. I guess long term view of sourcing 

rather than looking at what can I close this month. You're looking at building a long term 

relationship with people. So they may not be looking for a job now. What you want them to 

think well of you so that they'll come back to you in six months? But it's not. It shouldn't be a 

strategy, it should be sincere because people can smell and sincerity." 

Interviewee-4: 

"Well, I'd say there's a lot more technology that's come into recently trying to speed sourcing 

off trying to make it easier for the person actually doing the sourcing. It does have certain 

benefits like now everything's a lot more categorized. And it does make it easier to keep track 

of things. You can speed up things in different ways. But I also feel that kind of creates a bit of 

laziness, and then can end up being not great for the candidate." 

 

Question 9: 

Do you think traditional advertising method should be still used in recruitment? 

Interviewee-1: 

"Yeah, I think in terms of the advertising and presenting the opportunity. Definitely, there has 

been a change as well. It's a candidate-driven market, especially in the tech industry. The 

environment, the culture, and selling the opportunity, the progression needs to be incorporated 

into the advertisements. People are visual these days so heavy text advertisements, visually 

based ads, videos give visual on the opportunity like they can picture themselves working in 

that role rather than just enlisting analyst and responsibilities. And that can use mobile and 
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the mobile phone application. People are applying for jobs on their phone. So incorporate 

them using all these latest updates." 

Interviewee-2: 

"Definitely yes. In fact, most of the companies are still using this method to internally 

advertisement the jobs to their employees. There are companies which use placards and 

pamphlets which are placed in breakout areas where employees can have easy access to. This 

is one of the traditional methods of recruitment." 

Interviewee-3: 

"It depends on the sector. For technology, I don't know how much point there is in print media. 

It could be used as an addition to a campaign like you can see a face fresh as a way to catch 

people's eye. But there are lots of areas where people don't have a significant online presence. 

In other sectors, where putting an ad in the newspaper is extremely reasonable. We're going 

to get people who don't spend their lives online. We don't need to. They're not on Twitter, 

they're not going to be looking on websites." 

Interviewee-4: 

"Traditional advertising is good, and concept of it. But I think the formalities and stuff need to 

be taken away of, okay. And especially my industry, each industry, and each job should be 

different. If you're looking for someone a bit more formal, they kind of write the job, but more 

formal, I think it's the case for case. But my overall opinion is, I think, push away from 

traditional advertising." 

 

4.2.4 Sourcing on Social media 

Another aspect of the significant importance of this dissertation is how to improve the sourcing 

methodologies. There is very less literature regarding this. Hence the following questions aim 

to discover if the recruiters adopt any of the methods mentioned in the literature review. 



47 
  
 

 

 

Question 10 : 

How much importance has to be given to company website /ATS(applicant tracking system)? 

Interviewee-1: 

"It is vital for being efficient in organizing the hiring process, managing evaluation, and 

guiding candidates throughout the process. Also can be used to communicate with candidates. 

A good ATS gives good visibility of a candidate to everyone in the team. Hence even if someone 

goes on holiday, other recruiters can just pick up from where they left off and continue with 

the process." 

Interviewee-2: 

"Applicant tracking system must be given the utmost importance in the recruitment process." 
 
Interviewee-3: 

"It is extremely important to have a good applicant tracking system to have an efficient 

recruiting process." 

Interviewee-4: 

"That's extremely important. And building up a good database, it's like for us is actually for a 

new company." 

 

Question 11: 

Is your company ATS user-friendly for applicants? How many minutes does it take for a 

candidate to complete the application? 

Interviewee-1: 

"It is user-friendly, but there are certain issues which can be changed. It takes more than two 

minutes to complete the process." 
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Interviewee-2: 

"Our company ATS is user-friendly, but it takes more than 2 minutes to complete the 

application process. This could be one of the reasons for candidates to leave the application 

process half the way. Our company is working to make changes to it very soon." 

Interviewee-3: 

"It can be better as it really has many steps to be completed and candidates may find that 

annoying." 

Interviewee-4: 

"Our company ATS is pretty seamless, to be honest. It requires about four or five clicks max, 

to have everything done. And that includes clicking on jobs, selecting the job, and then 

uploading the CV. So not too bad." 

 

Question 12: 

Do you take feedback from the candidates regarding the company ATS? 

Interviewee-1: 

"No, we do not. (It is a good suggestion, I will surely recommend that to the concerned 

team)" 

Interviewee-2: 

"No, but it is good to take feedbacks from candidates and know-how are they liking the ATS." 
 
Interviewee-3: 

"No. But it could be done in the future." 
 
Interviewee-4: 

"Yes, it definitely will be beneficial." 

 

Question 13: 



49 
  
 

How, according to you, should the company ATS be designed to make it more user-friendly 

and less cumbersome for candidates? 

Interviewee-1: 

"Being able to tag or associate candidates using certain tags or some technology where you 

can readily bring up a list of candidates. It must have that task tag associated with them. For 

instance even if we the candidate is not relevant for the role that you're actively hiring for, but 

we have a different role, or we will have a different role in future, or they're relevant to our 

company in whatever way. Being able to bring that list of very easily will be great. To be able 

to tag them with specific code so can recall them whenever required. I would love this feature 

to be added in the ATS." 

Interviewee-2: 

"According to me, the ATS should be very simple. It must allow the candidate to upload the 

resume in few clicks and auto-fill all the required data based on the resume uploaded. This will 

allow many applicants to apply. But this also has a drawback of increase in the non-relevant 

application. Hence there should be one or two skill-based questions asked in the application 

to avoid irrelevant applications." 

Interviewee-3: 

"The one that I spend a lot of time on online channels full of developers, people who work in 

technology, every single one of them complains about the ATS. There are ATS that people will 

not apply to a job for a company if they log on to their job website. And they see they're using 

certain ATS like XXXXX they will just log off and not apply to the company because they know 

that's terrible. They just won't apply because they know they'll be led through like four 

completely pointless, tedious, painful screens. If its longer than two or three clicks or a couple 

of minutes on desktop, they just won't do it. I like workable because from the candidate 

perspective they just have to answer a couple of drop-down questions, that's fine. 
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On the client-side, it's drag and drops to submit a CV, and then there are 4 or 5 simple tabs. It 

just needs to be one or two clicks. The greenhouse is good for the candidate application side, 

it's not great on the other side. It's really important in recruitment that the client or the recruiter 

should remove as many obstacles as they can for the candidate. It doesn't matter if it's more 

work for recruiters but should be better for candidates. You need to remove obstacles for them. 

Companies want to complicate the ATS because of the 80% noise that generates which are 

irrelevant. But it is important to focus on the rest 20% and make sure there are no obstacles 

for them." 

Interviewee-4: 

“It should not be a barrier for candidates to not to proceed with the application process. It 

should work as a good database for recruiters. Applicants should be able to complete their 

application in a few clicks.” 

 

Question 14: 

Do you have a mobile app for your candidate application? If not, is your company ATS mobile 

friendly? 

 

Interviewee-1: 

"I think we have a mobile application." 
 
Interviewee-2: 

"No. We do not have a mobile application, but our ATS is mobile-friendly." 
 
Interviewee-3: 

"We do not have a mobile application. But it is mobile-friendly." 
 
Interviewee-4: 
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"Yeah, definitely. I think the main thing is company websites should be mobile friendly. I think 

that's important. I wouldn't see myself downloading the app personally. But if the website is 

not mobile-friendly and there is no application, then I think that might just be another barrier 

for applicants." 

 

Question 15: 

How frequent are these online sourcing channels changing? 

Interviewee-1: 

"If you are consistently using LinkedIn as a source, then there is no much of a change other 

than the new features added to LinkedIn." 

Interviewee-2: 

"Very often. Every six month, I hear a new sourcing channel." 
 
Interviewee-3: 

"It's changing all the time. Like there's a lot of browser extensions for LinkedIn that change a 

lot because LinkedIn is constantly updating to stop browser extensions. Indeed, it has 

drastically changed over the last year." 

Interviewee-4: 

"Very frequent. I read online articles." 

 

Question 16: 

Does these online sourcing channels require any additional or paid access? If yes, how feasible 

is investing in these platforms? 

Interviewee-1: 
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"There are free and paid as well. We would have to pay for it. Subscription, maybe for a year 

or, we might even try this initially for a month for free. And if it's proved to be useful, we might 

look at getting a full license." 

Interviewee-2: 

"Most of the sourcing channels are free but to get access to an additional feature we do need 

to pay. Any company will not invest in all of the sourcing channels. We have paid access to one 

of the job board and social networking site like LinkedIn." 

Interviewee-3: 

"There's a lot of free access, you can source on Twitter for free. If you are GitHub, Stack 

Overflow. But LinkedIn still remains the best because there's no video on all of the other talent 

platforms, there's more value add, the candidates will be honest. So there are paid and free 

access sources. Companies can invest based on their budget and requirement." 

Interviewee-4: 

"Most of them are free of cost. Some are paid. Paid ones are mostly the big job boards, which 

is more an opportunity cost." 

 

Question 17: 

Do you use a podcast for recruiting in your company? 
 
Interviewee-1: 

"Yes, We have a separate team working on that." 
 
Interviewee-2: 

"No, We do not use must of podcasting." 
 
Interviewee-3: 

"No." 
 
Interviewee-4: 
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"No" 

 

Question 18: 

Do you use blogging as a recruitment tool? Can you give some examples? 
 
Interviewee-1: 

"Yes, I blog. It is useful in recruitment. My colleagues do a lot of blogging for recruitment." 
 
Interviewee-2: 

"Yes. I often blog, and I have huge followers. Blogging is one of the good ways to reach out to 

a larger crowd." 

Interviewee-3: 

"Yes, I blog. I blog under my own account. It is very much beneficial in recruitment." 
 
Interviewee-4: 

"Blogging, yes. I will be writing another blog tomorrow. So I think blogging has its benefits. It 

more it's I think it's more of a marketing ploy than anything. And I don't think it creates any 

long term Concrete Work. But me writing a blog, I don't think necessarily going to get me a 

placement. In this industry, you're measured like the short term as well. Creating brand 

awareness and stuff. Yeah, I think it's important, and it's a way you get to talk about whatever 

you want." 

 

Question 19: 

What are the browser extensions you have used for recruiting? How efficient are they? 

Interviewee-1: 

"I use browser extensions for creating a Boolean search. I also use browser extensions like 

Talently for scheduling meeting or coordinating my calendar. A Lot of time, I find that those 

tools are useful." 
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Interviewee-2: 

"I have used Github and Lusha. There are very much useful to retrieve contact details from 

Linkedin. I also use a few other browser extensions like Grammarly, bitly, and many other 

which help me keep my work organized." 

Interviewee-3: 

"There are many browser extensions that help us find contact details of candidates. But though 

they are very much helpful to get the contact details, I would not prefer contacting any directly 

without a prior heads-up. People do not like that nowadays. So we need to use these extensions 

in the right way carefully." 

Interviewee-4: 

"Yeah. They are of big help to me. The biggest one is Grammarly. I'm dyslexic. So before 

Grammarly, my emails were not that good. I used to love contact-out. That would give you 

candidates email and phone numbers. Some people didn't like that too much. I think the whole 

cold call thing is slightly dying out at the moment. Another extension I use is Gorgious 

Template. It is very user-friendly and saves a lot of time." 

 

Question 20: 

How is the response rate of candidates via social media? Do they respond to recruiters 

immediately? 

Interviewee-1: 

 "It is very good." 
 
Interviewee-2: 

"It’s good. We definitely have to follow up, but it’s one of the easiest ways to reach out to 

them." 

Interviewee-3: 
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"50-60% via LinkedIn" 
 
Interviewee-4: 

"Low at the moment but above average for us from talking very personally. And that's the one 

good thing the thing does give you full insights and stuff like that. I think this relates back to 

the previous question, if I like for old forms of media and stuff, the way we write our job 

approaches would be slightly different. It wouldn't be so having something customized is 

always important. Having a catchy title, and then just having like, the information there for the 

person they want to see first, as definitely helps." 

 

4.2.5 Challenges on sourcing 

As suggested in the literature review, there is a massive challenge for a recruiter to hire a 

technical candidate in Ireland. For this reason, the author asks the interviewees the following 

question to understand their problems in the industry. 

 

Question 21: 

Is there a talent crunch in Ireland(or the country you are working)? If yes how does this impact 

recruitment? 

Interviewee-1: 

"Yeah, definitely. There are challenges in finding a candidate. Candidates have more 

opportunity to choose today. They can negotiate easily on salaries, works hours, benefits, 

flexibility. It creates challenges around all these things. So the talent crunch impacts recruiters 

by making it more challenging to convince the candidates to accept the offer." 

Interviewee-2: 
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"Yes, the candidate pool is small, and all the recruiters are reaching out to the same bunch of 

candidates. Hiring becomes more and more challenging every time. When there is a demand 

for talent, candidates are often very selective about taking the call." 

Interviewee-3: 

"I don't feel a shortage of people, humans are there like people exist. It's getting them to care 

about us. And I think when people don't want to find people, they just can't get people to 

respond. I can definitely find people who have the skills, they just do not want this job, you 

know, because the job is kind of weird. And that's fine. I just have to send enough target 

messages to candidates. It is something that rubs me the wrong way. When people are like, oh, 

there's no people. And it's like, people, you just have to really share the difference. I used to 

work for a much bigger agency. And all my clients are like these finance guys screaming your 

life away and coding like web applications in these ancient Java stocks. And yeah, it was really 

hard to find people because nobody wanted to do it. Now we have good clients and interesting 

jobs. And it's just not easy to find people. But when you message people they respond." 

Interviewee-4: 

"Yeah, there definitely is a time crunch. Time squeeze, let's say a crunch. Because I find that a 

lot of it relates back to the company first. If you've got a good company that like are willing to 

sponsor, it actually makes your job easier. It's about the companies to say to decide on the 

budget. It's not even that interest in a project. That's when you really feel the talent crunch in 

itself, especially for more niche jobs. It can be pretty tough. But and there are a few barriers 

that really are going on in Ireland. Obviously, the property would be a big one as well. And 

but there are also some benefits at the moment as well, because the majority of companies are 

setting up would have some American influence or European influence. The way to get start-

up straight away."  
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4.2.6 Best Practices 

As evidenced in the answers about challenges faced by recruiters, recruiters have to overcome 

many various obstacles to succeed. But there are successful recruiters in the market who can 

overcome these challenges. To understand what are the strategies they follow, the author asks 

the following question. 

Question 22: 

 What are the best practices that you recommend a recruiter should follow to be successful in 

this industry? 

Interviewee-1: 

"I definitely think building a relationship and respecting candidates time is the key. Providing 

feedback, building your own reputation, being more knowledgeable about your company, 

doing proper research on the role that you are working for. Being honest to the candidates and 

having that transparency makes a lot of difference." 

Interviewee-2: 

"It's always good to keep yourself updated with the latest changes that been happening related 

to the sourcing channels. Diverge yourself into all the available online sources. But most 

importantly try to build a good relationship with the candidates. Always try to maintain a good 

candidature experience. You can always get a referral from your candidates. Like I said 

earlier, referral programs are the best and easiest way of getting leads. Be active on every 

social media, engage yourself better, build a better brand for yourself." 

Interviewee-3: 

"You have to be very precise when you're reaching out to people. Don't send them an irrelevant 

job. Which means that you have to know your technologies, you have to know your areas to 

recognize the similarities between the job and the candidate. Understand the Precise stuff 

they're working in, understand their area that they are working in. If its middleware, frontend 
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or backend, what is microservices? What technologies? Does this person care about it? 

Everyone has a hook? What is the motivation for them to look for a job? Is it for job title or 

money? Is it technical experience or for learning? So sending 100 inmails ever worked 

definitely doesn't work anymore. So you have to know what you're talking about. You should 

be able to get on the phone and talk about the company and what they do, and why that's 

important, and the technologies, how they relate to what the candidate is doing. New 

technologies are coming up every time. Keep updating yourself so that you can talk to 

candidates well about it. Be sincere, be honest. And always give feedback." 

Interviewee-4: 

"Yeah, customer engagements meet and actually meeting people. And a lot of other places. I 

think it's a lot more standard, no good. I think it's actually one of the best parts of the jobs, you 

got to get out of the office for a while. You got to go meet chat with someone, and you're not 

going to be your best friend. Every time. I think people have this kind of weird stigma, it's easier 

to send them an email. If you go somewhere, you know, someone has a chat. And that's, that 

definitely helps, then because that they'll go to you pretty much all the time. And from a referral 

standpoint. So and that's what I'd always encourage, especially if you're based in the city center 

looking, it's impossible, it's impossible. But if you can meet someone for coffee or whatever, I'd 

recommend doing it. And also advertisements, write your ads correctly.
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5. Data Discussion 

 

5.1 Introduction 

In this chapter, the author analyses the primary data from the in-depth structured interview and 

the secondary research data derived from the literature review. The author contrasts and 

compares both the primary and secondary data to identify and highlight trends and best 

practices in the industry as recommended by the interviewees. The objective of the study is 

considered while analysing the data. 

Objectives 

• To summarise the available sourcing methods and techniques to attract and identify a 

potential candidate. 

• To explore the best practices used in sourcing a potential candidate which has worked 

better for recruiters. 

The data discussion is made under the different themes that permeate the data analysis, these 

are: 

1. Importance of recruitment 

2. Sourcing channels used in recruitment 

3. Strategies used while sourcing in recruitment 

 

5.2 Importance of recruitment 

The literature review emphasizes the importance of recruitment in an organization. Many 

authors argue that recruitment is vital for every organization. All interviewees generally agree 

that a robust recruitment process can help in the progress of an organization. 

For Interviewee-1 recruitment is just more than filling jobs. He says it plays an essential role 

in protecting the values and the culture of the company. Bârgău (2017) has a similar opinion 
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about recruitment.Interviewee-1 explains that recruitment is very much crucial for the 

technology company as new skills are emerging in the market. Also, technology-based 

companies should continuously look for new skills. Hence hiring new talent will always aid in 

the progress of the organization. Interviewee-2 emphasize how a wrong hire can cause damage 

to an organization. He illustrates this by giving the example of Virgin media based on one of 

the recent articles he has read. Ekwoaba, et al. (2015) also has a similar opinion about 

recruitment. All four participants emphasize why the recruitment process is extremely crucial 

for an organization, especially for a technology-based company. Interviewee-3 says that no 

matter how active an organization is, its initial introduction to its employee has to be good. 

Hence companies cannot neglect the recruitment process. 

In regards to the types of recruitment as mentioned by Wehner, et al. (2012) and Sangeetha 

(2010), the participants were a mix of agency, RPO and in-house recruiters. Most of the 

organization have their in-house recruitment team, but they rely on agency recruiters for niche 

skills. This is usually because agency recruiters possess an ability to work on a particular skill. 

Hence their network on that skill would be stronger than the in-house recruiters. All four 

participants have a mix of opinion about the different types of recruitment system. Interviewee-

1, Interviewee-2, and Interviewee-4 stresses that every organization must have a robust in-

house recruitment team. It should be a mix of 80% inhouse and 20% agency, whereas 

Interviewee-3 argues that each of the recruitment systems has its advantages. They are all 

appropriate when used in the right way. 

Overall all the participants are in line with the content illustrated in literature review about 

recruitment and its impact on an organization. 
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5.3 Sourcing channels used in recruitment 

From the literature review and the interviewee responses, it is clear that there are many 

challenges for recruiters to source a potential candidate in Ireland, especially a technical 

candidate. In spite of all the challenges involved, recruiters can quickly and successfully source 

a candidate by using the right tools. To decide which recruitment channels are the most efficient 

for each organization, recruiters will have to consider many factors like cost per hire, time to 

hire, quality of hire, and many other factors. This study will not provide any data on these 

factors. The author suggests the following tool based on the literature review and interviewee 

responses. But the organization should track many metrics based on their past experience and 

then choose these channels. 

• Company ATS (Applicant Tracking System) 

• Job boards 

• Social networking platforms  

• Browser Extensions 

• Podcasting and Blogging 

 

5.3.1 Company ATS  

A company applicant tracking system (ATS) is considered as the low-cost first-step in 

identifying a candidate. As mentioned in the literature review, Adam(2009) and Madia(2011) 

stresses the importance of a company website or applicant tracking system. All the participants 

have a similar opinion about the applicant tracking system. They argue that their company ATS 

has many loopholes, which can be improved. Taking feedback from candidates seemed like a 

fair idea to understand the drawbacks of the ATS and try to improvise them accordingly. As 

mentioned in the literature review, studies indicate that applicants leave the application process 

half the way due to its long and tedious process. Interviewee-3 has experienced a similar issue 
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with a few websites, which is known for its long and tedious process. She mentions that few of 

the candidates have complained about them not approaching those companies due to their 

complicated website. According to interviewee-2, an ideal ATS must be simple and must allow 

the applicants to upload their resume in few clicks. Interviewee-1 states that the search method 

in the ATS should be more comfortable so that the recruiter does not miss any candidate profile 

existing in the database. This could be a feature added to the ATS. Most of the ATS is not 

efficient when it comes to running a search string to find a relevant candidate. One of the main 

drawbacks of making the ATS simpler and easier is the increase in irrelevant applications. 

However, interview-3 states that the main goal while designing ATS should be to remove all 

the obstacles for the applicant. Making the ATS more straightforward may increase the 

irrelevant application, but it is important to take all the measures to make the application 

process easier for the relevant applicants. 

 

5.3.2 Job Boards 

Job boards are one of the essential sourcing channels for recruiters. Though it is extensively 

used by many recruiters, it is not used much for technical hiring. Interviewee-2 states that she 

does not use any Job boards. Job boards are not free of cost. They come with an enormous 

expense, which is not worth if there are no much hires made by using them. Also when the 

recruitment budget is tight organizations will not want to spend money on fruitless recruitment 

channels. Interviewee-2 also describes how job boards like Indeed have come up with some 

excellent features in recent times. But recruiters cannot solely depend on job boards to source 

a candidate. Adam (2009) mentions that companies should avoid any long term agreement with 

one job board. After analysing both the literature review and the Interviewees response, it is 

clear that organizations should avoid putting all the recruitment eggs in one job board basket. 
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5.3.3 Social networking platforms  

The social networking platform has opened up a new path of engagement for recruiters. It has 

revolutionized the way how information’s are exchanged between the recruiters and the 

candidates. As mentioned in the literature review, social networking platforms cannot be given 

a miss by any recruiter to be successful (Melanthiou, et al., 2015; Norton, 2018; Cappelli, 

2019). All the interview participants have a similar opinion about social media, and the 

interview responses reveal that social networking platforms are considered as the primary 

sourcing channels in every organization. Both among the job seekers and the recruiters 

LinkedIn is perceived as the most important social media channel.Interviewee-1 states that the 

usage of LinkedIn is not limited to only source candidates, but the LinkedIn paid access offers 

a vast variety of services which can make the recruitment process more efficient. For instance, 

LinkedIn has features which can derive a market intelligence report for a required skill. This 

information can be very much useful to plan the entire hiring process. Facebook, Twitter, and 

Instagram are the other social networking platforms which are used by the recruiters. The 

Interview responses reveal that there are many such platforms available which can be used 

based on the location and requirement of the organizations. But Linkedin, Facebook, and 

Twitter are the ones extensively used in Ireland. 

 

5.3.4 Browser Extensions 

Browser extensions are great because they make life easier for anyone whose work is 

dependable on the internet. If the right browser extensions are installed, they can do wonders 

by saving time and making work more efficient. As mentioned in the literature review browser 

extensions can be very helpful for recruiters in many ways. Interview responses reveal that 

most of the recruiters use different kinds of browser extensions for a different purpose. 

Interview-1 describes the usage of “Talently” browser extension which can organize the 
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calendar and help in scheduling meetings or interviews. He also mentions about the usage of 

different browser extensions for Boolean search. Interviewee-2 states that he uses Lusha and 

Github actively. These browser extensions can help recruiters to get contact and company 

information of a candidate. In contrary Interviewee-3 states that using such browser extension 

to get the contact information of a candidate can lead to a breach of general data protection 

regulation (GDPR). As discussed in the literature review, Geary(2018) also points out a few of 

the drawbacks of using social media, which is in line with Interviewee-3’s opinion about 

browser extensions. 

 
 
5.3.5 Podcasting and Blogging. 

Podcasting is one of the easy ways to deliver information to a candidate without requiring a lot 

of reading by the candidate. Interview responses reveal that not many organizations have 

started using podcasting. This could be one of the recruitment channels many organizations are 

missing out on. As mentioned in the literature review, Stanton (2016) states that more than 

80% of the applicants apply for a job through their mobile phones. Hence podcasting can attract 

many applicants. A blogging presence can benefit a recruiter not only to hire a candidate but 

to build a brand of their own. Interviewee response reveals that it is one of the best practice, 

which helps them to have a better social presence. 

 
5.4 Strategies used while sourcing in recruitment 

As mentioned in the previous section, there are multiple channels, recruiters can use to attract 

and identify candidates. It is clear from the literature review and the Interview responses that 

these channels play a significant role in recruiters day in and day out. But Interview responses 
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also indicate that there are many different strategies recruiters should regularly follow to have 

a better engagement and relationship with the candidates. They are: 

• Creating a great candidate experience and building an effective candidate relationship 

• Upskilling and reskilling 

• Building a great personal brand 

• Referral programs. 

 

5.4.1 Creating a great candidate experience and building an effective candidate relationships 

Sourcing is no more about just filling one position, it’s about looking all the broader picture 

and taking a long-term view. Interviewee responses indicate that candidate-recruiter 

relationship is vital to stay in the race. As mentioned earlier recruiters can use multiple browser 

extensions to organize their calendar and set a reminder to have a continuous weekly or 

monthly engagement with the candidates. Interviewee-1 states that he uses Eightfold to create 

a better candidate experience. Every relationship is a two-way street, including the one between 

job applicants and recruiters. Interviewee-2 elaborates that attending a meet up can help in 

building a strong network and relationship with the candidates. 

Recruiters receive several applications daily for one single job posted online. Only a few of 

these applications are processed, and ultimately only one candidate gets the job. It is essential 

to understand what happens to that plenty of profiles who do not get the job. As discussed 

earlier if an organization does not have an effective applicant tracking system, it will waste 

resources and fail to create an excellent candidate experience during the interview process. 

Interview responses indicate that creating a better candidate experience has a lot of benefit on 

a long run. Interviewee-2 elaborates how an excellent candidate experience has helped her to 

build a strong network, which in turn helps to make a great personal brand. Based on the 
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Interviewee responses, here are some of the must-do lists, recruiters should follow to create a 

great candidate experience. They are : 

o  Recruiters should respond to every application on time even if the feedback is negative. 

o  Recruiters should always give sincere feedback to candidates. A rejected candidate can be a 

potential candidate in the future. Hence it is still good to maintain a good relationship with 

every candidate. 

o  A recruiter must do a bit of study on a candidates background before getting on a call or 

meeting in person. 

o  A recruiter should never lie to a candidate about the role and the company to sell the job. 

The only way to build trust with the candidates is by being transparent and honest with them. 

o  Recruiters must coach candidates and prepare them before every interview by telling them 

what is expected from them. 

 

5.4.3 Upskilling and reskilling 

The interaction between the recruiter and a technical candidate can be very fruitful if the 

recruiter is aware of the technology his or her company is working on. A recruiter needs to 

understand technology. Hence upskilling and reskilling should be considered throughout the 

working life. Few of the examples of upskilling as mentioned by the Interviewees are attending 

talks and industry-related events, and consistently reading online articles related to these in 

different online forums. Never stop learning is another mantra recruiters must follow. 

Technologies are changing rapidly. Every few months, there is a new skill in the market, and 

the hiring managers are asking recruiters to hunt for those skills in the market. Recruiters need 

to be way ahead of time and predict these developments. Interview-3 states that there are many 

online courses and forums where recruiters can develop their skills and keep themselves 

updating with the trending world. Interviewee-1 believes that active engagement between the 
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hiring managers and the recruiters can benefit recruiters a lot in keeping themselves updated 

about the new upcoming skills. 

 

5.4.4 Building a great personal brand 

The rapidly changing industry has left only two choices for recruiters-either evolve with the 

time or get left behind. Personal branding is all about how a recruiter markets themselves in 

the digital age. Having a great personal brand is key to building a stronger network. Recruiters 

should have a significant social presence to attract candidates easily. A strong network can help 

a recruiter to identify a potential candidate in a short frame of time. As mentioned earlier 

podcasting and blogging can be used wisely to make recruiters social presence better. 

Interviewee responses reveal that many recruiters blog frequently and engaging the candidates 

with the right content is a must while communicating on the social platform. Interviewee-3 

states that she uses her personal blogging account to post blogs. The content should be tailored 

around the topics that can attract and interests candidates. Recruiters can use social platforms 

like LinkedIn, Twitter, and Facebook, to post their blogs. There are different online forums 

available to create discussion groups or community groups. All the interviewees 

recommend LinkedIn as one of the best sources to build a personal brand. It is up to the 

recruiters to make use of all the features available on LinkedIn. Interviewee response also 

indicates that it is always better to be yourself while building a personal brand. Being sincere 

and yourself is crucial while establishing a personal brand. 

 

5.4.5 Referral programs 

As discussed in the literature review referral system is considered as one of the easiest and 

effective recruiting methods (Sangeetha, 2010; Blacksmith & Poeppelman, 2014; Green, 

2019). Interviewee responses also indicate that referral programs are used frequently in most 
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of the organization. Interviewee-2 states that around 20% of their hires are from referral 

programs. This is because employees will refer the candidates who they think are competent to 

work alongside and who can fit into the company’s culture well. Also, employees will not risk 

referring to a wrong candidate and put their career in risk. As mentioned by interviewees, 

recruiters can initiate many programs to encourage employees to refer their friends and 

acquaintances. Recruiters should not miss this strategy as this saves money and time having to 

hunt out that potential candidate.  
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6. Conclusion and Recommendation 

 

6.1 Conclusion and recommendation 

The purpose of this study was to examine the sourcing methods used in recruiting a technical 

candidate in Ireland. It was evident from both the primary and secondary research that 

recruiters have to diverge themselves in all the available sourcing channels and give more 

importance to maintaining an excellent candidate relationship while using these channels. To 

highlight the research question again:  

Research Question :How to improve the sourcing methods used in recruiting a potential 

candidate for a technical role in Ireland? 

Sub Question: What are the different sourcing methods and strategies used in recruiting a 

technical candidate in Ireland? 

The result of this study shows that the various sourcing channels available for recruiters are job 

boards, company ATS, social networking platform, browser extensions, podcasting, and 

blogging. Social networking platforms have a significant contribution to making the sourcing 

process effective. LinkedIn is one of the highly recommended sourcing channels for recruiters. 

It comes with a wide variety of features that can make sourcing process easier. Browser 

extensions are another tool recruiters should never give a miss. Browser extensions do not 

directly help in sourcing candidates, but they help in streamlining all the recruiting tasks. There 

are different browser available today for time management tasks, talent management tasks, and 

communication management tasks. Few of the recommended browser extensions are talently, 

lusha, github , contact-out, grammarly, gorgious-template, etc. Also, these browser extensions 

can be used along with the social networking platform to make it more productive. Podcasting 

is one of the latest development in the recruitment channel. Recruiters can incorporate podcasts 
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by hiring managers to enhance the job description. Blogging can be used as a sourcing tool by 

blogging the right content and targeting the right audience. Recruiters can discuss their jobs in 

their blogs.  

The tools mentioned above indeed help recruiters in making the sourcing process easier. But 

most importantly, recruiters should strategize the entire sourcing process. This can be done by 

creating a great candidate experience and building an effective candidate relationship. 

Technologies can help in making the recruiter-candidate relationship better. Hence recruiters 

can utilize the tools as mentioned earlier to create a better candidate experience. 

Also, recruiters must upskill and reskill consistently as the technology is rapidly changing. 

Most importantly, recruiters can build a great personal brand as it can make their social 

presence stronger. A referral system is one of the strategic ways of collecting leads from 

existing employees. It is one of the most recommended strategies that recruiters can adopt. 

 

There is a huge demand for technical candidates in Ireland, making recruitment more 

candidate-driven. This means there is stiff competition for recruiters out there. There are 

minimal research results on the tools and the different strategies adopted by these recruiters to 

stay in the competition. Thus the author conducted this study to examine the different 

methods used by the recruiters in Ireland to identify and attract candidates. This study showed 

that recruiters have to diverge themselves in various sourcing channels and not invest in just 

one of them. LinkedIn is the most recommended tool which comes with a bundle of features 

that recruiters must make use. Moreover, the result of this study indicates that recruiters have 

to strategize to make their relationship stronger with the candidates. Technologies improve the 

candidate experience. Hence recruiters must make use of all the available channels as 

mentioned in this study. 
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6.2 Limitation  

This study has several empirical and conceptual limitations. The main limitation relates to the 

small number of recruiters who were interviewed about the sourcing methods adopted in their 

organization. To achieve empirical generalization, it is necessary to increase the case studies. 

Moreover, further research is required regarding the candidate-recruiter relationship. There has 

been very little academic research on the subject from a recruiters perspective.  

 

6.3 Future research 

The findings of this study describe a few of the sourcing channels that are actively used by the 

recruiters in Ireland. Although the interviewee responses indicate these as a useful tool, the 

effectiveness of this tool may differ from organization to organization. There are many factors 

to be considered while measuring the effectiveness of these sourcing channels. Future research 

could emphasize the effectiveness of these channels by considering all the metrics. Also, this 

study focuses only on the initial phase of recruitment, which is attracting and identifying a 

candidate. There are other factors which can influence sourcing; employer branding, Interview 

process, and hiring manager’s role. Future research could explore the role of these factors in 

making the candidate sourcing process better. 
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