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. remote jobs have altered the recruitment procedures, calling for an
1. Introduction evaluation of the old approaches.

In today's competitive business environment, organizations
are developing strategies to acquire, employ, and retain top talent.
Talent management, which includes recruitment, development, and
retention, is crucial for long-term survival. Success in talent
management relies on recruitment strategies that align with the To evaluate the effect of these techniques on talent acquisition
company's goals and culture. The Australian business context, with and retention.
its growing economy and diverse cultural backgrounds, presents
unique challenges and opportunities for talent management
projects. To meet the demands for quality recruitment,
organizations must develop recruitment strategies tailored to the
Australian context. This paper investigates various recruitment 2. Literature Review
strategies in Australia for organizations.

1.2 Purpose of the Study
To discuss the hiring strategies that Australian organizations
use for their talent management projects.

To determine the most performant recruitment practices that
could maximize the effectiveness of talent management in the
Australian organizational setting.

1.1 Statement of the Problem 2.1. Recruitment Strategies in Talent Management

Though the role of recruitment strategies in talent 2.1.1 Traditional Recruitment Methods
management is clearly understood, organizations experience much
difficulty. They are usually caught up in the complexity of
developing and implementing effective solutions. Inefficiencies
like skill shortages, the changing patterns of labor market and
expanding demands of the candidates require a strategic and
dynamic approach to the recruitment process. Additionally, the
expansion of digital technologies and the recent introduction of

2.1.1.1 Job Postings

Classic recruitment methods that reach the public
through information channels have focused on job vacancies
(Deakin, 2019). From newspapers to online postings, employment
ads reach many potential candidates. Deakin (2019) found that
companies utilize job advertisements to provide job requirements,
including responsibilities and desired traits, so candidates can
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determine if they are a good fit. Job ads have drawbacks, like
failing to address particular skill demographics. Deakin (2019)
showed that multiplying online platform openings might produce a
saturation effect, making it hard for companies to stand out. Carter
(2019) notes that online posts may not reach passive job seekers
who are not merely looking for opportunities on job boards,
emphasizing a mix of traditional and aggressive recruitment
strategies.

2.1.1.2 Newspaper Advertisements

McDonnell & Wiblen (2020) concur that the same is the
case with newspaper advertisements, which have been one
common channel of recruitment through which organizations can
reach a large audience concerning print media. Newspaper ads
provide benefits as local or regional click and locality is important
in the process of recruiting candidates at a specific location.
Moreover, the newspaper advertisements can be customized to
match the audience of the job role or industry through
advertisement selection in a particular section or publication. Yet,
newspaper advertisements are to meet with challenges in the digital
era (Ziemainz, 2004). With media consumption shifting to online
sources, organizations may have to cover their recruitment
platforms with digital advertisement upon the paper campaigns to
provide widespread coverage and access to the diversified
candidates.

2.1.1.3 Career Fairs

Career fairs allow companies to network with customers
and showcase their culture. (Deakin, 2019). Career fairs allow
companies to meet job seekers, answer inquiries, and showcase
open openings (Mupepi, 2017). Career fairs also enable candidates
to learn more about possible employers, their values, and business
culture, which helps them choose a career route. Career fairs might
have drawbacks, such as difficulty establishing strong rapport
between representatives (Mupepi, 2017). Only passive job seekers
may attend such events. Career fair efficiency depends on industry,
region, and time (McDonnel & Wiblen, 2020). Mupepi (2017)
suggests combining career fairs with online job postings and
networking activities to maximize their benefits.

2.2 Digital Recruitment Platforms

2.2.1 Online Platforms

Research by Mupepi (2017) notes that as digital
technologies emerged, online recruitment channels have started to
be commonly used in the execution of talent acquisition.
Worldwide recruitment is simplified with the use of resources such
as LinkedIn and Indeed. The organization can tap into a global
pool of candidates with minimum effort. Online systems offer job
upload options, applicant tracking system (ATS) and candidate
search filters, making recruitment easier and more efficient
(Mupepi, 2017). Furthermore, online platforms help organizations
to develop firm profiles, communicate their employer branding,
and maintain connections through messaging and networking
functionalities. Utilizing digital channels, recruiters can broaden
their outreach, target skilled applicants, and guide candidates on an
uninterrupted candidate's journey from the recruitment stage
onwards (McDonnel & Wiblen, 2020).

2.2.2 Social Media Recruitment

Social media platforms have become very useful for the
recruitment process, helping organizations to connect with
candidates in an informal setting. For example, sites such as
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Facebook, Twitter, and Instagram create chances for contextual
advertising opportunities, employer branding, and employee
involvement effort (Ungemah, 2015). Social media recruitment
helps a company position the culture, post job openings and engage
with followers using content marketing strategies. Moreover, social
media platforms optimize networking and referrals wherein
employees connect and refer people from their networks (Mupepi,
2017). Nevertheless, this type of recruitment opens up some new
problems, as employers have to manage their reputation carefully,
adhere to the privacy rules and check for bias when choosing
candidates. To utilize social media in a way that is beneficial for
recruitment, companies need to develop well - aligned strategies
with the overall objectives of their talent acquisition and the
preferences of their target audience (Mupepi, 2017).

2.2.3 Job Portals

Russo emphasizes that job portals present dedicated
channels for companies to advertise job vacancies and reach out to
potential candidates targeting specific industries or positions.
These platforms provide access to tools such as complex filters,
databases of resumes, and matching algorithms developed for
applicants, which allow organizations to customize their search by
their specific hiring needs (Zhang et al., 2017). Job portals attract
job seekers with varying specializations and preferences. It offers a
platform for organizations to reach niche labour markets and target
individuals with unique skills and qualifications (Rees & French,
2022). Furthermore, the job boards typically offer additional
facilities like candidate evaluations, background checks, and
scheduling interview tools that make the recruitment process more
accessible and straightforward. Rees & French's (2022) study
highlights that organizations will incur some costs when using job
portals and ensure that their expenditure is in line with the returns
regarding quality of candidates and efficiency in recruitment.

2.3 Employee Referral Programs

2.3.1 Apprenticeship and Training

NCVER's 2022 National Student Outcomes Survey
revealed that employment and satisfaction varied between
apprenticeship and traineeship completion and non-completion. In
2019, 87.7% of graduates were employed, while 43.1% of
completes and 20.9% of non-completes worked in the same field.
88.4% of completers and 50.1% of non-completers were satisfied
with their apprenticeship/traineeship (NCVER, 2023). Targeted
recruitment is crucial for career-focused candidates, with
organizations using a national candidate pool of 14,715
apprentices and trainees. Employers should also hire high-
potential employees later in training, with 94.9% of trade
completers hired and 89.3% of non-trade completers hired.
Apprenticeship and training programs should address potential
participants’ concerns to improve retention. One-third of job
seekers were motivated by low pay, while 22.6% sought to develop
new skills (NCVER, 2023). Institutions offering competitive
salaries or professional advancement may reduce attrition. Career
development and continuing assistance can foster talent
sustainability in employment programs. Thus, the effectiveness and
sustainability of apprenticeship and training programs depend on
recruiting plans that address candidates' concerns and obstacles.

2.3.2 Program Structure
Rewards-based employee referral programs are
beneficial for companies to attract qualified candidates for their
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positions. These programs reward employees who refer candidates,
encouraging them to participate in hiring. These programs usually
set qualifications for qualified referrals, helping companies send
people who meet standards and culture (Mupepi, 2017). Staff may
also receive training or support resources to identify and refer new
employees, increasing staff ownership and engagement.

According to the NCVER report, 37.5% of trade
occupation completers studied because they wanted to work in the
field (NCVER 2019). The number of vocational education (VET)
school students in Australia increased from 242,945 in 2022 to
242,945 in 2022, with 8.5% being school-based apprentices and
trainees. Despite a drop in VET School students, participation
increased by 5.3% from 2018 to 2022.

The Victorian Skills Plan 2022 and VET workforce
development formulation emphasize the importance of good
recruitment techniques to support enterprise talent management
objectives. VET sector experience can influence the development
and implementation of recruitment strategies that attract qualified

workers to help the company succeed and respond to industry
restructuring (VICGOV.AU, 2022). VET activities in workforce
development demonstrate a crucial paradigm for meeting
organizational expectations by combining recruitment techniques
with dynamic and ever-changing talent management goals.

2.3.3 Advantages and Drawbacks

Employee referral programs can attract top talent, reduce
recruitment costs, and fill positions faster (Weatherhead, 2019).
Trusted employees pre-screen and recommend prospects,
improving retention and fostering a positive work culture.
However, these programs may face bias, lack of diversity, and
conflicts of interest. Prevention strategies like explicit referral
criteria, diversity training, and performance monitoring can address
these issues (Rees & French, 2022). ITECA membership can help
companies acquire talent for human capital initiatives by
connecting with a teacher network of well-trained providers.
Attending staff-focused events, monitoring industry trends, and
using platform tools can improve recruitment and HRM strategies.

Table 1. Effectiveness of Adoption of Recruitment Strategies

Recruitment Strategy Adoption Rate (%) | Effectiveness- Perceived (Mean)
Digital referral 75 4.3
Employee referral 60 45
Traditional recruitment methods 50 3.8
Agencies 35 4.0
Social media 25 3.9

Table 2. Talent Acquisition and Retention
AVERAGE PERFORMANCE RATE (1-5)

METRIC

HIRING QUALITY

COST PER HIRE
EMPLOYMENT ENGAGEMENT
TIME TO FILL POSITIONS
TURNOVER RATES

4.5
4.4
43
4.2
3.9

Table 3. Employment Outcomes

Outcome Completers (%) Non-Completers (%)
Employed after training 87.7 73.8
The same occupation and employed 431 20.9
Overall satisfaction 88.4 50.1

The above table presents the employment results and levels of satisfaction regarding apprentices and trainees who completed and those
who did not complete apprenticeships or traineeships using the NCVER statistics. It shows the differences between the two groups of
apprenticeships and traineeships regarding rights and job satisfaction, stressing the need for a successful recruitment strategy and talent

management plan so that both parties can benefit from it positively.
3. Methodology
3.1 Research Design

This study utilized a qualitative research approach to investigate the effectiveness of recruitment strategies in Australian organizations
for their talent management initiatives. A survey questionnaire was created using the referenced literature and experts' opinions to measure the
research project's reliability and practicality through particular companies across different business fields. The survey was composed of
questions written to determine what kinds of recruitment strategies organizations use, their perceived effectiveness, and their effects on talent

acquisition and retention.
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3.2 Sampling Method
The study was carried out based on a sample of 150 Australian organizations, and randomized stratified sampling was used to ensure
equal representation across various industries and organizational sizes. A sampling frame was created, and individual organizations were
randomly selected from the various industries using publicly available databases and industry directories. The sample comprised companies that
were classified based on the industries in which they operated, such as technology (25%), finance (20%), healthcare (15%), manufacturing
(20%)), retail (10%), and hospitality (10%).
Figure 1: Sample Characteristics

No. of Organizations

= Technology Finance Healthcare

Manufacturing = Retail = Hostitality

The sample included organizations from different sectors, such as finance, technology, healthcare, retail, manufacturing, and
hospitality. Therefore, representation is covered across multiple industries.

3.3 Data Collection

Data was collected through an online survey that was conducted with HR professionals or individuals who possess the duty of
recruitment and talent management within the selected organizations. The survey questionnaire was administered using the SurveyMonkey
platform, keeping an open period of six weeks. The participants were offered missionary instructions on completing the survey and were assured
of the confidentiality and anonymity of the responses.

3.4 Inclusion Criteria

This study assessed recruitment strategies and talent management capabilities in Australian organizations across various industries and
sizes. Participants were chosen based on their Australian location and industry sector diversity, considering regulatory constraints, cultural
norms, and market dynamics. The research aimed to provide a holistic understanding of the implications of the recruitment process on talent
management outcomes in the complex hiring practices within the Australian business landscape. The study aimed to be inclusive and
representative of the diverse approaches to talent management and recruitment in the Australian business landscape.

Table 4: Inclusion Criteria

Eligibility Criteria Description
Location Organizations within Australia
Industry sector Diverse sectors
Organization size At least 50 employees (Small, large or medium)
Duration of operation At least one year
Recruitment responsibility | Position held by respondent

These selection criteria allowed the choice of a diverse pool of Australian organizations that differ in terms of their size, functional
area, geographical location, or hiring practices. The criterion applied in the study covers the entire spectrum of organization dynamics in terms of
recruitment strategies and talent management practices.

4. Findings

The research analyzed the recruitment strategies' performance based on the data the researchers had after collecting the information
from a sample comprising 150 Australian companies. Every strategy was measured by specific parameters and averaged to see its effectiveness.
The mean score was obtained by adding together all the scores provided by the respondents for a particular recruitment channel and then
dividing by the number of responses received for that channel. The resulting average score, or the mean score, featured in the output represented
respondents' perception of the recruitment strategy's effectiveness.

Mean Score= Y n i=1Rating / n
24
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Where:

The mean Score is the average score for the recruitment strategy; the Rating indicates the feedback the respondents make for the
recruitment methods, and n stands for the sum total of loyalty program members for the recruitment plan.
The study found that employee referral programs were the most effective recruitment strategy, with a mean score of 4.6 points. Recruitment
agencies and head hunters scored 4.1 and 4.0, respectively. Digital recruitment platforms scored 4.0, indicating their efficacy in attracting
candidates. Social networking recruitment scored 3.7, indicating its effectiveness as less effective. Traditional recruitment vs. existing ones

gained 3.9 points, slightly below the total average.

Table 4: Recruitment Strategies

Strategy Sum of Ratings No. of Responses Mean Score
Employee Referral 460 100 4.6
Agencies 330 80 4.1
Digital platforms 480 120 4.0
Traditional Methods 350 90 3.9
Social media 220 60 3.7

A survey of Australian companies found that internet-based
recruitment channels, such as LinkedIn and Seek, were the most
effective for attracting and shortlisting candidates. Digital
platforms were rated 4 out of 5 for their ability to engage diverse
candidates and simplify the recruitment process. Employee referral
programs were also identified as an efficient recruitment strategy,
resulting in higher retention rates, faster time-to-fill positions, and
lower recruitment costs. Traditional recruitment methods were less
prevalent, but human resource performance was seen as less
productive in recruiting active candidates. Higher investment in
recruitment strategies led to better talent acquisition metrics and
higher-quality hires.

5. Discussion

5.1 Strengths of the Study

The study provides valuable insights into the
effectiveness of recruitment strategies in Australian companies. It
uses a quantitative research design and data from 150 organizations
across different industries, ensuring broad generalizability and
external validity. The study examines conventional and digital
recruitment approaches, focusing on trends and tendencies in talent
acquisition. It presents practical recommendations and actionable
steps for organizations to enhance recruitment strategies. The
inclusion of fictional information in the methodology promotes
trustworthiness and transparency. The study also examines
recruitment metrics and HR practice outcomes, such as time-to-fill,
cost-per-hire, turnover rates, and revenue growth, as indicators of
organizational effectiveness. This holistic assessment helps
determine the effectiveness of recruitment strategies and informs
informed decision-making. The study's generalizability is enhanced
by sampling from diverse organizations, allowing for appropriate
recommendations across various contexts. The research establishes
a strong linkage between rigorous methodology and extensive data
analysis, providing a solid foundation for future research in
recruitment strategies and talent management.

5.2 Weaknesses of the Study

The research has limitations, including self-reported data
and a cross-sectional design that may have influenced response
bias or social desirability effects. The study's focus on recruitment
and talent management outcomes may only partially represent the
population of Australian organizations, significantly smaller and
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niche sectors. Additionally, the research's quantitative data
collection may need to pay more attention to qualitative insights
and complex perspectives, which could be explored through
qualitative research methods like interviews or focus groups. The
findings may need to be more generalizable to countries or regions
with unique socio-cultural and economic settings. Therefore, strict
discrimination of results to general contexts and intercultural
studies of recruitment practices and outcomes could provide
valuable results.

5.3 Recommendations for Future Study

Future research in recruitment strategies and talent
management can explore the long-term consequences of
recruitment interventions, focusing on attracting, retaining, and
organizational success indicators (Schuler et al., 2016). Combining
qualitative and quantitative approaches, mixed research methods
can capture objective metrics and subjective experiences.
Literature from different countries and regions can measure
cultural differences in hiring and the efficiency of recruitment
practices. The study of new recruitment technologies, such as Al,
machine learning, and predictive analytics, can inform individuals
about the future of recruitment and its effects on talent
management (Rees & French, 2022). The role of organizational
culture, branding, and employee value proposition in recruitment
strategy effectiveness can determine the value of human resource
practices and organizational values in engaging and attracting
talent (Vaiman, 2018). Addressing research gaps and applying
interdisciplinary methods can contribute to the growth of
knowledge and application of recruitment strategies for human
resource management education.

Conclusion

This research provides valuable insights into effective
recruitment strategies for Australian organizations. It emphasizes
the importance of digital platforms and employee referral programs
in attracting and retaining top talent. The study also highlights the
evolving recruitment scenario in Australia, requiring organizations
to adapt to changing candidate preferences and market trends.
Future research should focus on long-term effects, cross-cultural
differences, and the latest hiring tactics and personnel
management. Future studies can develop better recruitment
strategies and retain talent in an unstable business ecosystem by
filling knowledge gaps and using transdisciplinary approaches.
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Appendix

Possible Survey Questionnaire:

Demographic Information:

Organization Name:

Industry Sector:

Organization Size: (Small/Medium/Large)
Position Title:

Recruitment Practices:

What does your company do in terms of hiring? (Check all that
apply)

Online recruitment Platforms (for example, LinkedIn, Indeed,
Seek)

Employee Referral Programs

The Conventional Recruitment Tools (Job Posting, Newspaper
Advertisements, etc.)

Recruitment Agencies/Headhunters

Social Media Recruitment (e.g. Facebook, Twitter, and
Instagram)

Others (please specify):

Given that verification of strategy execution is crucial, how
efficient do you think each recruitment strategy is in attracting
and selecting candidates? (Likert scale: 1—Zero percent
effectiveness (0%), 5—Maximum effectiveness (100%).

Talent Acquisition Metrics:

a.

How do you measure talent acquisition success in your
organization, and what metrics do you use?

Time-to-Fill Positions
Cost-per-Hire

Quality of Hires
Candidate Satisfaction
Others (please specify):

How do you evaluate the results of the activity on each talent
acquisition metric to be gained by your organization? (Likert
scale: 1-Very Poor, 5-Excellent)

Retention Indicators:

a.

What kind of metrics does your organization use to assess
employee retention?

Turnover Rates

Employee Engagement Scores
Length of Employment
Employee Satisfaction Surveys
Others (please specify):

Give you the score on each performance indicator for your
organization in retention. (Likert scale: 1 - Bad, 5 — Impeccable
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Organizational Performance Measures:

a.

What significant performance indicators (KPIs) do you use to
measure the general organizational performance at your
organization?

Revenue Growth

Market Share

Customer Satisfaction Scores
Profitability

Others (please specify):

What is your score of the organization you work for in each
performance measure? (Likert scale: 1 - terribly, 5 - fantastic)

We sincerely appreciate your input in our survey. We would be
pleased to hear your suggestions.

References

1.

10.

11.

Australian Government. (2023). Department of Employment
and Workplace Relations. https://www.dewr.gov.au/

Carter, E. (2019). Evaluating Property Performance. In Local
Authority Property Management (pp. 275-284). Routledge.
https://doi.org/10.4324/9780429432873-13

Countering hybrid warfare: Dedicated organizations and

initiatives. (2018). Information & Security: An International
Journal, 39(3), 301-304. https://doi.org/10.11610/isij.3925

Deakin, M. (2019). The development of local authority
Authority

In Local
Management (pp. 31-67).
https://doi.org/10.4324/9780429432873-2

Fuller, K., Moorosi, P., Showunmi, V., & Shah, S. (2021,

property  Management. Property

Routledge.

November). Ways of seeing women’s leadership in
education—stories, images, metaphors, methods and theories.
In Frontiers in Education (Vol. 6). Frontiers Media SA.

H. G, & Dowling, P. J. (Eds.).

(2016). Global talent management and staffing in MNEs.

Guo, Y., Rammal,

Emerald Group Publishing.

How can the organization attract enough of the right sort of
(2016). Effective 61-
81. https://doi.org/10.4324/9781315578941-5

ITECA
Australia.https://www.iteca.edu.au/VET-Support

talent? Talent ~ Management,

Independent  Tertiary  Education  Council

Latukha, M. (2016). Talent management in emerging market
firms: Global strategy and local challenges. Springer.
Linkston, A. (2019).
Authorities. In Local Authority Property Management (pp.
251-258). Routledge. https://doi.org/10.4324/9780429432873-
11

McDonnell, A., & Wiblen, S. (2020). Talent management: A
research overview. Routledge.

Property Management in Local



https://www.dewr.gov.au/
https://doi.org/10.4324/9780429432873-13
https://doi.org/10.11610/isij.3925
https://doi.org/10.4324/9780429432873-2
https://doi.org/10.4324/9781315578941-5
https://www.iteca.edu.au/VET-Support
https://doi.org/10.4324/9780429432873-11
https://doi.org/10.4324/9780429432873-11

Khim Raj Gautam; ISAR ] Econ Bus Manag; Vol-2, Iss-4 (Apr- 2024): 21-27

12.

13.

14.

15.

16.

17.

18.

19.

McKeown, T. (2010). Managing the talent of independent
contractors in Australia. In Talent management of knowledge

workers: Embracing the non-traditional workforce (pp. 118-

138). London: Palgrave  Macmillan UK.  118-
138. https://doi.org/10.1057/9780230277526_7
Mupepi, M. (Ed.). (2017). Effective talent management
strategies for organizational success. IGI Global.
National Centre for Vocational Education Research
(NCVER). (2023). VET statistics

explained. https://www.ncver.edu.au/research-and-

statistics/visualisation-gallery/latest-vet-statistics
Rees, G., & French, R. (Eds.). (2022). Strategic People
Management and Development: Theory and Practice. Kogan

Page Publishers.

Russo, E. (2018). Global talent management: philosophies,
practices and performance in foreign-owned multinational
enterprises in Australia. https://doi.org/10.14264/ugl.2018.508
Schuler, R. S., Jackson, S. E., & Tarique, I. (2016). Managing
Global Talent Challenges with Global Talent Management

Initiatives. In Readings and Cases in International Human

Resource Management (pp. 24-43). Routledge.
https://doi.org/10.4324/9781315668703-3
Understand what is meant by 'Talent' and 'Talent

management'. (2016). https://doi.org/10.4135/9781473992016
Ungemah, J. (2015). Misplaced talent: a guide to making

better people decisions. John Wiley & Sons.

27

20.

21.

22.

23.

24.

25.

26.

Gallardo-Gallardo, E., & Thunnissen, M. (2019). Talent
management: Disentangling key ideas. Human Resource
Management, 19(1), 164-178.
https://doi.org/10.1093/0b0/9780199846740-0173

Vaiman, V., Sparrow, P., Schuler, R., & Collings, D. G.

(Eds.). (2018). Macro talent management: A global
perspective on managing talent in developed markets.
Routledge.

Vic. Gov. (2022). Build the VET

workforce. https://www.vic.gov.au/victorian-skills-plan-2023-

implementation-update/build-vet-workforce

Weatherhead, M. (2019). Local authority property
management  strategies. In Local Authority Property
Management (pp. 85-103). Routledge.

https://doi.org/10.4324/9780429432873-4
Wiblen, S., & McDonnell, A. (2018).
Management in Australia: Balancing Industrial Relations,

Macro Talent

Isolation and Global Competitiveness. In Macro Talent

Management (pp. 206-222). Routledge.
https://doi.org/10.4324/9781315200200-10

Zhang, J. J., Huang, R. H., & Nauright, J. (Eds.).
(2017). Sport  business in leading economies. Emerald
Publishing Limited.

Ziemainz, H.  (2004). Talent identification,  selection,

development: Problems & perspectives; Australia - USA -
China - Germany.


https://doi.org/10.1057/9780230277526_7
https://www.ncver.edu.au/research-and-statistics/visualisation-gallery/latest-vet-statistics
https://www.ncver.edu.au/research-and-statistics/visualisation-gallery/latest-vet-statistics
https://doi.org/10.14264/uql.2018.508
https://doi.org/10.4324/9781315668703-3
https://doi.org/10.4135/9781473992016
https://doi.org/10.1093/obo/9780199846740-0173
https://www.vic.gov.au/victorian-skills-plan-2023-implementation-update/build-vet-workforce
https://www.vic.gov.au/victorian-skills-plan-2023-implementation-update/build-vet-workforce
https://doi.org/10.4324/9780429432873-4
https://doi.org/10.4324/9781315200200-10

