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Abstract 
 

This paper examines an area of the recruitment process in today’s labour 

market from the point of view of the employer. More specifically, an 

analysis is conducted with respect to the recruitment channels that Swedish 

firms utilise in the present days, combined with a detailed discussion of each 

of the recruitment channels’ comparative advantages and disadvantages. 

In addition to that the factors that determine employers’ selection of 

recruitment channel are examined and the relative importance of each of 

these factors is assessed.  

Furthermore, the degree of importance that firms place on finding the best 

available candidate for a vacant position will be investigated. Finally, it will 

be discussed whether or not the recent global financial crisis has lead to 

changes as far as firms’ choice of recruitment channel(s) is/are concerned. 

 

The study reveals among others that contacts and recruitment agencies are 

the two most highly utilised recruitment channels, especially for the hiring 

of individuals who possess high levels of skill. Similarly, the analysis 

indicates that locating high quality candidates is the most influential factor 

for employers who are seeking new candidates. Other results reveal, among 

others, that recruitment costs are of comparably higher importance to 

smaller organisations than to larger ones, that large firms use formal 

recruitment channels to a larger extent than small ones do, and that a  

substantial amount of companies have changed their choice of recruitment 

channel since the occurrence of the global financial crisis. 
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Chapter 1 
 

Introduction 
 

Employees now-a-days form one of the utmost important assets that 

companies possess in order for them to be able to continue operating in the 

type of industry that they are in, and in order to remain competitive. 

Therefore it is essential for firms to continue to fill vacant positions and 

employ new candidates that are of high quality while at the same time they 

are often forced, due to increasing competition that is spurred on by, among 

others, factors such as deregulation, globalisation and the removal of tariffs, 

to either cut down on their costs or at least maintain them at an acceptable 

level (Hartungi, 2006). 

Recruitment has therefore increasingly turned into a trade-off of a few but 

important variables for profit-making organisations. These include among 

others the explicit and implicit costs, the time and effort spent on finding 

suitable candidates as well as the quality of these candidates.  

Organisations are thus required to make choices in regards to what type of 

recruitment channel(s) they believe is able to provide them with the optimal 

way of finding the right candidate for a vacancy with respect to the above 

mentioned variables and the requirements of the position (Russo, Hassink & 

Gorter, 2005). 

An analysis in regards to the choice of recruitment channels that Swedish 

companies make in the process of hiring new employees will therefore be 

conducted, as well as an examination of the underlying managerial and 

economical reasons for their choice(s) of recruitment channel(s).  

Moreover, it will be attempted to find out which of the factors that influence 

firms choice of recruitment channel are currently given the highest priority 

and why. Contrary to previous studies conducted by authors such as Rees 

(1966), Barron, Bishop and Dunkelberg (1985), Gorter, Nijkamp and 

Rietveld (1996) and DeVaro (2005), participants in this study are requested 
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to explicitly provide information regarding the relative importance of each 

of these factors in relation to the other factors, in order to establish which of 

these factors are of relatively higher or lower importance to employers.  

 

Many would assume that finding the best candidate is likely to be the main 

focus of a recruitment process. However, other factors such as the time, 

effort and cost associated with the recruitment process, as well as the 

relative importance of the position, may lead firms to compromise and 

instead try to find a candidate who fulfils the requirements or who is 

considered to be acceptable, a process which in economics is often referred 

to as “satisficing” behaviour (Harrison & Pelletier, 1997).  

The study will attempt to analyse whether differences in the recruitment 

process of companies exist depending on whether higher or lower level of 

skills are required for a position, as well as in regards to the size of the firm. 

In addition to that, the study will aim to provide an insight as to whether the 

recent global financial crisis has led to changes in the firms’ choice(s) of 

recruitment channel(s). 

 

The study will hence attempt to answer the following questions:  

 

1. What are the underlying reasons for the choice of recruitment 

channel(s) made by Swedish firms? 

2. How important is it for companies to find the best candidate?  

3. Which recruitment channels do Swedish firms utilise? Do they 

choose different recruitment channels depending on the level of skill 

that the vacant position requires, and if so, how do they prefer to 

recruit in each case?  

4. Has the recent global financial crisis changed firms’ choice of 

recruitment channel(s)? 

 

The results of this study may be of interest to employers, especially HR-

managers, as well as members of staff of private and public recruitment 

agencies, people who are working with job-search engines and anyone who 
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is actively involved in process of recruiting members of staff. The aim of 

the study is to create a better understanding of the thinking process, the 

reasoning and ultimately the behaviour of employers and to improve the job 

matching process. 

Especially the differences between the approach through which candidates 

with higher or lower levels of skill are being recruited may be of interest to 

third parties who offer their services in recruiting, such as public and private 

recruitment agencies, since it may provide them with an indication as to 

what type of position employers, who are approaching these third parties, 

are more likely to be seeking to fill. This knowledge would allow for 

instance private recruitment agencies to try to optimise their search for 

potential candidates. 

Moreover, due to the fact that the study investigates whether the global 

financial crisis has had an effect on the Swedish labour market, the study 

may be able to provide an indication as to the direction into which the 

Swedish labour market is likely to be headed towards in the near future.  

 

Likewise, this paper may be able to provide individuals who are seeking 

employment with valuable information in terms of the recruitment channels 

that employers utilise, which may assist them in their job searching process. 

 

 

  8 (67) 



A study of recruitment channels in Sweden. Which  
factors shape businesses recruitment behaviour? 

 
   

 

Chapter 2 
 

Literature review 
 

The structure of Chapter 2 is meant to initially provide the reader with an 

overall understanding of the topic of recruitment by providing a brief 

discussion of each stage of the recruitment process, from the initial 

identification of the need to fill a vacancy to the point that an applicant is 

found who is suitable to be offered the position.  

Thereafter the topic of recruitment channels, which is the focus of this 

study, will be approached by providing a discussion of the main variables 

that influence the choice of recruitment channel. This will be followed by an 

examination of each of the available recruitment channels that firms may 

employ, as well as an analysis of their most important aspects including the 

relative advantages and disadvantages that each one of them is associated 

with. Finally, the chapter will conclude with a brief review of previous 

studies that have been conducted in this field of research and their relation 

to this paper. 

 

The chapter will be divided into the following sections: 

 

2.1 The recruitment process 

2.2 Recent studies 

2.3 The main variables that influence the choice of recruitment channels 

2.4 Recruitment channels 

2.5 Literature synthesis 

 

2.1 The recruitment process 
 

The recruitment of a new member of staff is a process that involves a 

number of steps that need to be addressed and considered by the 
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organisations. Recruiters are required to consider their alternatives and to 

make decisions at each one of these stages, depending on the requirements 

of the position and the priorities and constraints set by the organisation. 

 

More specifically, the first step of the recruitment process is to identify the 

need to employ a new member of staff. With respect to that, the individuals 

who are in charge of the recruitment process will consequently be required 

to identify the job-criteria that are important and a requirement in order to 

be able to successfully fill the position, as well as the ones that are optional 

or desirable (Stone, 2005).  

Thereafter it will need to be established what type of candidates are to be 

targeted. In order to be able to make an effective decision in regards to the 

recruitment channel selection and to be in a position to attract the right kind 

of applicants, the specific characteristics of the target candidate will need to 

be identified, analysed and be included in the process of deciding what 

recruitment channel should be employed (Ryan, Gubern & Rodriguez, 

2000). 

Characteristics of candidates may broadly be separated into demographic 

and lifestyle forces.  Demographic forces may include factors such as age, 

income, educational level and occupation. Lifestyle forces may include the 

values, interests, political views and attitudes of individuals (Best, 2007). 

 

Likewise, the members of the organisation who are responsible for the 

selection of the recruitment channel will need to make an assessment of the 

priorities and the constraints of the organisation prior to making a decision 

on how to recruit (Stone, 2005).  

The priorities and constraints of a business may include factors such as the 

relative importance of costs, time and effort that recruiters have available 

and are willing to spend on the recruitment process, as well as 

considerations in regards to motivational effects on existing employees. 

 

Once the target applicant has been identified, it should be considered what 

channel of mediation should be employed, so that information regarding the 
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vacancy may best be communicated to the potential candidates (Stone, 

2005). 

Moreover, the topic of how the prospects, opportunities and conditions of a 

vacant position should be communicated to the market should be paid close 

attention to by recruiters. The content, structure and layout of an advertised 

position, as well as the volume of the information being given to potential 

candidates, is likely to have effects on the number of individuals who apply 

for the vacancy (Ryan, Gubern & Rodriguez, 2000).  

Once the information has been released and become available to the target 

audience and recruiters are starting to receive their first applications, the 

process of initial screening with the purpose of sorting out the applicants 

who match the requirements of the vacant position from those that do not, 

may begin. 

Once the applicants who appear to be suitable for the position have been 

identified, recruiters may initiate the process of interviewing candidates.  

 

Interviews are meant to assist the recruiter to develop a better understanding 

of the personality as well as the level of competence and skills that the 

applicant possesses (Barron, Bishop & Dunkelberg, 1985).  

Interviews are likely to vary depending on the type of position, its relative 

importance and attractiveness, as well as the recruiter’s and the candidate’s 

attitude. Recruiters are individuals as much as anyone else and are, hence, 

likely to have different perceptions, to a certain degree, of what kind of 

competencies, values, skills and attitudes the ideal candidate should possess. 

Similarly, candidates will bring different expectations with them to 

interviews (Stevens, 1998).  

Depending on the attractiveness, the type of position and the use of 

recruitment channel, the recruiter may have a large or small pool of 

applicants available to choose among. Recruiters may therefore, depending 

on the pool of applicants and the position, employ either a screening-, a 

recruitment-, or a joint-focus-orientation (Stevens, 1998).  

A screening orientation is often being used for positions that combine a 

large pool of candidates with low job-requirements, which leads recruiters 
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to carefully select applicants that will be asked to attend an interview 

(Stevens, 1998).   

Conversely, a recruitment-orientation is often adopted for high job-

requirements when the volume of applicants is low. In that situation 

recruiters often take an aggressive approach by trying to get the applicants 

to attend an interview as soon as possible (Stevens, 1998).  

The joint-focus-orientation is a combination of both the previously 

mentioned orientations, which recruiters often adopt in situations that are 

between the two extremes (Stevens, 1998).  

As a result of the type of recruitment orientation chosen by the recruiter, the 

recruiter may alter the way he/she handles interviews. More specifically, 

depending on the type of orientation chosen by the interviewer, there may 

be differences in regards to the amount of questions being asked, the 

duration of the interview as well as how detailed and in depth questions will 

be asked (Stevens, 1998). 

The usage of intelligence, personality and other tests has been discussed 

intensively in recent years. They are sometimes being used as either pre-

interview screening devices or as supplements to interviews, considering 

that they assist and simplify the selection process, often due to the fact that 

the same set of questions are made to all applicants, thereby producing a 

homogenous set of answers, which allows direct comparison between the 

applicants.  

 

According to Stone (2005) these tests can be divided into five different 

categories: employment tests, interest tests, aptitude tests, intelligence tests 

and personality tests. However, the use of the above mentioned tests has 

been criticised in recent years, as their accuracy and the degree to which 

they are able to predict future behaviour varies and is often limited 

combined with the fact that they may be found offensive (Wesley, Thomas 

& Morris, 2009). 
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2.2 Recent studies 
 

The process of recruitment channel utilisation is not new to the academic 

world and received focus for the first time by Rees in 1966, who discussed 

informal and formal recruitment channels in a study that focused on four 

white collar occupations. Since then the topic has been discussed by several 

authors, who more often than not have chosen to expand the knowledge of 

the topic by selecting a specific area of the recruitment channel process for 

their analysis. The authors who have contributed the most to this field of 

study will be briefly discussed below. 

Barron, Bishop and Dunkelberg (1985) conducted research on the individual 

that was most recently hired by organisations. Their study was conducted 

with respect to the hours that firms on average spent on recruiting, screening 

and interviewing of candidates, the number of average applicants that were 

interviewed, the average number of employment offers made and the 

average hourly wages that were eventually paid. 

Gorter, Nijkamp and Rietveld (1996) conducted a study of recruitment 

channel behaviour in connection with vacancy duration, the level of 

education and the average number of recruitment channels that firms 

activate when a vacancy is to be filled. In addition to that, they examined all 

the recruitment channels that were used in the study and compared them to 

each other on a one to one basis and in the process explained their most 

significant differences. Their study was carried out in the Netherlands. 

 

Similarly Russo, Rietveld, Nijkamp and Gorter (2000) carried out a similar 

analysis as the one mentioned above, in which they also included the factors 

that influence the choice of recruitment channel. Factors such as the cost 

and amount of effort spent on the recruitment process were included in their 

study. To be more specific, participants were simply asked whether they 

consider each of the factors to be of importance or not. Responses were 

hence received in a Yes or No fashion. The results were thereafter included 

as dummy variables in their analysis.  
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DeVaro (2005) conducted two studies in the USA, in which he focused on 

the outcomes of the last hired employee. He examined the topic of 

recruitment channel utilisation in relation to the setting of starting wages. 

The analysis occurred from two alternative perspectives, firstly one where 

the level of starting wages was increased during the recruitment process in 

order to provide a greater incentive to applicants and to increase the 

position’s attractiveness, and secondly, one where starting wages remained 

unchanged throughout the recruitment process.  

 

2.3 The main variables that influence the choice of 

recruitment channels 
 

As Marsden and Campbell (1990) very correctly state, businesses will 

choose the recruitment channel that offers them with the highest expected 

benefit compared to the expected costs that the recruitment channel 

produces.  

A number of variables, such as the time and cost of the recruitment process, 

tend to have considerable influence on the expected benefits and costs of 

each recruitment channel.  

More importantly, companies will vary in the level of significance that they 

attach to each of these variables depending on the position and the needs of 

the organisation, which is the main reason as to why different recruitment 

channels are being chosen by different firms. 

 

The main variables are: 

 The issue of cost 

 The requirements of the position 

 The issue of time 

 The issue of effort 

 The volume and quality of candidates 
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These variables, as well as the underlying reasons for their importance, will 

be explained below. 

Costs can be divided into direct and indirect financial costs. 

Direct financial costs in this case refer to costs that are associated with the 

placement of an advertisement or the hiring of a third party who will be 

responsible for carrying out the recruitment process, whereas indirect 

financial costs refer to costs that are incurred during, for instance, the 

process of screening and interviewing applicants. These costs are more 

difficult to quantify and measure, since they refer to the time and effort that 

an employee of the company spent on recruiting. These costs may in a sense 

be considered as opportunity costs of carrying out other activities instead. 

 

A second factor is the level of skill required for the position, as well as the 

relative importance of the position within the company. Firms are likely to 

make use of different recruitment channels depending on the requirements 

and the type of vacancy that is to be filled. As the level of skill increases, 

the relative importance of finding a highly qualified individual for the 

position may increase. Moreover, different recruitment methods may be 

used for positions that require a kind of skill that is hard to find, compared 

to position that require a widely available type of skill. 

An individual thus does not necessarily have to hold a management position 

in a company in order to be of high importance. IT-staff members, for 

instance, are in this technologically advanced age extremely important for 

almost any business, taking into account how much work is being conducted 

through computers (Russo, et.al., 2000).  

The amount of time that is available to the individuals who are in charge of 

handling recruitment processes plays a crucial role in deciding upon the use 

of a recruitment channel (Russo, et.al., 2000). A number of recruitment 

channels currently exist, which offer companies with the opportunity to 

either pass on the process of screening and interviewing applicants, such as 

the use of recruitment agencies, or to choose a channel which tends to 

produce smaller amounts of candidates, in order to save time. 
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Effort refers to the amount of work that has to be put into the process of 

recruiting new applicants from the moment that a recruitment channel has 

been chosen until a final candidate has been found who has accepted to take 

on the position. The issue of effort is closely related to that of time. 

However, effort refers to the recruiter’s willingness and motivation to try 

and find a suitable candidate. An employer who is more willing to put effort 

into the recruitment process may, for instance, utilise a greater number of 

recruitment channels in order to find the right applicant (Russo et.al., 2000). 

 

Companies are able to reach a high or low number of candidates depending 

on the type of recruitment method that they have chosen.  

Similarly, the quality of candidates often varies depending on how a firm 

decides to recruit. Advertising, for instance, is a recruitment method which 

is generally associated with reaching a large volume of individuals, which in 

most cases is considered to be positive. However, one of the downsides of 

using this particular channel is that the advertisement even reaches a large 

number of applicants who do not fit the requirements of the vacant position, 

yet they are able to apply for it anyway. Hence, the quality of the applicants 

may turn out to be low. Conversely, a firm may reach a small number of 

candidates through contacts but it is likely, due to the existing relationship 

between the recruiter and the contact person, that the candidate(s) is/are of 

high quality. 

 

2.4 Recruitment channels 
 

New recruitment channels have developed in recent years, especially as a 

result of technological advances during the past decades, which have 

provided companies with a completely new set of options and possibilities 

to recruit. Especially the internet has provided a number of new recruitment 

alternatives to employers, such as the development of so called 

Headhunting, recruitment search engines such as www.monster.com and the 

ability to apply for a position at a company’s homepage, to name a few. 
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Hence, now-a-days a large variety of recruitment channels exist, which are 

available to organisations who seek to hire new members of staff.  

 

Recruitment channels are commonly distinguished into external and internal 

recruitment channels. An alternative way of distinguishing recruitment 

channels is to divide them into formal and informal recruitment channels 

(Stone, 2005). Formal recruitment channel are those that lead to an actual 

add being published either on a webpage, a newspaper or similar, whereas 

informal channels include, for instance, informing personal and business 

contacts or employees of a vacancy (Russo et.al., 2000). The division 

between internal and external recruitment channels is quite similar to that 

between informal and formal channels in that informal channels often tend 

to be internal channels. The same tends to be generally true for formal and 

external channels, although a few exceptions do exist, the most striking one 

being business contacts. Business contacts are a form of an informal 

recruitment channel, yet they are an external channel. 

Each type of recruitment channels obviously provides its own set of unique 

advantages and disadvantages. 

Employers will vary in their choice of recruitment channel, depending on 

the importance of the above mentioned factors that influence the choice of 

recruitment channel.  

 

2.4.1 Informal recruitment channels 
 

Informal recruiting is generally associated with low, or zero, direct financial 

cost and tends to provide smaller amounts of applicants (Russo et.al., 2000). 

Hence, the time spent on screening and interviewing candidates tends to be 

substantially lower. 
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2.4.1.1 Internal recruitment/promotion 
 

The term internal recruitment channel refers to filling a vacant position with 

a person who is already being employed by the organisation. This is 

commonly done in one of the following two ways. Firstly, the available 

position may be offered to an employee directly, which is often being done 

by approaching the individual without the knowledge of the other 

employees of the firm. The reason for this is that the colleagues of the 

employee who is being offered the position may feel overlooked or become 

offended, which may lead to adverse motivational effects and consequences 

(Bayo-Moriones & Ortín-Ángel, 2006). 

 

Alternatively, a recruiter of the firm may make an announcement to all 

employees that a job vacancy exists within the organisation and that current 

employees are eligible to apply for the position.    

Internal recruiting/promoting is thought to be a favoured recruitment 

technique due to a number of reasons. Its low financial cost is thought to be 

one of its major advantages, considering that no direct costs are associated 

with the finding of the candidate (Stone, 2005).  

Moreover, in most cases the candidate will not require training, or at least 

not as extensively as an external candidate, due to the knowledge that he/she 

already possesses of the firm’s internal operations and processes, which 

provides the company with the effect of saving time as well as indirect costs  

due to the fact that other employees who are on the company’s payroll list 

are not required to spend time educating other individuals and are thus able 

to perform other duties instead (Bayo-Moriones & Ortín-Ángel, 2006).  

 

Similarly, the amount of candidates is usually small, which implies that the 

costs associated with screening and interviewing candidates are typically 

low (Bayo-Moriones & Ortín-Ángel, 2006).  

Likewise, internal recruitment/promoting may act as a strong motivational 

tool to existing employees, since it provides them with a reason to work 

harder, considering that they will perceive that the potential benefit of a 
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promotion does exist. This perception has lead to the development of the so 

called “tournament theory”, which is based on the notion that internal 

promotion creates higher results and productivity than external recruitment 

does (Matrins & Lima, 2006).  

A further reason as to why internal recruitment methods are perceived to be 

popular is that individuals who are already being employed by the 

organisation can be observed and their actions followed, meaning that their 

capabilities, strengths and weaknesses can be assessed fairly well after a 

certain time of employment within the company, while an employer’s 

ability to assess the capabilities of external candidates is fairly limited, due 

to the short time that is available to the recruiters for observation (Bayo-

Moriones & Ortín-Ángel, 2006).  

However, internal promoting/recruiting will also have its disadvantages. 

External candidates are, for instance, more likely to bring new perspectives 

and fresh ideas to the organisation, while internal candidates are likely to 

have adapted to and accepted the way that the company is running its 

business. Hence, employing internal recruitment may in the long-run, in 

absence of using other recruitment channels, ultimately suppress innovation 

and creativity (Stone, 2006).  

Stafsudd (2003) suggests that the more a company values having knowledge 

of the internal processes of the corporation, the more it will attempt to 

recruit/promote individuals internally. 

 

2.4.1.2 Business and private contacts 
 

Businesses may often choose to recruit through the use of business contacts, 

friends or colleagues. One of the main reasons for the use of this informal 

recruitment channel is that there are no financial costs associated with 

finding these candidates.  

Moreover, and probably more importantly, businesses who receive a 

recommendation about a candidate are likely to be of high quality, 

considering that the person making the recommendation and the recruiter 

are associated either through a business or a private relationship. Due to this 
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relationship it is unlikely that a person will recommend a candidate of 

inferior quality to the recruiter, since this will reflect negatively on the 

recommender, which in turn may harm their relationship. Hence, when 

receiving a recommendation about a candidate, businesses may feel 

reasonably assured about the candidate’s level of quality (DeVaro, 2005).  

 

It should be mentioned that even though informal recruitment methods are 

generally associated with no direct financial costs, firms may choose to 

actually offer employees a bonus for finding new members of staff. By 

providing this type of incentive, businesses will increase the likelihood of 

receiving information on highly qualified individuals, which, combined with 

the fact that screening costs will be low, will make the bonus payment worth 

while for the individual who gave the recommendation, as well as for the 

business (DeVaro, 2005).   

 

2.4.1.3 The company’s own website 
 

The usefulness of a company’s homepage as a recruitment channel may to a 

certain extend be considered as being dependent on how prominent and 

reputable the firm is perceived to be as an employer. Large, respectable and 

well-known businesses such as banks and auditing firms may have great use 

of their own homepage, due to the large number of talented individuals who 

are seeking to gain employment at these companies. Companies such as 

Nordea Bank and Pricewaterhouse-Coopers, for instance, offer individuals 

the opportunity to upload their résumé’s electronically, combined with a 

personal letter as well as copies of their degrees and grades for the 

organisations’ recruiters in a manner that is similar to that used by search 

engines such as www.monster.com. 

The use of this particular recruitment channel may vary with the reputation 

of the firm, as mentioned above. Firms that are of smaller size or unknown 

to the public, perhaps due to the way they conduct their business, may not 

have great success from using this particular recruitment channel since 

  20 (67) 

http://www.monster.com/


A study of recruitment channels in Sweden. Which  
factors shape businesses recruitment behaviour? 

 
   

individuals who are seeking employment may be unaware of the existence 

and/or operations of the business. 

On the other hand, businesses who are in the comfortable position of having 

a good reputation may find this particular channel quite useful, since it does 

not involve direct costs (Zall, 2000). 

The costs associated with the screening process may be reduced 

significantly by screening applications and résumés that have been received 

electronically, considering that companies may require applicants to submit 

résumés in a specific format, which improves comparability and hence 

simplifies the screening process. Through the use of special software online 

applications can be adjusted and customised so that it can provide 

information on a candidate as a summary or, alternatively, it can be filtered 

in a manner that suits the recruiter through the use of selected keywords and 

specific criteria such as location, level of expertise, education or 

compensation demand (Zall, 2000). Parry and Tyson (2008) noted in their 

research of the British labour market that companies make use of their own 

website primarily for the purpose of cost-effectiveness and the simplicity of 

applying, from the point of view of the candidate. 

 

2.4.2 Formal recruitment channels 
 

Formal channels are considered to be channels at which a certain stage of 

the recruitment process is being handled by an intermediary, a third party 

outside the business, such as for instance the public employment agency, a 

newspaper or a recruitment agency. Formal recruitment channels are more 

often than not associated with reaching high volumes of applicants as well 

as with a certain amount of financial cost (DeVaro, 2005). Furthermore, the 

high volume of applicants in itself is sometimes associated with a low match 

between the employers’ requirements and the candidates’ competences and 

skills. The financial costs may therefore be either direct, in terms of  

advertisements being placed or recruitment agencies being hired, or indirect, 

due to high costs that are occurred through the process of screening and 

interviewing applicants.  

  21 (67) 



A study of recruitment channels in Sweden. Which  
factors shape businesses recruitment behaviour? 

 
   

 

2.4.2.1 Advertising 
 

Advertising is considered one of the most widely used channels of 

recruitment. Usually these vacancies are placed in newspapers. The main 

advantage of this recruitment channel is the large volume of potential 

candidates that the channel is able to reach. The process may be considered 

to be especially effective when the position that is to be filled requires 

certain skills that are hard to find, such as a particular language for instance. 

The high reach of applicants is considered to be beneficial in these 

situations (Mencken & Winfield, 2000). 

However, there is a direct financial cost associated with the process of 

advertising. As mentioned above, advertising does reach a large volume of 

people. Nevertheless, this process often leads to a large number of 

applicants, which means that there often is a lot of time, effort and 

commitment required in the process of screening the applicants by for 

instance going through applications and conducting interviews. Also, due to 

the high reach of individuals the quality of the potential candidates is often 

of low quality (Mencken & Winfield, 2000). 

 

2.4.2.2 Recruitment agencies 
 

Recruitment agencies have existed for many decades. Over the years the 

number and popularity of recruitment agencies has consistently increased 

and they have steadily gained a larger share of the market (Rees, 1966) 

(Taerettanachai & Kleiner, 2005). Their popularity is justified by the fact 

that recruitment agencies are experts in their field and possess a great 

amount of information on a large number of potential candidates. A certain 

amount of recruitment agencies even specialises into certain branches and 

sectors now-a-days in order to extend and make use of their competitive 

advantage as much as they possibly can (Taerettanachai & Kleiner, 2005).  
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Furthermore, one of the main advantages that recruitment agencies offer to 

businesses is the fact that the agency will undertake the process of receiving 

applications and the initial screening of candidates. Effectively, this 

recruitment method allows the managers of the company, who in the 

absence of a recruitment agency would be involved in the recruitment 

process, to have more time to attend to other tasks instead. 

Organisations that approach a recruitment agency are likely to assume that 

the agency has access to a wide network of candidates, which would thus 

increase the possibility of finding high-quality candidates. 

On the downside, however, there are substantial direct costs associated with 

the use of recruitment agencies, considering that these agencies typically 

charge a fee in the range of 2% - 20% of the annual gross salary of the 

person who is being recruited. The fee can thus become quite substantial, 

especially in the case when a person in a leading position is to be recruited 

(Stone, 2005) (Taerettanachai & Kleiner, 2005). 

Likewise, the possibility exists that recruitment agencies that are unable to 

find suitable candidates will send applicants that are either under- or 

overqualified to the hiring company, due to their obligation to generate 

candidates (Stone, 2005). 

 

2.4.2.3 Public employment agencies 
 

Public employment agencies offer the advantage of being able to reach a 

large volume of potential candidates at no cost to the firm, which are the 

two primary reasons for the use of this recruitment method.  

The use of this particular recruitment method does, however, provide some 

drawbacks, considering that individuals who are unemployed are obligated 

to search and apply for job positions in order to retain their unemployment 

benefits. It may therefore be the case that an applicant’s prime objective is 

not to be employed by the organisation, but rather to maintain his/her 

unemployment benefits (Van Ours, 1994). Hence, the quality of these 

applicants may be considered to be low compared to other recruitment 

methods.  
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Due to the high volume of individuals that are being reached, combined 

with the fact that anyone will be able to apply for the particular position, the 

process of screening candidates when employing this particular recruitment 

channel is often considered to be rather demanding and timing consuming. 

The fact that some candidates may be reluctant to accept the offer of a 

position due to the above mentioned reasons, as well as the consideration 

that many of the applicants may be either over- or underqualified for the 

position, implies that the cost of screening applicants by use of this 

recruitment channel may be substantial (Van Ours, 1994). 

 

2.4.2.4 Search engines and headhunting 
 

The use of search engines such as www.monster.com as a recruitment 

method has only been established in recent years, as a result of the 

constantly increasing use of the internet.  

Search engines offer employers with large databases with information on 

individuals and their competences. As with other recruitment channels that 

use the internet, recruiters may be able to filter information from databases 

by using key words and specific criteria in order to find the right candidates 

and thus reduce the time spent on screening candidates. 

Nevertheless the process of finding suitable candidates is still considered to 

be resource intensive due to the often enormous amounts of potential 

candidates that are available in these databases (Zall, 2000). High indirect 

costs are therefore commonly associated with this method.  

In addition to that, the recruiter may be able to find individuals who appear 

very suitable and who possess the skills that are required for the vacant 

position, yet they may not be interested in the position. The quality of the 

individuals may therefore be high, but the likelihood of finding a suitable 

candidate who is willing to accept the employment offer amongst them may 

be low (Parry & Tyson, 2008).  

Notably, a study conducted by Parry and Tyson (2008) found that the most 

important reasons for employing search engines were having access to a 

large pool of applicants and cost effectiveness. 

  24 (67) 



A study of recruitment channels in Sweden. Which  
factors shape businesses recruitment behaviour? 

 
   

As presented in table 1, the study also suggests that online recruitment, 

which incorporates the use of a firm’s own website and the use of search 

engines among others, has increased in recent years through the ever 

growing amount of users and new ways of communication,.  

 

 

Table 1 

 

Year Corporate 

  

Commercial 

  2000 21 15 
2001 30 25 
2002 45 25 
2003 41 26 
2004 42 24 
2005 37 25 
2006 36 21 

 

Source: Parry & Tyson (2008) 

 

2.5 Literature synthesis 
 

Even though each recruitment channel differs from the others in terms of the 

numbers and types of candidates, the direct and indirect costs associated 

with the process as well as the length of the vacancy that they attract, 

previous studies have generally found that informal recruitment channels are 

associated with shorter vacancy lengths, fewer but high quality candidates 

and lower direct costs. Formal recruitment channels on the other hand are 

often associated with comparably longer vacancy length, whereas the 

quality of the applicants and the direct costs associated with the process 

have often been found to differ substantially depending on the recruitment 

channel, considering that, for instance, private recruitment agencies differ 

significantly from advertising in terms of the quality of candidates while 

they differ from public recruitment agencies in terms of both the quality of 

candidates and direct recruitment costs. 
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This study will, at least to a certain extend, attempt to build upon some of 

the previous studies that were shortly discussed in section 2.2, in the sense 

that these studies will provide useful guidelines as far as the construction of 

the questionnaire as well as the way the analysis was conducted in these 

articles are concerned. 

Studies in the field of recruitment channels have been conducted previously 

and lead to the findings that were discussed in section 2.4, even though to 

the knowledge of this author none have been conducted in the Swedish 

labour market so far. The findings of this study in regards to the choice of 

recruitment channel will be compared to the findings of previous studies 

with the purpose of trying to establish whether or not these are consistent 

and in order to find explanations for deviations. 

Even though the topic of recruitment channel utilisation has been discussed 

and analysed by several authors, the topic of finding the underlying reasons 

that have lead firms to choose certain recruitment channels over others 

appears to have been neglected in the research and will therefore be 

investigated in this paper. 
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Chapter 3 
Methodology 

 

The goal of this study is to find out which the underlying managerial and 

economical factors and motives are that lead organisations to choose certain 

recruitment channels over others, as stated in chapter 1. 

 

This section will present the methodology that was used in order to obtain 

the necessary information so as to be able to analyse the topic of study. 

As a starting point, the right type and number of participants that are 

required in order to be able to conduct a study whose findings will be 

meaningful, will need to be identified (Lunenburg & Irby, 2008). Thereafter 

the method of collection needs to be decided upon and the data to be 

subsequently collected. At this point it is of great importance to consider 

how the data will eventually be analysed, in order to decide upon how 

questions shall be presented and formulated. Once this process has been 

completed, the raw data will need to be analysed by utilising instruments 

that are suitable for extracting the right information out of the available data. 

The standard of the data will also need to be verified, in order to ensure that 

the results are useful and of high quality (Lunenberg & Irby, 2008). 

 

The structure that was chosen for this chapter was, to a large extent, taken 

from Lunenburg & Irby (2008). It is divided into the following sections:  

 

3.1 Selection of participants 

3.2 Sample 

3.3 Selection of collection method 

3.4 Data collection 

3.5 Construction of questionnaire 

3.6 Data analysis 

3.7 Instrumentation 
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3.8 Limitations 

3.9 Validity and reliability 

3.10 Summary 

 

3.1 Selection of participants 
 

The participants of this study involve businesses of any kind that are located 

and operational in Sweden, irrespective of their size, customers, products or 

industry. The reason for this is that the study is not focusing on a particular 

type of business. Rather, it is a study of general nature and is therefore 

meant to include all and any types of firms in order to provide an overall 

picture of the Swedish labour market. 

 

3.2 Sample  
 

In order for the study to be representative, it was thought that a sufficiently 

large sample was required. The goal was therefore to arrive at a sample of 

approximately 120 participants, considering that a smaller sample may have 

provided misleading or inaccurate information and, hence, results. For the 

purpose of this study only primary data is being used. 

 

3.3 Selection of collection method 
 

It was found that a questionnaire would provide the best means of receiving 

consistent replies to the questions that were of interest to the study, due to 

the fact that, firstly, a large sample of responses was required, secondly, that 

all participants would be presented with the same questions, which would 

provide consistency for the data, and thirdly, that the time span that was 

required in order to receive the data and analyse the findings was rather 

limited. If telephone or in person interviews had been conducted, these 

would probably have been of good quality, but the time limit and the large 

number of required responses would have made the task very difficult. 
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Hence it was determined that sending the questionnaire as an email to a 

large number of companies would be the most suitable choice of media for 

this kind of survey as it was a convenient way to get into contact with a 

large number of firms.  

The emails were sent to Swedish firms in every part of the country, with a 

brief explanation regarding the purpose of the study. The questionnaire was 

included as an attachment in the email. 

The starting point in trying to get into contact with the businesses that 

ultimately participated in this study was to conduct an internet search in 

order to find businesses that could be contacted. The internet search was 

initiated on the homepage of www.allabolag.se, a website on which all 

Swedish organisations are registered and which provides information about 

companies sizes as well as financial information on the previous years of 

operation of each business.  

Since contact information is not available on this website, the firms’ contact 

information had to be obtained by subsequently searching on each of the 

companies’ homepages. Care was taken in trying to find organisations from 

a large variety of industries, in order to make the study as representative and 

the data as reliable as possible. Without this precaution the possibility that 

results could have turned out be misrepresentative, due to for instance 

special recruitment practices in a particular industry, would have increased.  

 

3.4 Data collection 
 

As a first step in the collection of the data, a sample of the questionnaire 

was sent to 630 businesses. A deadline was not set for the completion of the 

questionnaire. The rate of response from sending emails turned out to be 

approximately 13%. As the number of received responses was considered to 

be too low to be representative, another email was sent out at a later point in 

time, in order to receive more replies. Hence a further 300 organisations 

were contacted. As a result 121 responses were received and evaluated in 

total. The response-rate of the second mail-out was again approximately 
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13%. During the second mail-out a deadline of two weeks was given to 

respondents.  

Moreover, participants were given the opportunity to receive feedback on 

the study once it had been concluded, if they so wished. 

The questionnaire itself was, at an initial stage, sent to a small number of 

firms in form of a pilot study, with the purpose of finding out whether the 

questions appeared to be clear and comprehensible, or whether 

reformulating or presenting/asking questions differently would be required 

or more productive. 

 

3.5 Construction of the questionnaire 

 
The questionnaire along with its finding will be analysed and discussed in 

detail in chapter 4. The survey questions regarding, firstly, the choice of 

recruitment channel that firms utilise and that were touched upon in section 

2.4 and, secondly, the factors that influence the choice of recruitment 

channel and that were discussed in section 2.3, were constructed in a 

manner that allowed respondents to choose as many alternatives as they 

seemed to fit and rank them, with the purpose of being able to extract 

information regarding their relative utilisation or importance, depending on 

the question. 

Moreover, in order to be able to differentiate and analyse the findings with 

respect to the level of skill that was required for the position, the same 

questions were asked twice.  

Also, in order to find out if the answers that were provided by respondents 

in regards to their preferred choice of recruitment channel appear to be 

accurate, a few questions were provided in regards to the recruitment of the 

last hired employee, in order to allow for comparison between their actual 

recruitment behaviour and the answers which respondents provided in the 

questionnaire as their preferred choice of recruitment channel. 
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3.6 Data Analysis 
 

The questionnaire included a total of twelve questions. The survey questions 

can be divided into five different types of questions.  

 

The first of these were multiple choice questions, which asked the 

participant to choose as many of the alternatives as the participant believed 

to appear suitable in regards to the question and the organisation being 

concerned. Considering that the number of provided alternatives in these 

questions was not exhaustive, nor was it meant to be, participants were 

given the opportunity to add their own alternatives in order to provide more 

complete answers. To be more specific, participants were not only asked to 

choose among a number of alternatives, but to rank them as well in order of 

importance.  

Moreover, participants were presented with simple yes or no questions and 

choices between two alternatives, which simply provided an understanding 

of whether the issue in question applied to the organisation or not.  

 

Participants were also presented with questions on straight forward issues 

that could be answered with a single sentence. 

A fourth type of question provided participants with the opportunity to 

answer freely on a certain issue. These questions were given in order to 

provide participants with the opportunity to provide their own perspectives 

and to be able to describe their thoughts on the issue of recruiting in their 

own words. 

The fifth type of question asked participants to provide information in 

regards to the size of their organisation for statistical purposes, so that 

differences regarding firm size, could be identified and consequently 

analysed and compared.  
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3.7 Instrumentation 
 

The following techniques were applied to the data that had been received 

through the questionnaire responses, in order to retrieve the right kind of 

information. 

The questions who asked respondents to rank suitable alternatives were 

treated as follows: the five alternatives that had received the highest ranking 

by respondents were awarded points from 1 to 5 with one point intervals, 

with 5 points being given to the alternative that had received the highest 

importance and 1 point to the least important alternative. Consequently, the 

points were added together and divided by the number of responses, through 

which an average was received for each alternative. Finally, the averages 

were compared to each other. 

Multiple regression was utilised in order to analyse part of the data, 

considering that it is a widely used and accepted method of statistical 

analysis (Hill, Griffiths & Judge, 2001). Multiple regression was applied by 

combining survey questions 2, 3 and 12. The data from question 2, which 

refers to the length of the recruitment process of the last hired employee, 

provided the dependent variable. The recruitment channels which firms 

utilised during the last recruitment and the size of each of the responding 

companies were used as independent variables. A two-tailed test with 95% 

confidence was subsequently conducted in order to find out whether or not 

the regression coefficients were significant.  

Excel was used as a software tool for all calculations and for conducting 

statistical analysis. 

 

3.8 Limitations 
 

A few limitations in regards to the study do exist. Firstly, charity 

organisations and other non-profit organisations as such, were not included 

in this study. The reason for this is that the priorities and goals of these 

organisations differ substantially from those of “regular” organisations, 
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considering that these kinds of organisations often tend to seek candidates 

who are motivated by other factors than normal candidates are. Hence, the 

inclusion of these companies would perhaps have generated inaccurate and 

potentially misleading results.  

Secondly, the topic of how wage levels are set during the recruitment 

process goes beyond the scope of this study and was therefore not included.  

The reason for this is that the setting of wage levels does have effects on a 

number of factors that are relevant to the recruitment process, such as the 

attractiveness of the position and thereby the length of the vacancy duration 

as well as the effectiveness of the recruitment channel. In addition to that 

some of the questionnaires were not filled out completely or properly by all 

the participants. In order to ensure reliability of the final data only the 

replies that were properly answered by participants were included in the 

analysis, which is the reason that some of the results of the survey questions, 

which are analysed in chapter 4, are based on different amounts of 

participants. 

Also, in order to provide comparability on certain issues between a) 

employees in positions that require high levels of skill compared to b) 

employees in a position with lower skill requirements, participants were 

asked the same three questions twice so that differences could be identified. 

Considering that a number of participants chose to provide the same replies 

to both types of questions it is unclear whether these replies are in fact 

accurate, or whether they are a result of the fact that the participants found 

the survey either repetitive or too time demanding and therefore chose to 

reply in such a manner.  

As mentioned above, during the first mail-out a deadline was not set for the 

reception of the responses. Notably responses stopped coming in after the 

first week following the mail-out, which suggested that firms perhaps 

believed it was too late to send in the questionnaire after a certain amount of 

time had lapsed. Hence, during the second mail-out a deadline of two weeks 

was set. 

Finally, the study was initially meant to include a comparison of the 

different industries in terms of their preferred choices of recruitment 
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channel and the factors that determine the selection of recruitment channel. 

However, in the progress it was deemed that the sample of responses would 

not be sufficiently high so as to allow the presentation of an accurate and 

representative industry analysis and the question was consequently 

removed. 

 

3.9 Validity and reliability 
 

In order to avoid concerns regarding the validity and reliability of the data, 

responses that were found to be either incomplete, incorrectly answered, 

answered in a way that could imply that the respondent had misunderstood 

the question, or in other ways unreliable, were disregarded in order to avoid 

compromising the quality of the data.  

As far as reliability is concerned, the data was analysed not just as a whole 

sample, but the sample was divided into two equally large sub samples in 

order to allow for comparison and check for consistency. Each of the sub 

samples were compared to the entire sample as well as to each other in a 

test/retest fashion.  

In terms of validity, the findings were compared with those of other studies, 

as will be discussed in the subsequent chapters, in order to identify whether 

they appear to be similar or whether the findings are completely different.  

As far as multiple regression analysis is concerned, a t-test was performed in 

order to assess the significance of the coefficients at the 95% certainty level.  

 

3.10 Summary 
 

This chapter discussed how the firms that participated in the study were 

found and on what basis they were selected, as well as the means through 

which the data was collected, namely in that a questionnaire was distributed 

per email to a total of 930 organisations in which they were asked to 

respond to the questions and thereafter return the questionnaire by email.  

  34 (67) 



A study of recruitment channels in Sweden. Which  
factors shape businesses recruitment behaviour? 

 
   

The rates of response were found to be approximately 13%, with a total of 

121 responses. Thereafter the techniques that were employed in order to 

analyse the data were explained, along with a discussion of the main 

limitations of the study and the difficulties that were encountered in the 

progress, along with appropriate explanations as to how these originated. 
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Chapter 4 
 

The results of the survey 
 
 

This chapter will focus on the questions and findings of the survey. The 

survey questions are provided in the same order as they were handed to 

participants. After each question the most significant findings and outcomes 

in regards to it will be presented and shortly discussed. The Figures and 

tables that are related to these questions are included in the appendix 

section. 

 
4.1 The questionnaire 
 

Question 1: How did you recruit the last person who joined your 

company? 

 

Findings: The responses from the questionnaire revealed that two 

recruitment channels stood out among the available alternatives, considering 

that they accounted for over 40% of the of the sample responses. The most 

frequently used recruitment alternative was personal and business contacts, 

which accounted for 23.97%, followed by recruitment agencies, which 

accounted for 19.01% of the sample. Advertisements and Public recruitment 

agencies were the third and fourth most used alternatives with 14.88% and 

11.57% respectively (Appendix A). 

 

Question 2: How many weeks did the recruitment process of the last 

hired person take (from the time that the vacancy was publicised until 

the candidate signed the employment contract)? 

 

Findings: As table 9 in appendix B reveals, there was a great dissimilarity 

in regards to the length of the vacancies between the employees who were 

recruited internally and the ones that were recruited externally. For 
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individuals who were recruited internally the average vacancy length was 

approximately 3 weeks, while the average vacancy duration for externally 

recruited individuals was approximately 5.67 weeks. Dividing recruitment 

channels into internal and external ones for the purpose of comparison 

appeared to provide the best information. Appendix B provides more 

detailed information in regards to the average vacancy duration of each 

recruitment channel.  

 

Question 3: Do you often use several recruitment channels for the same 

vacancy? 

 

Findings: Approximately 80.2 % of the study sample responded that they 

utilise more than one recruitment channel when they are attempting to find 

candidates in order to fill a vacancy. 

 

Question 4 is meant to be answered by the participants who responded 

that they utilise several recruitment channels for the same vacancy in the 

previous question. 

Question 4: When you start a recruitment process, do you usually a) 

employ several recruitment channels at once, or b) do you start with 

one recruitment channels and if the result is not satisfactory, do you 

then employ more channel(s)? 

 

Findings: It was identified that 72.7% of the respondents use several 

recruitment channels simultaneously while 27.3% choose to make use of 

more than one channel only when the first one has failed to deliver the 

expected results. Several of the respondents proactively chose to state a 

reason for their preference. The main reason given was time efficiency, i.e. 

the respondents felt that this action could influence and reduce the time 

required in order to complete the recruitment process. 

 

Question 5: Which factor(s) do you regard as important when deciding 

on how to recruit a new member of staff for a position that demands a 
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high level of skill (i.e. a position that requires special skills and/or is a 

management/leadership position)? Please indicate all the alternatives 

that appear suitable and rank them, starting with the ones that appear 

to be most important to the ones that are least important: 

 
a) The cost associated with the recruitment process 
b) The time associated with the recruitment process 
c) The amount of effort and work associated with the recruitment 
process 
d) Finding high quality candidates 
e) That potential exists to recruit from within the organisation 
f) Other reason (please specify)_______ 
 

Findings: Having a pool of high quality candidates to choose from is, 

according to the sample, by far the most crucial factor as far as the selection 

of a recruitment channel is concerned, with an average of 4.09 out of 5 

points. The costs associated with recruiting are the second most chosen 

alternative with an average of 1.84 (Appendix C). 

 

Question 6: Which of the below mentioned recruitment channels does 

your organisation use when you are looking to recruit a new member of 

staff for a position that demands a high level of skill? Please indicate all 

the alternatives that appear suitable and rank them, starting with the 

ones that you use the most to the one that you use the least: 

 

a) Newspaper advertisements 
b) Recruitment agencies 
c) Your own homepage 
d) Public employment agency 
e) Through contacts and networks 
f) By spreading the word among existing members of staff 
g) Internally through promotion 
h) Through search engines (e.g. Monster.com) 
i) Through other channels (please specify)______________ 

 

Findings: According to the responses recruitment agencies are the most 

utilised recruitment channel as far as the hiring of employees with a high 

level of skills is concerned. Recruitment agencies were given an average of 
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2.45 points, followed by personal and business contacts with 2.08 points, 

advertisements with 1.78 points and the business’s own homepage with 1.57 

points. Notably, public employment agencies, search engines and spreading 

the word among colleagues within the firm appear to be considered as rather 

unattractive alternatives (Appendix D). 

 

Question 7: How important is it for your organisation to find the best 

possible candidate when trying to find candidates for a position that 

requires a high level of skill? Please indicate the alternative that you 

find most suitable: 

a) It is an absolute priority to find the best candidate for the position 
and the costs associated with the recruitment process are of minor 
importance 
b) Finding the best candidate is the main priority, but we do try to 
maintain an adequate level of costs in the process 
c) Maintaining costs at an adequate level is our main priority when we 
recruit 
 

Findings: The responses suggest that 21,43% of the participating 

organisations are of the opinion that finding the best possible candidate for a 

vacancy is the absolute priority and that the costs incurred in the duration of 

the recruitment process are of minor importance.  

The large majority with 78,57% stated that finding the best candidate is in 

fact the recruitment process’ main priority, even though the organisations 

aim to maintain costs at an acceptable level at the same time. Notably, not a 

single reply was received that considered costs to be the main priority in the 

recruitment process for this kind of position (Appendix E). 

 

Question 8: Which factor(s) do you regard as important when deciding 

on how to recruit a new member of staff for a position that demands a 

low level of skill (i.e. a position that does not require special skills and is 

a not a management position)? Please indicate all the alternatives that 

appear suitable and rank them, starting with the ones that appear to be 

most important to the ones that are least important: 
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a) The cost associated with the recruitment process 
b) The time associated with the recruitment process 
c) The amount of effort and work associated with the recruitment 
process 
d) Finding high quality candidates 
e) That potential exists to recruit from within the organisation 
f) Other reason (please specify)_______ 
 

Findings: As in question number 6, one particular factor was clearly singled 

out by participants as the most decisive determinant: the quality of the 

candidates. However, its importance was relatively lower in comparison to 

question number 5, which considered candidates with high levels of skill, 

receiving an average of merely 3.41 points out of 5. Similarly, the remaining 

factors of the question are all of notably higher importance compared to 

question 5. These two facts combined appear to lead to the conclusion that 

the importance employers place on finding a high quality candidate is 

comparably lower for positions that do not require high levels of skill and 

that organisations are therefore more sensitive to costs, considering that the 

remaining factors all include some form of either direct or indirect costs 

(Appendix C). 

 

Question 9: Which of the below mentioned recruitment channels does 

your organisation use when you are looking to recruit a new member of 

staff for a position that demands a low level of skill? Please indicate all 

the alternatives that appear suitable and rank them, starting with the 

ones that you use the most to the one that you use the least: 

 

a) Newspaper advertisements 
b) Recruitment agencies 
c) Your own homepage 
d) Public employment agency 
e) Through contacts and networks 
f) By spreading the word among existing members of staff 
g) Internally through promotion 
h) Through search engines (e.g. Monster.com) 
i) Through other channels (please specify)______________ 
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Findings: The findings of this question suggest that the business’s own 

website is the most favoured recruitment channel, followed by the public 

employment agencies and contacts. Remarkably all of these recruitment 

channels tend to be associated with low cost, which would be consistent 

with the findings of the previous question (Appendix D). 

 

Question 10: How important is it for your organisation to find the best 

possible candidate when trying to find candidates for a position that 

requires a low level of skill? Please indicate the alternative that you find 

most suitable: 

a) It is an absolute priority to find the best candidate for the position 
and the costs associated with the recruitment process are of minor 
importance 
b) Finding the best candidate is the main priority, but we do try to 
maintain an adequate level of costs in the process 
c) Maintaining costs at an adequate level is our main priority when we 
recruit 
 

Findings: The feedback from the questionnaire suggests, as in question nr. 

7, that the large majority of organisations, in this case 92,86%, is of the 

opinion that finding the best candidate while maintaining costs at a 

satisfactory level is the main priority. On the other hand, only 7,14% are of 

the opinion that costs are the decisive factor when recruiting. Interestingly, 

not a single response suggested that alternative A was the most suitable 

alternative (Appendix E). 

 

Question 11: Has the recent global financial crisis changed your 

organisation’s choice of recruitment channel(s)? If the answer is yes, 

please indicate the reasons for it. 

 

Findings: 97 of the organisations, approximately 80%, responded that they 

had not changed their recruitment behaviour since the occurrence of the 

global financial crisis. The sample included a total of 121 firms and 46 out 

of them were of large size. Interestingly, out of the 24 organisations that had 
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changed their recruitment behaviour, 15 were of large size, which is a 

substantially high share of the sample (Appendix F).  

 

Question 12: How high is the number of employees that your 

organisation currently employs (question is made for statistical 

purposes)? 

a) 1-40 
b) 40-200 
c) Over 200 
 

Findings: A total of 121 organisations participated in this study. 46 out of 

these were of large size, while 50 were of medium and 25 of small size 

(Appendix F). 
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Chapter 5 
Presentation and analysis of data 

 

The purpose of this study was to analyse which kinds of recruitment 

channels Swedish firms utilise in the hiring process, as well as to investigate 

the underlying reasons that have lead firms to choose these particular 

channel(s), with the purpose of gaining a better understanding of the relative 

importance of each of these factors, so as to gain a better insight into 

employers’ thought and decision making process. Moreover, the importance 

of finding the right candidate and whether the global financial crisis did or 

did not have an effect on the choice of recruitment channel was examined.  

 

The purpose of this study was achieved by analysing these critical factors 

and distinguishing between two different types of employees in the analysis, 

with the intention of gaining a more complete and accurate picture of the 

situational importance of each of the determinants. 

The chapter will consist of an examination of the findings that were 

extracted from the survey.  

 

5.1 The research questions 
 

Question 1: What are the underlying reasons for the choice of 

recruitment channel(s) made by Swedish firms? 

 

As presented in table 10, one factor clearly stood out as the most important 

determinant of recruitment channel selection: that candidates who are being 

reached are of high quality. This finding was consistent throughout the 

study irrespective of the level of skill required for the position. Merely the 

degree of importance between the two separately analysed levels of skill 

differed. The importance of finding high quality candidates was found to be 

comparably lower for the positions that did not require a high level of skill. 

  43 (67) 



A study of recruitment channels in Sweden. Which  
factors shape businesses recruitment behaviour? 

 
   

On the contrary, the remaining factors, for instance the cost and time 

associated with the hiring process, were given relatively higher importance.  

This is reflected in firms’ choice of recruitment channel, considering that for 

positions that require a high level of skill, firms more often than not utilise 

costly recruitment channels such as advertisement and recruitment agencies.  

This makes intuitively sense, considering that individuals who find 

themselves in positions that require high levels of skill and/or 

leadership/management skills are commonly associated with high levels of 

responsibility were high emphasis on performance exists. Consequently, 

these positions are of great importance to organisations and they therefore 

tend to take great care in the process of selecting the right candidates and 

are more willing to invest time and money in recruiting them. Indicative of 

the significance of finding the right candidate is that the time and effort 

spent on interviewing, screening and selecting these individuals are the two 

least significant factors. 

Firms who seek candidates for positions with low skill requirements on the 

other hand primarily appear to utilise inexpensive channels, making 

considerable use of public employment agencies, internal recruitments and 

spreading the word among employees, as presented in table 12. 

 

Notably, costs were considered to be a more important factor than time and 

effort spent on recruiting regardless of the required level of skill. 

This finding may be one of considerable importance to recruitment agencies 

and headhunters, since it implies that if firms were able to overcome the 

obstacle of having difficulties in finding high quality candidates, they would 

prefer to handle recruitments internally. Hence, the findings suggest that the 

high quality of candidates that are found through recruitment agencies and 

headhunters is the main factor that keeps these channels in business. 

 

Question 2: How important is it for companies to find the best 

candidate?  
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As it becomes evident from the findings of research question 1, which were 

just presented above, as well as survey questions 7 & 10, organisations 

place great emphasis on finding high quality candidates irrespective of the 

type of vacant position that they are seeking to fill. In the analysis of 

research question 1 it became evident that finding high quality candidates 

was by far the most decisive factor for the business’ choice of recruitment 

channel and that differences in importance only exist with respect to the 

type of position. In addition to that, survey questions 7 and 10 revealed that 

the large majority of firms find that discovering the best candidates while at 

the same time maintaining costs at an acceptable level is the main priority.  

 

Considering that high quality candidates are the most direct prerequisite to 

finding the best available candidate, it was considered as correct to include 

the results of research question 1, which discuss candidates of “high” 

quality, in the results that refer to research question 2. 

Differences once again do exist in regards to the level of skill required for 

the position, as presented in Table 10. More specifically, for positions that 

require a high level of skill, the importance of finding the right candidate 

appears to be comparably higher. This evidence is consistent with the 

findings of question 1, which lead to the conclusion that the importance of 

finding high quality candidates is relatively higher compared to, firstly, the 

remaining factors, and secondly, to a position that does not require a high 

level of skill. 

 

Table 2 

 

Importance of finding the best candidate 
Alternatives High level of skill Low level of skill 
Utmost importance 21,43% 0,00% 
Priority, but within limits 78,57% 92,86% 
Costs are main priority 0,00% 7,14% 
Total 100% 100% 
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Question 3: Which recruitment channels do Swedish firms utilise? Do 

they choose different recruitment channels depending on the level of 

skill that the vacant position requires, and if so, how do they prefer to 

recruit in each case?  

 

As tables 12 and 13 in Appendix D reveal, Swedish firms do in fact utilise 

different recruitment channels depending on the level of skill that the 

position requires. For positions that require a high level of skill the channels 

that were prioritised by firms were private recruitment channels, contacts 

and advertising, whereas positions that require a low level of skill 

prioritised public recruitment agencies, the firm’s own website and contacts. 

The utilisation of public recruitment agencies was found to be the most 

notable difference, considering that it was the most popular recruitment 

channel for low skill positions while it was ranked as the 3rd least popular 

alternative among the high skill positions.  

Overall one can say that the focus was much more intensive on a small 

number of recruitment channels in the case of high skill positions, 

considering that a few channels clearly stood out as favoured and 

unfavoured ones by employers, whereas the choices of recruitment channel 

for low skill positions were much more evenly distributed.  

Also, the findings of research question 1 and 3 that organisations prioritise 

the quality of candidate as well as using private recruitment agencies 

suggests that organisations do not share the view that private recruitment 

agencies often deliver over- or under qualified candidates. 

Additionally, statistical analysis was performed based on three types of 

information, a) on the number of weeks that the recruitment process of the 

last hired person required, b) data regarding the recruitment channel that 

was utilised and c) the size of the firm. A multiple regression with 106 

degrees of freedom was performed. The data was taken from survey 

questions number 1, 2 and 12 and is presented in table 6 in Appendix A.  

A t-test was performed to discover whether the coefficients were of 

significance at the 5% level. The results implicate that coefficients with a t-

test score of t ≥ 1.984 or  
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t ≤ -1.984 are significant at the 5% level at 100 degrees of freedom. The 

coefficients that exceeded this level were found to be: Advertising, 

Recruitment agencies and Headhunting, due to the long length of the 

vacancy associated with the recruitment channel.   

 

4) Has the recent global financial crisis had effects on firms’ choice of 

recruitment channel(s)? 

 

Overall 97 out of 121 individuals who filled in the questionnaire responded 

that the global financial crisis had not changed the organisation’s selection 

of recruitment channel. Hence, a quite substantial amount, approximately 

20% of the organisations who participated in the study, did alter their choice 

of recruitment channel.  

As far as the 24 organisations that had changed their behaviour are 

concerned, the main changes in their recruitment behaviour are, according 

to their responses, the following ones: 

 

 The organisations have increased their use of public recruitment 

channels. Alternatively they seek to fill vacancies by either 

recruiting internally or by going through spontaneous applications 

due to the low direct costs that are associated with these recruitment 

channels. 

 The organisations hire members of staff for short periods of time 

through recruitment agencies such as Adecco and Manpower, rather 

than employing them themselves. 

 Recruitment has ceased due to the bad financial situation in which 

the companies find themselves in. 

 

Remarkably, by taking a closer look at the rate of change with respect to the 

size of the company, which is displayed in Appendix F, one may notice 

strong dissimilarities. Approximately 32,6% of large firms stated that they 

had altered their selection method, as opposed to merely 4% of small 

  47 (67) 



A study of recruitment channels in Sweden. Which  
factors shape businesses recruitment behaviour? 

 
   

companies. The effect hence appears to become smaller along with the size 

of the company.  

 

5.2 Other findings 
 

Moreover, by comparing the data from table 5 and 12 one may find that the 

preferences, which were stated by participants in survey questions 6 and 9 

and presented in table 12, are very much consistent with the firms’ actual 

recruitments that were identified in survey question 1 and 2 and presented in 

table 5, which makes a stronger case for the consistency and reliability of 

the data. 

By combining the information from table 11 and 13, which reveal 

participants’ preferences and relative importance as far as the choice of 

recruitment channels and the factors of influence are concerned, both in 

relation to company size, a number of conclusions may be drawn. Firstly, 

large companies utilise their websites for recruitment purposes at a much 

larger scale, while the use of contacts is much smaller compared to firms of 

smaller size. Large firms also appear to search for potential candidates 

internally to a higher degree, as the data from both table 11 in regards to 

potential candidates, and table 13 in regards to internal recruitment suggest.  

 

Likewise, small firms appear to be more cost conscious, considering that the 

cost factor is of higher significance to these firms, as table 11 suggests. This 

information is also reflected in table 13 by the fact that contacts, and 

spreading the word among employees are the two favoured recruitment 

channels of small firms. The popularity of these channels may also be the 

result of the fact that these channels are generally associated with shorter 

vacancy durations and that time is a factor of higher significance to small 

firms than for larger businesses. 

By comparing the data from table 5 and 7 to two other studies made on 

recruitment channels in the Netherlands some observations can be made. 

Both studies were presented in Gorter et.al. (1996), although the first one 

was undertaken by the ILBO institute in the Netherlands.  
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It may be noticed that the data is quite consistent with the first study, which 

is presented in table 3 below, as far as informal recruitment channel and 

public recruitment agencies are concerned. Approximately 38,84% of the 

sample hirings were made through informal channels compared to the 33% 

in table 3, while public recruitment agencies accounted for 11,57% as 

opposed to 13%. Advertising is notably lower with 14,88%. However, the 

study was undertaken in 1986 and online recruitment channels did not exist 

at the time, which may at least to a certain extend explain the decline in 

advertising since then. 

As far as the vacancy length is concerned, the results are mixed, as may be 

noticed by comparing tables 3 and 9. The vacancy length of informal 

channels was found to be shorter than in Gorter et.al. (1996) at slightly 

below 3 weeks, while the length of advertising was found to be much longer 

with an average of 8 weeks. Nevertheless, the findings of the studies are in 

line as far as public recruitment agencies are concerned with 4 weeks as 

opposed to 4,3 weeks. 

 

Table 3 

 

Recruitment channel Relative use Vacancy duration (weeks) 
Advertisements 33 % 5,7 
Informal 33 % 4,1 
Public recruitment agency 13 % 4,3 
Others 21 % 4,2 
 

Source: ILBO in Gorter et.al. (1996) 

 

The second study, which was conducted in 1996 and is presented in table 4 

below, also divided firms into three groups depending on size, similar to this 

study. By comparing table 4 to table 7 one may once again notice that 

advertising (14,88%)  has declined considerably. Similarly, public 

recruitment agencies (11,57%) were a lot less utilised in comparison, while 

for informal channels the trend appears to have reversed in that smaller firm 
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size is associated with higher utilisation of informal channels, which 

contradicts with the findings from the study in table 4. 

As previously mentioned, the decline in the utilisation of advertising and 

public recr.agencies as recruitment channels may be a result of the 

development and growth of new recruitment channels, which to a large 

extent is due to the growth of the internet. 

 

Table 4 

 
Size of the firm Advertisements  Informal  Lab.Office Others Entire sample 
Small 22% 29% 40% 28% 28% 
Medium 47% 32% 39% 39% 39% 
Large 31% 39% 21% 33% 33% 

  

Source: Gorter et.al. (1996) 

 

5.3 Summary 
 

In this chapter the research questions that were central to this paper were 

analysed and examined. The findings reveal that the search for competent 

candidates is what firms are primarily concerned with, while maintaining 

costs at a satisfactory level. The importance of finding high quality 

candidates rises with the level of skills required by the position. In addition 

to that, costs were found to be a factor of higher importance than time or 

effort spent on recruiting. 

The most utilised recruitment channels were contacts and private 

recruitment agencies, although it should be noted that channel selection 

varied substantially depending on the level of skill that was required for the 

position. Organisations appear to be more cost conscious when it comes to 

finding applicants with low skill requirements, using primarily recruitment 

channels that are associated with low direct costs, as opposed to positions 

that require a high level of skill. In order to find candidates for these 

positions, businesses employ recruitment channels that are associated with 

high direct costs. 
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A significant amount of firms were found to have changed their selection of 

recruitment channel as a result of the global financial crisis by either 

switching to channels that are associated with lower direct costs, hiring 

workers from recruitment agencies or by completely ceasing to recruit. 
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Chapter 6 
 

Findings, implications and recommendations   
 

In the previous chapter the data of the study was presented and its findings 

and results were examined. The following chapter includes a short summary 

of the study followed by possible implications, recommendation for future 

research and a final conclusion. 

 

6.1 Summary of the study 
 

The purpose of this study was to, firstly, examine which recruitment 

channels firms prefer to utilise when they are hiring new employees. For the 

purpose of finding evidence of high quality, employees were subdivided 

into two categories depending on the level of skill that was required for the 

position. Furthermore, the intention of the study was to gain an 

understanding as to why employers favour certain recruitment channels over 

others and to consequently analyse the underlying factors that have lead 

employers to make these choices.  

In addition to that, the importance of finding the best candidate, as well as 

the question of whether the recent global financial crisis has altered firms’ 

choice of recruitment channel was to be analysed. 

The study included 121 participating Swedish firms from all kinds of 

industries, selected from the website www.allabolag.se. Care was taken to 

include firms from different industries and of varying size, so that the final 

sample and thus ultimately the results of the study would be representative 

of the Swedish labour market. The study focused on the following 

questions:  

 

1)What are the underlying reasons for the choice of recruitment channel(s) 

made by Swedish firms? 

2) How important is it for companies to find the best candidate?  

  52 (67) 

http://www.allabolag.se/


A study of recruitment channels in Sweden. Which  
factors shape businesses recruitment behaviour? 

 
   

3) Do Swedish firms use different recruitment channels depending on the 

level of skill that the vacant position requires, and if so, how do they prefer 

to recruit in each case?  

4) Has the recent global financial crisis had effects on firms’ choice of 

recruitment channel(s)? 

 

Questions 1 and 3 were answered quantitatively in that participants were 

requested to choose and rank alternatives in order of preference, firstly in 

regards to the alternative recruitment channels, and secondly in regards to 

the factors that led to the choice of the utilised recruitment channel(s). 

Question 2 was partially answered as a result of question 1, considering that 

finding candidates of high quality was indicated as the by far most 

important reason for recruitment channel selection. However, participants 

were even asked to select the most suitable alternative among three 

statements that were made in regards to the importance of finding the best 

candidate. 

Question 4 in itself was answered in a quantitative manner. However, the 

survey was purposely structured in such a manner that participants who had 

come across effects on the choice of recruitment channel were meant to 

provide explanations as to the nature of these effects. These effects were 

consequently analysed in a qualitative manner. 

 

6.2 Implications 
 

One of the main findings of this study is that businesses appear to be very 

quality oriented, in the sense that they seem to be very concerned with 

finding competent candidates for vacancies, as opposed to focusing mainly 

on, for instance, costs. This finding may be of interest to third parties who 

play an active role in the recruitment process, such as recruitment agencies 

and headhunters. Bearing in mind that being able to find high quality 

candidates is the main objective of employers these results may suggest that 

recruitment channel intermediaries may perhaps be able to create a 

profitable niche market for themselves by focusing on specialising in 
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specific areas of the labour market with the aim of having access to the best 

available candidates. Of course recruitment intermediaries who are 

specialised already exist today, however it appears that the majority still 

tries to cover the entire market rather than to specialise. Specialisation may 

in particular be a feasible strategy to recruitment intermediaries who are 

trying to enter the market and who, if they were to focus on the entire 

market, perhaps be unable to compete in the long run.  

This study may provide valuable information to job seekers in Sweden, due 

to the fact that the preferred recruitment channels of Swedish firms were 

analysed from the point of view of the employer. Hence the findings of the 

study may provide them with an indication as to which channels to use in 

order to increase their chances of finding employment. 

 

6.3 Recommendations 
 

Future research in this field of study may focus on finding more detailed 

data in regards to the role that the position of employees play in the choice 

of recruitment channel. Therefore it may be found suitable to break-down 

positions into either more detailed levels depending on their education, 

experience, expertise or position. For instance, positions that require a high 

level of skill may want to be separated into middle-management and top-

management. 

Likewise, future studies may want to focus on analysing only specific 

industries. Alternatively, they may want to compare different industries with 

the purpose of investigating whether any differences exist in regards to 

either the choice of recruitment channel, or the importance of the factors 

that influence the selection of a channel.  

Similarly, the recruitment topic could be examined from the point of job 

seekers in regards to how they search for employment. Job seekers could be 

divided into categories depending on their personality type, education, 

expertise or position. This kind of research may assist firms to identify more 

easily how they may be able to find the right kind of candidate. For 

example, it has become popular in recent months for job seekers to create 
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video-clips of themselves, which employers have access to through a 

website. One could imagine that individuals who are extroverts and self-

confident are likely to utilise this new type of recruitment channel. 

 

6.4 Conclusion 
 

The findings of this study are meant to increase the knowledge in the area of 

recruitment channel selection. It was attempted to provide new insights into 

the functioning of the Swedish labour market by enhancing the 

understanding of the factors that shape the recruitment channel selection 

process and by providing an analysis as to how firms actually recruit at the 

present time. The findings of this study may be of significance to parties 

who are in some way involved in the recruitment process, such as recruiters, 

recruitment intermediaries and job seekers.  

Job seekers may be able to draw upon these finding by gaining an 

understanding as to which recruitment channels are being utilised by firms, 

which may lead them to devote a higher degree of attention to these 

channels, thus increasing the probability of finding employment. 

 

Moreover, having knowledge about the significance of each of the factors 

that are of importance to employers may assist intermediaries in being able 

to adjust and optimise their recruitment services in the future. 

 

The study found that recruitment agencies and contacts are firms’ two most 

preferred choices of recruitment channel. The quality of candidates was 

found to be by far the most decisive factor in the selection of a recruitment 

channel, which clearly indicates that recruitment agents are considered to 

possess expertise in their line of work and that contacts are considered to 

provide reliable candidates, most likely due to the existing relationship 

between the recruiter and the contact person. Furthermore, one of the most 

significant findings is that recruitment costs are considered to be a factor of 

higher importance than the time or effort associated with the recruitment 

process. 
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Appendix A 
 

Question 1 

 

Table 5 

Recruitment channel utilisation in hiring of last employee 
Recruitment channel Frequency Frequency in % Ranking order 
Contacts 29 23,97% 1 
Recruitment agencies 23 19,01% 2 
Advertisements 18 14,88% 3 
Public employment agency 14 11,57% 4 
Own website 10 8,26% 5 
Spreading the word 6 4,96% 6-7 
Internally 6 4,96% 6-7 
Search engines 5 4,13% 8 
Headhunting 4 3,31% 9-10 
Trainees 4 3,31% 9-10 
Previously employed 2 1,65% 11 
Total 121 100%  
 

Table 6 

Multiple regression on the last person that was hired 

  Coefficients Standard Error t Stat P-value 
Intercept 4,8254 3,3133 1,4564 0,1482 
Advertisements 3,4355 0,9167 3,7479 0,0003 
Recruitment agency 2,8181 1,0451 2,6965 0,0082 
Own website 0,3349 0,9033 0,3708 0,7116 
Public employment agency -1,1449 0,8920 -1,2836 0,2021 
Contacts -1,2812 0,9353 -1,3698 0,1736 
Spreading the word -1,8254 1,2239 -1,4915 0,1388 
Internally -1,6758 1,2652 -1,3245 0,1882 
Search engines 1,4235 0,9290 1,5324 0,1284 
Headhunting 3,7281 1,7654 2,1118 0,0371 
Previously employed -2,8623 2,3340 -1,2263 0,2228 
Trainee -2,0147 1,7517 -1,1501 0,2527 
Small 0,0989 3,3479 0,0295 0,9765 
Medium -0,2204 3,3107 -0,0666 0,9470 
Large -0,7059 3,3118 -0,2132 0,8316 
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Table 7 

 

Last person employed divided according to size and recruitment channel  

 

 

 

 

Formal recruitment channels  
Size Advertising Recr.agency Publ.recr.agency Search 

 

Own 

 

Headhunting Total 
Large 17,39 % 19,57 % 13,04 % 4,35 

 

13,04 

 

4,35 % 71,74 % 
Medium 12,00 % 24,00 % 10,00 % 4,00 

 

6,00 % 0,00 % 56,00 % 

 

 

Small 16,00 % 8,00 % 12,00 % 4,00 

 

4,00 % 8,00 % 52,00 % 
Total 14,88 % 19,01 % 11,57 % 4,13 

 

8,26 % 3,31 % 61,16 % 
 

 

 

 

Informal recruitment  channels 
Size Previous employment Contacts Internally Spreading word Trainee Total 
Large 2,17 % 15,22 % 4,35 % 6,52 % 0,00 % 28,26 % 
Medium 2,00 % 28,00 % 6,00 % 4,00 % 4,00 % 44,00 % 
Small 0,00 % 32,00 % 4,00 % 4,00 % 8,00 % 48,00 % 
Total 1,65 % 23,97 % 4,96 % 4,96 % 3,31 % 38,85% 
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Appendix B 
Question 2 

 

Table 8 

Duration of recruitment of last employee

0

2

4

6

8

10

12

14

16

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19

Nr. of weeks

Nr
. o

f r
ec

ru
itm

en
ts

External
Internal

 
 

Table 9 

Vacancy duration 

Recruitment channel Average nr. of 

weeks 

Ranking 

order 

Advertisements 8,00 10 

Recruitment agencies 7,26 9 

Own website 4,30 7 

Public employment agency 4,00 6 

Contacts 3,31 5 

Spreading the word 2,00 2 

Internally 2,50 3 

Search engines 6,20 8 

Headhunting 8,25 11 

Trainees 2,75 4 

Previously employed 1,50 1 
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Appendix C 
 

Question 5 & 8 

 

Table 10 

 

Importance of factors of influence in process when employing a candidate  

 High level of skill High level of skill Low level of skill Low level of skill 

Factor of influence Average nr. of  

points 

Ranking order Average nr. of  

points 

Ranking order 

Cost 1,84 2 1,94 3 

Time 1,58 4 1,74 4 

Work effort 1,30 5 1,13 5 

High quality candidates 4,09 1 3,41 1 

Potential within firm 1,83 3 2,19 2 

Volume of candidates 0,14 6 0,08 6 

Nr. of responses N=103  N=99  
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Question 5 & 8 

 

Table 11 

 

 

Importance of factors of influence in process when employing a candidate  

 Large firms Medium firms Small firms 

 High level of skill Low level of skill High level of skill Low level of skill High level of skill Low level of skill 

Factor of influence Average  points Average  points Average  points Average  points Average  points Average  points 

Cost 2,01 1,92 1,67 1,72 2,03 2,45 

Time 1,57 1,54 1,67 1,61 1,58 2,28 

Work effort 1,17 1,46 1,28 0,73 1,73 1,23 

High quality candidates 4,13 3,43 4,18 3,44 3,73 3,23 

Potential within firm 2,25 2,27 1,56 2,48 1,58 1,53 

Volume of candidates 0,00 0,14 0,29 0,07 0,10 0,00 

Nr. of responses 38 37 43 41 20 20 
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Appendix D 
 

Question 6 & 9 

 

Table 12 

 

Recruitment channel utilisation in process of employing a candidate 

 High level of skill High level of skill Low level of skill Low level of skill 

Recruitment channel Average nr. of 

points 

Ranking order Average nr. of 

points 

Ranking order 

Advertisements 1,78 3 1,48 4 

Recruitment agencies 2,45 1 1,14 7 

Own website 1,57 4 1,98 1 

Public employment agency 0,52 8 1,97 2 

Contacts 2,08 2 1,86 3 

Spreading the word 0,62 7 1,47 5 

Internally 0,94 5 1,45 6 

Search engines 0,39 9 0,23 8 

Headhunting 0,86 6 0,20 9 

Spontaneous appl. 0,05 10 0,01 10 

Nr. of responses 98  96  
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Question 6 & 9 

Table 13 

 

 

 

Recruitment channel utilisation in process of employing a candidate 

 Large Large Medium Medium Small Small 

 High level of skill Low level of skill High level of skill Low level of skill High level of skill Low level of skill 

Recruitment channel Average nr. of 

points 

Average nr. of 

points 

Average nr. of 

points 

Average nr. of 

points 

Average nr. of 

points 

Average nr. of 

points 

Advertisements 2,00 1,86 1,55 1,27 1,81 1,21 

Recruitment agencies 2,12 1,11 2,70 1,22 2,57 1,07 

Own website 2,22 2,55 1,48 2,01 0,62 0,86 

Public employment agency 0,35 1,88 0,50 2,50 0,86 1,24 

Contacts 1,31 1,20 2,48 2,22 2,67 2,38 

Spreading the word 0,38 0,83 0,72 1,30 0,86 2,76 

Internally 1,24 1,83 0,86 1,53 0,57 0,52 

Search engines 0,54 0,26 0,40 0,23 0,10 0,19 

Headhunting 1,46 0,46 0,51 0,00 0,48 0,14 

Spontaneous appl. 0,14 0,03 0,00 0,00 0,00 0,00 

Nr. of responses 37 35 40 39 21 21 

  65 (67) 



A study of recruitment channels in Sweden. Which  
factors shape businesses recruitment behaviour? 

 
   

Appendix E 
 

Questions 7 & 10 

 

Figure 14 

 

Importance of finding the best candidate, high level of 
skills
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Importance of finding the best candidate, lower level of skills
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Appendix F 
 

Question 11 & 12 

 

Table 15 

 

Changes in the recruitment process as a result of the global financial crisis 
 Large Medium Small Total 
Yes 31 42 24 97 
No 15 8 1 24 
change in % 32,61% 16% 4% 19,83% 
Nr. of responses 46 50 25 121 
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