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The objective of this research is to help understand how a resume of a person im-

pacts his chance of getting to a job interview, the job itself and what things are being 

taken into account when considering applicants.  

This can give insight in the changes that have happened within human resources 

recruitment in the past years and how to possibly adapt to them. By doing so, or-

ganizations could possibly find someone who they might have overlooked in the 

past and vice versa, possible future employees might find new and creative ways to 

present themselves the best way possible and so increasing the chances of getting 

the wanted position.  

1.3 Structure of Thesis 

The structure of thesis is based on basic concepts of human resources and basic 

knowledge of resumes. In a way they both go, hand in hand. The human resource 

theory focuses on short history of the field and expansions over the years followed 

by the current models and systems that most companies employ. This is done to get 

a better understanding of how quickly human resource management has developed.  

A brief overview of various resume formats is taken into consideration, picking out 

the most used ones and explaining short details about them together with the pros 

and cons. Not all the old techniques are seen as bad, but more of something good 

that works well. 

This thesis also describes the basic methods of research that are used in this work. 

This is done in order for the reader to get a better picture and understanding of the 

objectives in the empirical study and its outcome.  

By conducting several face-to-face interviews where questions taken from HRM 

theory are asked, it is possible to gain slightly more insight into the recruitment 

processes and how they are handled within various companies. This in return can 

answer various questions related to technology and how it affects recruiters and 

applicants alike.  
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The conclusion strives to give insight into how basic HRM processes are handled 

within companies. By comparing theory and reality give advice is given for appli-

cants on how to approach the job application process better. 
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2.1.1 Timeline 

Various sources claim different historic dates for HRM development and so it is 

hard to narrow it down to certain date, however it is possible to look at milestones 

HRM has taken in its lifetime. These milestones can be seen in Figure 1. It describes 

the basic concerns from companies point of view and actions taken to improve the 

level of satisfaction within company in order to boost work effectiveness over time.  

 

Figure 1: HRM development timeline and main milestones 

2.1.2 Current theoretical HRM concepts 

In current organization lifecycle it is important that it can acquire people who give 

a certain benefit to company. This can be some quality that an individual possesses 

or a certain group of skills that could work well within team. When attracting talent, 

it is important to know how it might fit in the organization, as this could have an 

immediate effect or delayed effect where it builds up slowly by achieving high per-

formance at work place over the course of a certain period. (Stredwik 2014) 

Most important for organizations is to create some sort of a system on how they 

attract, recruit, identify, retain and develop these individuals, because an employer 

can never know when one particular person can prove valuable in a specific posi-

tion, task or project in the future. (CIPD 2017) 
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Figure 2: Selection process steps 

2.3 Selection process 

2.3.1 Short List 

It is common practice to short list people in order to be able to find more suitable 

candidates that could be considered for the position. This is a highly variable pro-

cess and is specific from position to position. (Thomason 1990) At times there can 

be more than 300 applicants for a single or several openings which would call for 

such actions from the human resources in order to produce several candidates that 

would be fit for the open position. In other cases, there might be only 3-5 people 

applying for the same position and this does not call for short-listing as all the ap-

plicants can be viewed much more easily. However, organizations might take an-

other look at the job advertisement if a suitable person is not found. There are sev-

eral ways to short-list applications.  
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tion, which is creating actual advertisements, agreeing upon pricing for various re-

cruitment expenses, taking care of the needed training and arranging courses needed 

for newcomers. HR can also be responsible for various tests or practices used by 

organization, inform the line manager of the hiring process and assist with inter-

views and other administrative tasks. (Stredwik 2014) 

Recruiters are the ones that decide who will be rejected and who will proceed to 

next step of the selection process. The selection process is important because it 

eliminates unqualified applicants from further selection process. Ugbah and Majors 

believe that most important items on entry level position college graduate student 

are work experience, level of education, followed by behavior during interview, 

motivation and their personality. (Ugbah & Majors (1992) 

2.5 Technology in recruitment 

According to Chubb, National Health Service has saved over 100 million pounds 

between the years 2005 and 2008 and this is due to the usage of technology. NHS 

received 95 per cent of applications on-line and 99 per cent of short listings were 

done online (Chubb 2008) 

Almost any company you encounter in modern times has its own website and prac-

tically every one of those organizations are using part of it for recruitment purposes. 

Company websites were regarded as the most effective recruitment tool in a 2017 

CIPD survey. (CIPD 2017) 

Furthermore, the online job boards, places where you can post your recruitment 

offers, were regarded as second and third most used method by hiring organizations. 

(CIPD 2017) There are two different types of online job boards, ones that are gen-

eral and combine every area these were ranked 3rd, the other being the type that is 

area or field specific professional networking sites, these could be medical or con-

struction related, for example. (CIPD 2017) 

Technology has not only advanced in the terms of internet connectivity but also in 

ability to scan documents, for example scanning CVs and determining if various 
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3.3.2 Employment forms  

Employment forms are considered an important tool in the recruitment process by 

bigger companies. Generally, due to the nature of employment forms, an organiza-

tion can set up certain fields of interest, basic data of education, work experiences, 

interests, skills and comments which can further describe all of the above. This al-

lows companies to avoid various discrimination factors that normal or even digital 

or video resumes can offer. These forms are accurate and easy to use, filter and find 

what you are looking for, however, they only offer a base for the applicants. For 

this reason, most often there is chance to add your own personal resumes to the 

employment form. 

These forms tend to be regarded as tedious and repetitive work, due to information 

correlation between the forms and the resume. (Udechukwu & Manyak 2009) 

Research has also concluded that resumes provide a means for an applicant to mar-

ket himself / herself the ways he wants to his / her possible future employers. This 

in combination with consistency from employment forms, where all the applicants 

are compared in a similar fashion by making sure all local regulatory norms are 

taken into consideration and complement each other. (Udechukwu & Manyak 2009) 

3.3.3 Media websites 

More and more people are using the internet world wide. As shown in Figure 3, 

Finnish people are using the internet very actively. Especially older people have 

gotten more involved with the new media. (Official Statistics of Finland, 2016) 



35 

 

Figure 3: Use of internet in Finland 

This extensive usage of the internet is exactly the reason why companies are trying 

to become more involved with different media websites such as Twitter, Facebook 

and LinkedIn. These resources help greatly not only to advertise and show off a 

brand, but also to gain possible new candidates. Figure 4. highlights the significant 

growth over the years not only on on-line social media resources, but the number 

of people who use these resources in Finland on daily basis. (Official Statistics of 

Finland, 2016) 
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Figure 4: Following social network services in Finland 
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4 RESEARCH METHODS 

This section of the thesis will describe the different research methods available and 

which of the data collection methods are used in this study.  

4.1 Methods 

There are several ways of collecting data. Two of the most used ones are qualitative 

and quantitative research methods.  

Qualitative research method means that the responses are given in words and can-

not be analyzed in numbers. In other words, qualitative research does not provide 

statistical data but focuses more on different perceptions and opinions. This 

method gives very rich and detailed results; it can show how people feel or what 

do they think of a topic. (Macdonald & Headlam 2009) In qualitative research in-

terviews are used quite commonly and there may not be structured questionnaires. 

Common ways to conduct this type data collection is small group discussions, 

personal interviews, participation and observation of it. 

The quantitative research method is more focused on generating numbers or any 

other type of data that can be transformed into statistics. This means that the data 

is less personal, which further leads to less bias being present in responses, how-

ever surveys might have poor performance when it comes to validity and or relia-

bility. 

Each of the research methods has its positives and negatives, Table 3 highlights 

the key features between both of the research methods.  
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face interviews in every case, on-line interviews were used as an alternative. Each 

interview length was approximately 30 minutes.  

The sample of this research consists of four people from three different companies 

in Vaasa area. The specialists participating in the study were not chosen based on 

company size, instead they were randomly selected and interviewed. This was done 

in order to get a better understanding of recruitment as well as selection processes 

as whole.  Random factor was the main goal in understanding this field of work 

more in-depth. Sample size consisted of two HR specialists and two hiring manag-

ers, further on one of the HR specialists worked for the same company as the hiring 

manager, which allowed for comparison between a situation where both are present 

compared to having only one of the parties involved.  

4.3 Interview Questions  

The interview questions were created before each interview process and used as a 

backbone and main guideline during discussion expanding on each separately as 

the conversation went on. This template was modified after each meeting to accom-

modate new things that might have come up within previous discussions. Such 

modifications were done to keep questions similar for all the interviews and to get 

as much information as possible from various points of view on exactly the same 

issues.   

Each interview consisted of 20 to 25 generalized questions, which were further ex-

plored depending on the person. Most of the questions are based on the theory gath-

ered in the first part of the thesis.  

4.4 Validity and Reliability 

Whenever research is conducted there are two key components that need to be 

measured; these are validity and reliability. Both of the things ensure the credibility 

of the research.  

Validity stands for quality of research. This means that research findings represent 

exactly what the researcher claims to be measuring. (Reliability and Validity 2018) 
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Furthermore, there are two types of validity; Internal validity is making sure that 

tools used in research are measuring what needs to be measured and external valid-

ity assesses if the research results can be generalized in similar setting.  

Reliability is a level of consistency among results over course of certain period, 

meaning that no matter how many times measured, every time research would yield 

same or very similar results. (Reliability and Validity 2018) 
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5 RESEARCH RESULTS AND CONCLUSIONS 

This chapter will present the empirical research results. The finding will be com-

pared to each other as well as the general theory from this paper. The interview 

questions were split into two sections. The first section focuses on the theoretical 

framework from thesis, the goal is to take one chapter at a time and compare it 

against real time examples from several sources. The second section focuses on 

visualizing these aspects in form of four premade example resumes, where the key 

factor is not text but visual representation. This is to see if different types of resume 

formats actually exist and how they stand against each other if the text is not a factor 

in the decision. The varying amount of text on each of the resumes due to design 

differences could lead to interesting results.   

5.1 Section one - Recruitment process 

5.1.1 Do you enjoy the recruitment process? What are the parts you do not 

like or would like to avoid doing? 

To my surprise almost everyone answered positively, saying that there was nothing 

unlikable about the job, in fact the job itself was actually fun and entertaining, which 

was further argumented by the fact that you get to meet a lot of interesting and smart 

people throughout the process. Everyone who was interviewed had several years of 

experience in the field and, of course, education in the particular area of expertise. 

However, the first and most important dislike was waste of time as a resource due 

to high volumes and / or inadequate candidates applying for the position. Secondly, 

a technical factor within company, more specifically communication technology 

between hiring managers and HR personnel was cumbersome and not very liked 

due to various forms and fields that needed to be kept up to date. This points directly 

at the technology being an issue and not a very though out system.  
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5.1.2 What is the hardest / most challenging thing you run into on daily ba-

sis? 

A quick and simple answer given by everyone was, communication is solely the 

biggest challenge. Understanding what is needed within the company and com-

municating that properly to possible applicants as well as colleagues within com-

pany was not the easiest task.  

5.1.3 Does your company have specific systems in place to help with recruit-

ment? 

Persons A, C and D all have been using systems that their respective companies 

have acquired and shaped over the course of several years, cutting out things that 

are not working very well or are not often used. All the procedures within applica-

tion systems are being tracked. By monitoring these systems, companies can adjust 

which fields people can fill out. This way they can get a better overview on personal 

information.  

As a matter of fact, person A was saying similarly to what Bradford and Stredwik 

emphasize in regard to technology in recruitment, that filling out long forms is a 

tedious process and people are less and less motivated to complete them the more 

they do them. Further A continued saying that their company has drastically re-

duced the amount of fields applicants have to fill out, this correlates very much with 

the fact that people tend to get discouraged more often than not when they are asked 

to fill out dozens of fields just to get a rejection letter at the end of the day. Person 

A also mentioned that possibly due to this limitations, they have experienced in-

crease in applications. 

Not all companies are using their own electronically managed application system, 

Person B stated that there was no need for such a system within the given company 

due to its size and the number of open positions that are available at any given time.  

Person A mentioned that company is also working daily with their own artificial 

intelligence, teaching it new things every day. This system should eventually be 

more or less able to absorb quite a few common daily tasks and let the recruiters 
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adds their resume along with other necessary attachments. Surprisingly the com-

pany is using media channels such as newspapers and radio to their advantage, per-

son B also noted that they take advantage of LinkedIn and Twitter occasionally.  

An interesting insight as to how long companies hold their job postings open. Per-

son A mentioned that they do have closed term and open term openings, shortly it 

means that closed term have specific opening time frame in which an applicant 

needs to be found, while open term is open all year long to substitute people getting 

sick or not being able to work on certain days or quitting the company. Open term 

is for tasks where previous knowledge is not so much required, for example clean-

ing or storage work.  

Person B said that job postings are created and re-posted until suitable applicants 

are found and the position has been filled. There is no time frame limit for that.  

Persons C and D mentioned a limit of two weeks per job posting, before it is taken 

down and re-done in case there was no suitable applicant found. However, they also 

mentioned that the company holds within their application system a list of people 

who might be interested in various positions noted by themselves, if the criteria 

match, they contact these people before publishing the job posting. This way they 

can avoid extra work with agencies and possibly hundreds of inquiries.  

5.1.5 Do you get any kind of training related to recruitment? And does your 

company have internal policies for recruitment? 

Everyone answered affirmatively regarding company policies involving recruit-

ment, there were comments regarding these being just guidelines and not a step by 

step guide.  

As for training, Persons B, C and D said they do not have any training on recruit-

ment and how it should be done when further inquiring about the application sys-

tems made by person-s C and D. In fact, there was no actual training, just a brief 

rundown from the supervisor about what system is being used and how to do basic 

functions, the rest was to be figured out on your own as you go. Thankfully the 
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Person C noted that the process in itself can involve up to 5 people. This is surpris-

ingly high number of personnel used to pick one candidate as interviews would be 

held with the help of three or in rare cases four people.  

5.1.7 Is there any extra research done in the background for resumes / peo-

ple?  

Everyone answered no in a similar fashion, due to discrimination Act that permits 

employers from using information not provided by person against them when hir-

ing.  

This was explicitly mentioned by persons A and C, who said that you can look at, 

for example at Facebook information or a twitter feed, but you cannot use it when 

making a judgement call.  

Everyone was professional about not using extra research information against ap-

plicants and the interviewees mentioned that it would take a drastic amount of time 

to actually check every single person thoroughly by using media sites, instead they 

rely on the information the applicant has given to them and if that is not sufficient 

they simply short-list the person. This leads us to the next question. 

5.1.8 How often do you contact references? 

Every interviewee said that they call at least 1 reference, even if the job is as simple 

as mopping the floor.  

Person B said that references are usually used in the later stages of recruitment pro-

cess to confirm the person once, for example, five applicants have been chosen. 

Person C pointed out that it depends on the position, there can be two random calls 

if three references are given. 

Person D noted that references might in rare cases also say negative things about 

an applicant. If this is the case, then other references are usually contacted. 
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LinkedIn. Similarly, person D pointed out that more and more people are using 

video hosting websites such as youtube.com or vimeo.com for uploading and show-

casing their video resumes, opposed to Person C who added that video resumes are 

present, however, they are rather rare, but most of them are checked as they are still 

very unique. On other hand Person B mentioned that they have had great success 

with more traditional sources, such as newspaper advertisements.  

5.1.15 Key steps in recruitment and selection process.  

This question was focused towards getting to know the step by step process for 

hiring people and how well it correlates to theoretical framework shown in figure 

2. 

 

Figure 2: Selection process steps  
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removing things that do not seem to work. This was further emphasized in research 

part by one of the persons who mentioned that the company has changed their re-

cruitment system and it is a much newer version, more sophisticated and it requires 

less work from the applicants as well as the staff to find the right person a given 

position. Not surprising was the number one most challenging aspect of recruit-

ment, which was communication between the company personnel and applicants 

alike. This is especially noticeable in the Ostrobothnia region as main languages of 

communication are Finnish, Swedish and in some companies English. In addition, 

the fact that there are several universities with students from all over the world and 

companies that are international, having very versatile staff when it comes to na-

tionalities and spoken languages, this easily complicates communication.  

Most of the companies have been trying to adapt to new technologies in recruitment 

over past the decade, three out of four respondents stated that their company is in 

fact using their own application system in order to alleviate some work from the 

recruiters by eliminating unfit candidates. The remaining one out of four did not 

find the need for the implementation of the said technology. Something that was 

not very popular was artificial intelligence development an only one out of four 

respondents mentioned it and showed some actual interest in the system, explaining 

the benefits of it. It is possible that the remaining ones did not have anything similar 

in place or did not want to disclose it.  

Interesting was the fact that one out of four of the interviewed people mentioned 

using various tools for recruitment, however, due to poor quality and communica-

tion, the company went back to basics, newspapers and local adds for job postings. 

This probably has direct correlation with company size, but this was not taken into 

consideration during the research.  

Theory explained five ways on how companies short-list possible candidates. Re-

ality shows that only two of them are actively used. First and most popular is OCR, 

Optical Character Recognition, in addition to a company recruitment system which 

collects information from the applicants, scans resumes and filters out people who 

do not match criteria set by the recruiter. This was further complemented by second 

step, arguably one of the best ways to check a resume. A recruiter at a glance looks 
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and share with others in some way. I can only hope this evolves into something 

more, because different people bring various ideas to the workplace and these can 

be combined into something new whereas old ways of hiring only specialists would 

yield rather similar results. 

It was noteworthy to hear that all the previous jobs matter as long as a person can 

explain the knowledge they received and what lessons they have learned from their 

experiences. Describing previous positions little more, positive and negative ef-

fects, could give a better image of what sort of things the applicant likes to do. 

However, resumes should still be kept short.  

I have a hard time believing that no one interviewee has made rash decisions during 

their workday when they had a bad day, yet everyone said during the interviews 

that bad days do not affect their judgement.  

Job sculpting could be seen as something that is already being used by companies 

with a little different approach, while no company is specificly dedicating time for 

relaxing and thinking about new ideas, people do take breaks at work and these 

could be considered as such. Additionally 20% of the time improving knowledge 

could be seen as people using company recources to gain some new insights in the 

various processes about the company or partaking in some courses. In a way I 

believe job sculpting is already in place, but it is not advertised so much and it is 

understood slightly differently.  

When it comes to key recruitment steps, companies tend to stick with the suggested 

scheme from theory books, with small adjustments depending on the company, 

most notably regarding tests and interviews. 

Returning to short listing people and tests, there does not seem to be a simple 

explanation on how short-listing is done other than depending on the position and 

the person in charge; criteria are set and the system pre-deternimes the set number 

of people who can further be investigated, have their resumes and other attachments 

read by an actual person. This, of course, is the first step in some cases. Motivation 

letters are usually requested and very welcomed with every resume and this, as pre-

viously mentioned, gives recruiters an idea about who is on the other side of the 
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