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Abstract

This paper provides new results on the recruitment behaviour of firms by showing that recruitment channels clearly
affect the probability of filling a vacancy. Using a French data, we estimate the effectiveness of different recruitment
strategies, taking into account that recruitment channels choices are endogenous and that firms strategically combine
several channels. Our results enable us to conclude that institutional intermediaries, such as private and public
employment agencies, are found to be the most effective channels for firms. However, these intermediaries are
specialized, in that private agencies are more efficient at filling skilled vacancies, whereas public agencies are more
efficient at filling non-skilled vacancies.
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1-Introduction

The search strategies used by jobseekers, aneffdativeness of these strategies in
terms of reducing unemployment duration, have leseaansively studied (Mortensen, 1986;
Devine and Kiefer, 1993). However, little is knoaiout the demand side of recruitment, that
is to say, about employers’ search behaviours, Ijnéecause micro-data are rather poor or
absent. Recruitment occurs at the end of a matgimogess (Mortensen and Pissarides, 1994)
in which both firms and jobseekers develop stra®@p meet a potential partner. Hence, the
use of inappropriate search strategies by empl@mattor by prospective employees can lead
to inefficiencies in the matching process and ®smultaneous existence of unemployment
and unfilled vacancies. It is therefore crucial determine how an employer’s search
behaviour affects the outcome of the recruitmeatess.

Since Holt and David’s (1966) pioneering articleypgrical analyses of employers’ search
strategies have primarily focused on the impadhefsearch effort, in particular, on the time
spent searching and on the number of applicatiecsived (Barron and Bishop, 1985; Barron
et al, 1985). In this static view, the greater the deaetfort, the higher the number of
applicants. Search effort is also found to havesitie effect in a dynamic view, that is to
say, on vacancy duration (Beaumont, 1978, Rop&8,1%an Ours, 1989).

Moreover, several channels (for example, sociabagts, advertisements, public and private
employment agencies) can be used to locate pdt@miployees and to encourage them to
apply (Holzer, 1987). As recruitment channels arf@rimation vectors, they influence the
probability of receiving applications (Russbal, 2000) and the cost of the search (Russo
al., 2005). Roper (1988), using British data, conctutiheit search channels strongly influence
vacancy durations. Networks seem to be the mostiesif channels for hiring, whereas
advertisements, although they are widely used, tendesult in long vacancy durations.
Conversely, Holzer (1987) and Van Ours and Ridd&938), using US and Dutch data
respectively, found that advertisements are thewayg to rapidly fill a job vacancy.

This lack of consensus on the most efficient rdéorent channel may be due to the fact that
previous studies have always treated the choiceartiitment channel as exogenous, despite
a substantial body of evidence indicating this & the case. The choice of recruitment
channel(s) depends on the characteristics of thangy, on the employer’s capacity to use a
given channel and on the prevailing economic didunatGorteret al. (1996, 1993) showed
that the choice of recruitment channel also depemdthe type of employees needed by the
firm, as employers seeking qualified staff are mbkely to use advertisements to fill
vacancies, whereas employers seeking personnkeisgcond segment of the labour market
(i.e., fixed-term, part-time and/or low-qualifieolys, see Doeringer and Piore, 1971) are more
likely to use local employment agencies. Rustal. (2000) confirmed these results and also
concluded that employers are more likely to useeetthements when competition between
job seekers is low.

In addition, employers may combine several chanimetsder to ensure a higher return from
searches (Holzer, 1996; Gorter and van Ommeren9)19% employers generally use a
combination of recruitment channels, rather thama particular channel, search strategies can
be defined in terms of the type and the numbeeofuitment channels used. Channel choices
should be treated as correlated. Bess$yal. (2007) pointed out that, in France, firms
frequently combine several methods to fill vacascidhis can be explained by two
characteristics of the French labour market. Fifsths must notify the government
employment agency (Agence Nationale Pour TEmpMNPE) when a vacancy occurs and
the ANPE must inform job seekers of that vacan@cofd, unsolicited applications are used
much more frequently by French jobseekers than #ieyby jobseekers in other countries:



94% of French employers receive at least one wnsdi application per year (Bessy al,
2007).

Consequently, when analysing the success or fadfieerecruitment strategy, it is important

to examine the overall strategy adopted by an eyeplothat is to say, the type(s) of

recruitment channels chosen and how these recmitof@annels were combined, rather than
to simply examine each individual recruitment charthat was used.

The present study differs from previous researdfiee fundamental ways. (1) It focuses on
the combination of recruitment channels and thkslihetween the channels chosen, rather
than treating each recruitment channel separaf2)yit investigates the factors determining
the choice of recruitment strategy. (3) It assefisesmpact of these search strategies, treated
as endogenous, on the probability of filling a vana

Our study was based on data from a Job Offer andruRment (Offre d’emploi et
recrutement — OFER) survey carried out by the Frdirmployment Ministry’s research and
statistics department (Direction de I’AnimationldeRecherche des Etudes et des Statistiques
- DARES). This survey provides data on the seatwdngels used by employers, on the
reasons for the vacancy and on the success oétingitment process. By applying simulated
likelihood estimation techniques (Cappellari andkies, 2006), we were able to estimate a
multivariate probit model that allowed us to deterenthe effect of the recruitment channel
used on the probability of filling a vacancy, tagimto account the link between the choice of
channels and their endogeneity.

We begin by presenting our dataset. This is follbvg a discussion of our dataset, the
presentation of the empirical results and our agsiohs.

2- Data

Our data was taken from a job offer and recruitn{é&tfre d'Emploi et Recrutement”
- OFER) survey of employers’ recruitment behavithat was carried out between January
and July 2005 by the French Employment Ministryeseaarch and statistics department
(Direction de I'Animation de la Recherche des Etu@¢ des Statistiques - DARES). The
survey looked at French firms that had begun aga®to recruit at least one employee during
the 12 months prior to the survey.
The OFER survey collected data from 4004 firmsheafowhich provided information about
the vacancy, the firm’s characteristics and theuitoent procedures used (see Appendix 1
for more details). Of the observed firms, 88% ssstidly recruited at least one employee and
12% failed to fill the vacancy. In 17.8% of casesruitment was for a skilled position.
The OFER dataset also indicates which recruitméancels were used during the search
process. Recruitment channels can be classifiedfive categories: Market methods, such as
advertisements and direct applications, includirgginternet ; Public employment agencies ;
Private employment intermediaries, such as privagencies, schools, professional
associations, etc. ; Professional relations; ardgmal relations (friends and relatives).
Descriptive statistics underline three interesfimgfs. First, only 27% of firms relied upon a
single recruitment channel: the combination of sgvehannels is the most used strategy. The
five main search channels available to firms cancbmbined in 31 different ways (see
appendix 2). But, among the 31 possible stratediesgre used by less than 1% of the firms,
that is less than 40 firms. Finally, observed sailfysles on each strategy are often very small.
Second, our data also indicate that the choiceeafch channels is influenced by the
characteristics of the employer firm, the vacancyl dhe macroeconomic context. For



example, small firms seem to prefer to base tle@ruitment strategies on personal relations,
whereas large firms preferred to use private emmp#t agencies. This channel was also the
most frequently used when the vacancy concernexacutive position.

Third, success rates vary according to the macraeoe context, to firms’ attributes and to
the recruitment strategy used. On the opposite reVipus results, which indicated that
combining recruitment channels was more effectiventusing a single channel (Holzer,
1996; Gorter and van Ommeren, 1999), our descepsitatistics highlight more that the
recruitment strategy success rates appear to heemtied more strongly by the types of
channel used than by the number of channels usedng the 31 different strategies, five of
the most commonly used strategies gave particulaigyh success rates. Three of these
strategies were based on a single channel, thatsay, professional networks (94% success
rate), personal networks (95.5% success rate) akehamethods (92% success rate).
However, even higher success rates were recordetivtb combinations of two channels:
professional plus private networks (96% success) td private agencies plus professional
networks (93.9% success rate).

3- Empirical results
Descriptive statistics on the OFER data set conftat employers combined several
recruitment channels to fill their vacancies, bat all the combinations had similar success
rates. Among the 31 possible strategies, somecareedy used. This stops us from directly
estimating the strategies’ choices. To overcome difficulty, we choose to focus attention
not on strategies’ choice but on recruitment chEhioaes, taking into account their potential
combination. We thus jointly estimate the chanraisice equations and the recruitment
success equation, that is the following systengobéons:
Mark_meth = 8,' X, + &,
Pub_ag=p£,'X, +&;
Priv_ag =5,' X, +&,
Prof_netw = 8,' X, +&,
Pers_netw= S,'X; + &4
Recrut_ok =y X, + 14,
wherei is the firm. The first five equations describe timice of the five search channels:
market methods (mark_meth), public agencies (pub_a@gvate agencies (priv_ag),

professional relations (prof _netw) and personahti@hs (pers_netw). The final equation
defines the probability of success (recrut_ok).

The error termg and i have the following properties:
E(ej)= E(u)=0, Var(gj):Var(/J):l, Corr((sj ,ek):pjk andCorr(ej ,,u):,om :
The correlation coefficients between the errorsheffive choice equations are denoteg .
If p, #0, channel choices are interdependent. Converdely, i=0, channel choices are
independent. Similarly, the,, coefficients indicate the link between the chogcpiations

and the recruitment success equation.

We then have to estimate a system of six equatlansach equation, the dependant variable
is a dummy variable. We used a multivariate profdatdel to estimate the equation system.
However, Train (2003) showed that probit probaiesitdo not have a closed-form expression
and must be estimated numerically. In the preskemys we used Cappellari and Jenkins’

(2006) simulated maximum likelihood technique ttineate our probit probabilities.



As correlation terms between recruitment channgigices are estimated, we can calculate
joint probabilities corresponding to the 31 possibbmbinations of choosing or not each
channel. Estimating the five equation system is thguivalent to studying all the strategies
(Greene, 2008). But, the multivariate probit models a main advantage: estimated
probabilities of using each strategy can be deduoawh the estimated choices of each
recruitment channel and from the correlation teriimis, these probabilities can be computed
even if some strategies are scarcely used. Morethvemultivariate probit model allows us
to estimate the global probability of choosing aegi channel, taking into account that it is
combined.

Besides, theX vector includes all the observed attributes that icdluence the choice of
recruitment channels and also the probability bih§ a vacancy. Following Wilde (2000),
we suppose that identification variables are n@&ded as a large variability is observed in
explanatory variables. These factors can be inddedded into five main types:
characteristics of the firm: size, sectors, finahbiealth, attributes of the job vacancy: skilled
or unskilled, permanent or temporary, part-time fal-time; reason for recruitment:
replacement, new activity, increase in demand,rmale reorganisation; search context:
previous recruitment channels used, number of dapplications received; macroeconomic
indicators (taken fronknquéte EmploiNSEE and ANPE, 2005).

Table 1 presents the results of this estimation.
Let us begin to comment the results about the aecemt channel choices. First, a number of
correlation terms g, ) between the different recruitment channels usgcerployers are

significantly different from zero. For example, thee of professional networks positively
correlated with the use of personal relations. Hhisws that users of strong relations have
unobserved characteristics that are positivelytedlavith those of users of weak relations.
Positive correlations were also found between the af public employment agencies and
private employment agencies, and between the useadfet methods and public agencies.
On the other hand, all the correlations between ube of private agencies and market
methods or personal networks were negative. Ouultseesalso show that choices of
recruitment channels are interdependent, thus rcomig the importance of considering an
employer’'s overall search strategy, rather thanjsasften the case in the literature, the
individual channels used.

In addition, the results indicate that the choi€eezruitment channels depends not only on
the existence of other search channels, but alsfom’s characteristics, the type of vacancy
and the state of the job market. For example, sfinaik tend to favour the personal relations
channel, whereas larger firms are more likely teota private agencies and professional
relations. This suggests that it is more diffictdt small firms to use either expensive
recruitment channels, such as private agenciesadwertisements, or to exploit professional
networks, which are probably less well developeuhtim large firms.

A firm’s choice of recruitment channels is alscelikto be influenced by the business sector
in which it operates. For example, the recruitmenannels most commonly chosen by
industrial firms are private and public agenciasmB in the construction sector tend to favour
private employment agencies and personal netwarksreas firms in the service sector tend
to favour market methods. This pattern may refleetfact that France’s private employment
agencies have a long tradition of industrial andstuction-sector recruitment but they have
only recently begun focusing on other businessosecEmployment agencies not only give
access to large applicant pools, they can alsoigedwelp in screening applications (Lesueur,
1997). As a result, many industrial firms have bugd long-term relationships (either informal



or contractual) with one or more agencies. In aoldjteconometric results show that firms
that have used private or public agencies in trst @@ more likely to use them again in the
future. This may indicate the existence of learreffgcts in the use of search methods, which
can reduce search costs.

Our results also highlight that the macroecononaictext affect only the choice of market
methods and public agencies as recruitment chanwéten the competition between job
seekers is low, firms are more likely to use adsements, in the line of the conclusions of
Russoet al. (2000). But, when the competition is intense, Erefirms prefer to contact the
public intermediary, mainly because the pool oeptial applicants is then larger.



Table 1: Multivariate probit estimates of recruitmhehannels choices and the probability of filllmgacancy

Professional networks Public Private Market Personal Recruitment succe
agencies agencies methods networks
Coef. t Coef. t Coef. t Coef. t Coef| t Coef. t
constant 0.123 1.75 -1.351 |-11.10**| -1.144 |-12.69*** | 0.129 1.72* -0.494 | -6.57** | 1.297 | 7.36***
Size
Small Ref. Ref. Ref. Ref. Ref. Ref.
Medium 0.122 | 2.18* 0.024 0.26 0.357 | 5.32*** 0.191 | 3.28*** | -0.322 | -5.44** | 0.054 0.75
Large 0.064 111 -0.019 -0.19 0.388 | 5.45*** 0.340 | 5.37** | -0.494 | -7.66*™* | -0.112| -1.71*
Sector
Agriculture -0.105 -1.44 0.122 1.03 0.365 | 4.19** | -0.133 | -1.73* | -0.018 -0.23 0.199 1.19
Construction 0.096 1.29 0.189 1.62 0.400 | 4.64** | -0.157 | -2.03** 0.160 | 2.08* -0.349 | -2.98***
Industry -0.135 | -2.62** | 0.182 | 2.17** 0.633 | 10.63*** | -0.308 | -5.69*** | -0.105 | -1.85* -0.112| -0.95
Services Ref. Ref. Ref. Ref. Ref. Ref.
Economic difficulties 0.061 131 0.020 0.25 0.092 1.73* 0.003 0.07 0.039 0.77 -0.117 | -1.94*
Reason for recruitment
Replacement 0.108 1.88* 0.124 1.28 0.088 1.23 0.172 | 2.81*** 0.155 | 2.52%** 0.031 0.40
New activity 0.116 1.60 0.215 1.87* 0.784 1.97* 0.048 0.63 0.123 1.59 -0.288 | -3.35***
Demand increase 0.175 | 3.07*** | -0.052 -0.54 0.085 1.20 0.227 | 3.70*** 0.143 2.36** -0.075| -0.97
Reorganisation Ref. Ref. Ref. Ref. Ref. Ref.
\Vacancy characteristics
Executive position -0.025 -0.42 -0.215 | -2.18** 0.377 | 5.12** | -0.031 -0.48 0.053 0.80 -0.252 | -3.63***
Temporary position -0.027 -0.61 -0.112 -1.47 -0.051 -0.92 -0.009 -0.19 -0.099 | -2.05* 0.100 1.64
Part-time position -0.056 -1.02 0.048 0.52 -0.526 | -6.49*** | -0.021 -0.35 0.246 | 4.28*** 0.070 0.88
Urgent recruitment -0.042 -0.99 -0.060 -0.84 -0.138 | -2.65*** | -0.053 -1.18 -0.027 -0.61 0.073 1.32
Previous sear ch channels
Public agencies -0.275 | -6.33*** | 7.493 |15.15** | -0.015 -0.27 0.270 | 5.77** | -0.104 | -2.21*
Private agencies 0.095 1.60 0.125 1.25 7.051 | 9.14% 0.343 | 5.22%** 0.092 1.47
Number of direct applicationsreceived 0.059 1.12 -0.077 -0.88 0.064 1.04 0.323 | 5.69*** | -0.158 | -2.74***
M acr oeconomic indicator s
Number of jobseekers 0.012 0.93 0.458 | 2.72*** 0.422 1.03 -0.758 | 2.53*** 0.070 1.04 0.001 | 2.08**
Number of job offers -0.137 1.27 -0.359 | 3.04*** 0.127 1.42 0.982 2.18** 1.289 151 -0.001 | -2.33***




Table 1:

Correlation coefficients for choice equations Coef t
rho21: Professional networks — Public agencies -0.062 -1.550
rho31: Professional networks — Private agencies -0.041 -1.330
rho41: Professional networks — Market methods -0.039 -1.540
rho51: Professional networks — Personal networks 0.386 16.330***
rho32: Public agencies — Private agencies 0.117 2.990***
rho42: Public agencies — Market methods 0.071 2.070**
rho52: Public agencies — Personal networks -0.050 -1.330
rho43: Market methods — Private agencies -0.079 -2.740%**
rho53: Personal networks — Private agencies -0.131 -4.310%**
rho54: Personal networks — Market methods 0.017 0.620
Correlation cogﬁicients between choice equatiorms r@cruitment Coef. t
success equations
rho61: Recruitment success — Professional networks -0.057 -1.800*
rho62: Recruitment success — Public agencies -0.192 -4.,250%**
rho63: Recruitment success — Private agencies -0.063 -1.730*
rho64: Recruitment success — Market methods -0.100 -2.950***
rho65: Recruitment success — Personal networks -0.049 -1.420
Number of observations 4004
Log-Likelihood -10997.719

Wald test chi2(96)

61940.01***

NB: Heteroscedasticity was corrected using the owktdvocated by White (1982).
***: significant at the 1% level, **: significanttahe 5% level, *: significant at the 10%level




The choice of recruitment channels is also infleeshby the characteristics of the vacancy.
Firms tend to use private agencies to fill skilf@akitions and to use public agencies to fill
less-skilled positions. This result, which is indiwith the results obtained by Gortdral.
(1996), reflects the fact that French private anblip employment agencies have traditionally
specialized in recruiting for different kinds ofbjoPublic agencies attract more low-skilled
job seekers, whereas private agencies focus oaffels for skilled people. Thus, firms make
strategic choices when deciding which recruitméwinnels to use, selecting the channels that
are most likely to give access to suitable appt&aihe results also indicate that firms
recruiting to fill a new position tend to use emptent agencies (private or public) because
they can provide help with the screening and selegbrocess. On the other hand, firms
seeking a new employee to fill an existing positaan directly and efficiently use market
methods or networks, as it is relatively easy for tirm to define the characteristics of the
vacancy and therefore it does not need help wittiuating and selecting applicants. Finally,
because using agencies is costly (mainly in terinsoordination), these channels are less
likely to be used when the vacancy must be filkzpialy.

In addition, by estimating a multivariate probit ded we were able to analyse the
determinants of the probability of filling a vacgndhis probability is lower if the firm has
economic difficulties, which may mean that firmstwfinancial problems find it difficult to
attract applicants. However, it may also be dusutth firms having less time and resources to
allocate to the search process. Recruitment sucatssare also lower when filling vacancies
for newly created posts. In such cases the lowabahility of success may be due to firms
finding it more difficult to define and describeethneeds and to adopt the best strategies for
contacting suitable applicants. Success rateslswdaver for firms in the construction sector
and for firms hiring executive-level staff. This yneeflect structural recruitment difficulties in
particular segments of the labour market. For exantpere is intense competition for labour
in the French construction industry, as this secanot attractive due to its hard working
conditions and relatively low wages. As a resulerée is a lack of skilled applicants. More
generally, it is more difficult to recruit skilledersonnel in France than unskilled workers.
This seems to be confirmed by the fact that macm@mic conditions have a substantial
affect on the probability of filling a vacancy. Thecruitment process is difficult when
competition among firms is high and easier wheot @1 jobseekers are available, as stressed
in matching models (Mortensen and Pissarides, 1990)

However, the most interesting finding is that thexea correlation (correlation coefficients

significantly different from zero) between the sess equation for the recruitment procedure
and all of the recruitment channel equations extmphe personal network channel equation.
Hence, we can conclude that the probability ofnijl a vacancy is strongly linked to the

choice of recruitment channels. We used the praeedaveloped by Cappellari and Jenkins
(2006) to estimate our multivariate model, whiclowkd us to calculate the probability of

filling a vacancy for each recruitment charlneThese estimated probabilities take into
account the effect of explanatory factors in theoich equations, the links between

recruitment choices and the links between the eheiguation and the success equation,
thereby ensuring an unbiased estimation of the edfct of recruitment channels on

recruitment success rates. Table 2 gives estimataditional-success probabilities for the

sample as a whole and for two sub-samples (vaclm@n executive position, vacancy for a

non-executive position).

! These conditional probabilities take into accotim estimated correlation coefficients between fikie
channels. Alternatively, the estimated successasgeciated to each of the 31 recruitment strategield also
be computed. This gives similar results (resultlaile upon request).



Table 2: Estimated probabilities of filling a johsancy
for each of the five possible recruitment channels

_ Percentage of Estim_qted Est_injated probability (Est_imated probability (
Recruitment channel o probability of filling the vacancy filling the vacancy
vacancies filled filling the vacancy Executive position | Non-executive positioh
Market methods 87.0 85.0 86.0 84.7
Public agencies 83.9 84.1 77.6 86.9
Private agencies 86.0 91.0 95.2 88.5
Professional networks 87.8 87.1 88.8 85.3
Personal networks 87.5 86.8 814 89.2

Table 2 compares the observations drawn from tisergive statistics with the estimated
success rates for the different recruitment chanriéhis comparison indicates that success
rates are affected by the endogeneity of the charamel the links between them. Firms using
professional networks successfully filled 87.8%va€ancies, suggesting that this is the most
effective recruitment channel. However, this appaedfectiveness is the result of selection
bias, as the firms that use professional networksthose that have the best chance of
successfully recruiting staff. When this bias igreoted, the most effective recruitment
channel can be seen to be private employment aegenss Housemaat al. (2003) showed
for temporary employment agencies, private agendasslitate the hiring process by
screening and selecting jobseekers. Private ageatse reduce recruitment costs and speed
up the matching process, thereby producing ecorsofiscale and increasing the efficiency
of a firm’s search process.

This more detailed analysis also shows that pudstiployment agencies are not as ineffective
as suggested by the descriptive statistics. Althdbgy obtained the lowest success rate when
considering all types of vacancy, this is due teirtHow success rate in filling skilled
vacancies. In contrast, they provide a very eféectecruitment channel for filling non-skilled
vacancies.

The results also provide an insight into the spieigon of French private and public
employment agencies. As private and public agergiiesaccess to different segments of the
labour market, and thus to different types of skilirms strategically choose them according
to their needs. Firms seeking to fill a vacancy doskilled position tend to favour private
agencies, whereas firms seeking unskilled stafirimrs that can benefit from public subsidies
tend to favour public agencies. In this way, fidnsit mismatches in the hiring process.

4- Conclusion

The aim of the present research was to study erapgbgearch behaviours and the
impact of different recruitment channels on thebatality of filling a vacancy. We thus
assumed that firms use different search methoétsrto a pool of applicants from which one
or more candidates can be chosen to fill the vacadncthis non-sequential search process,
recruitment channels are viewed as a means of dorgajobseekers. By combining
recruitment channels, firms can increase their cbarof successfully filling a vacancy and
we found that the choice and combination of reamaiit channels is endogenous. A recursive
model was used to analyse employers’ search balravio
We estimated a recursive model, and then tested ntidel against French survey data
through the use of a multivariate probit analy3ikis allowed us to take into account the
selectivity bias in recruitment channel choices,vwasdl as possible correlations between



recruitment channel choices and their impact onptobability of filling a vacancy. This
analysis produced three interesting results. FHiestruitment channel choices depend on the
characteristics of the firm concerned and of theanaies to be filled; hence, they are not
exogenous. Second, rather than just choosing oaeneh firms choose a combination of
channels, and choices of which channels to comareenot random. Third, the choice of
recruitment strategies strongly influences the abiliy of filling a vacancy. Private
employment agencies appear to be the most effectia@nels; however firms’ choices of
recruitment channels tend to be based on strategéria. For example, private agencies are
more effective in providing access to skilled joissrs, and public agencies are more
effective in providing access to low-skilled worgeiThis reflects the specialization of these
two types of agency in the French labour market.

Our study provides evidence for the important mdlemployment agencies in the recruitment
process. As well as enabling firms to contact jekees, employment agencies can provide
assistance with the screening and selection protégssuse of employment agencies reduces
search costs and increases the efficiency of dilanvacancy. These benefits are maximised
when firms choose the most appropriate type of @gethat is to say, private agencies for
recruiting skilled staff and public agencies fdtirig low-skilled vacancies. By developing
long-term relationships with employment agenciesng can facilitate the screening and
selection process and decrease the risk of misestch
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Appendix 1: List of variables

Variable Description Obs. Mean
Market meth =1 if market methods are used; =0 otiser 4004, 0.702
Pub_agency =1 if public agencies are used; =0 wiker 4004, 0.404
Priv_agency =1 if private agencies are used; =6rotise 4004 0.363
Prof_netw =1 if professional relations are usedptierwise 4004 0.571
Pers_netw =1 if personal relations are used; =6rufise 4004 0.275

=1 if the hiring process succeeds; =@mtise | 4004  0.885
small =1 if the firm has 50 or less employees; #eovise 4004 0.479
medium =1 if the firm has more than 50 but less tPd0 employees; =0 otherwige 4004 0.222
large =1 if the firm has 250 or more employeesptierwise 4004 0.299
agricultural =1 if the firm belongs to the agriaukl sector; =0 otherwise 4004 0.087
construction =1 if the firm belongs to the constiae sector; =0 otherwise 4004 0.092
industry =1 if the firm belongs to the manufactagrsector; =0 otherwise 4004 0.225
service =1 if the firm belongs to the service sectd otherwise 4004 0.596
replacement =1 if the vacancy is dude to a replacgn0 otherwise 4004 0.596
new activity =1 if the vacancy is dude to a newndtyt =0 otherwise 4004 0.105
demand increase| =1 if the vacancy is dude to a d@inarease; =0 otherwise 4004 0.317
reorganisation =1 if the vacancy is dude to a r@oigation; =0 otherwise 4004 0.112
executive =1 if the vacancy is for an executiveitpms =0 otherwise 4004 0.164
short-term job =1 if the vacancy is for a temponaogition; =0 otherwise 4004 0.333
part-time job =1 if the vacancy is for a part-tip@sition; =0 otherwise 4004 0.179
urgent recruitmentl if the recruitment is urgent; =0 otherwise 4004 0.529
pubagen_p =1 if public agencies were used in aigue\search; =0 otherwise 4004 0.340
privagen_p =1 if private agencies were used ine@ipus search; =0 otherwise 4004 0.152
cand_100 =1 if more than 100 direct applicationsaweceived; =0 otherwise 4004 0.322
difficulties =1 if the firm has financial problenmsf otherwise 4004 0.278
= number of jobseekers in 2005 in the firm’s sector
Jobseekers_nb |Source: Enquéte Emploi, INSEE, 2005 4004254,285
= number of job offers in the firm’s sector in thiest half of 2005 Source
offers_nb ANPE, 2005 4004| 167,229
= change in the number of job offers in the firméztor in the first half of
2005
offers_evol Source: ANPE. 2005 4004 4.449
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Appendix 2: Recruitment strategies and hiring sescates

Percentage of firm

sSuccess raf

n° |Recruitment strategies using the strategy (%)
1 |Professional networks (Prof. Netw.) 6.7 94.0
2 |Public agencies (Pub. Ag.) 4.1 87.9
3 |Private agencies (Priv. Ag.) 4.0 91.8
4 |Market methods (Mark. Meth.) 10.0 92.0
5 |Personal networks (Pers. Netw.) 2.2 95.5
6 |Prof. Netw. + Pub. Ag. 1.5 88.1
7 |Prof. Netw. + Priv. Ag. 2.9 93.9
8 |Prof. Netw. + Mark. Meth. 8.9 91.5
9 |Prof. Netw. + Rel. perso. 3.8 96.0
10 |Pub. Ag. + Priv. Ag. 1.0 92.8
11 |Pub. Ag. + Mark. Meth. 7.7 86.1
12 |Pub. Ag. + Pers. Netw. 0.4 100.0
13 |Priv. Ag. + Mark. Meth. 4.8 89.6
14 |Priv. Ag. + Pers. Netw. 0.1 100.0
15 [Mark. Meth. + Pers. Netw. 1.8 95.9
16 |Prof. Netw. + Pub. Ag. + Priv. Ag. 0.9 91.4
17 |Prof. Netw. + Pub. Ag. + Mark. Meth. 5.7 83.8
18 |Prof. Netw. + Pub. Ag. + Pers. Netw. 0.8 84.4
19 |Prof. Netw. + Priv. Ag. + Mark. Meth. 5.3 88.1
20 |Prof. Netw. + Priv. Ag. + Pers. Netw. 0.7 89.7
21 |Prof. Netw. + Mark. Meth. + Pers. Netw. 5.8 90.5
22 |Pub. Ag. + Priv. Ag. + Mark. Meth. 4.6 82.7
23 |Pub. Ag. + Priv. Ag. + Pers. Netw. 0.1 83.3
24 |Pub. Ag. + Mark. Meth. + Pers. Netw. 1.0 85.0
25 |Priv. Ag. + Mark. Meth. + Pers. Netw. 0.3 90.9
26 |Prof. Netw. + Pub. Ag. + Inter. priv. + Mark. Me 4.3 79.8
27 |Prof. Netw. + Priv. Ag. + Mark. Meth. + Pers.tile 2.4 80.0
28 |Prof. Netw. + Pub. Ag. + Mark. Meth. + Pers.\Met 3.3 80.1
29 |Prof. Netw. + Priv. Ag. + Priv. Ag. + Pers. Netw 0.6 69.6
30 |Pub. Ag. + Priv. Ag. + Mark. Meth. + Pers. Netw. 0.5 85.7
31 |Prof. Netw. + Pub. Ag. + Priv. Ag. + Mark. MethPers. Netw. 3.8 78.5
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