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Abstract 

Exploring user preferences and sentiments towards anonymous 

job matching platforms 

 Depaak Sundaaram. 

 

 

In this technologically driven world, social networking sites have become an 

essential tool for job searching. Unfortunately, both conscious and unconscious 

biases occur during the hiring process. An anonymous job matching feature, 

which may aid in eliminating biases, will be included in a new job search 

platform. This is a new feature where few studies have been conducted. As a 

result, this study will contribute knowledge in that specific area primarily 

focusing on the North American market.  

 

Aim - This study focuses on users' preferences for SNS features and their 

experiences with bias during the job recruitment process. Based on this, two 

research questions are developed to aid in the comprehension of the above-

mentioned phenomenon. 

 

Literature Review - For a better understanding of the target market, the 

literature review assists in understanding SNS usage in the target market, the 

biases that occur in job recruitment, the Anonymous job matching feature, its 

history, and Competitors established in the market.  

 

Methodologies - Given that the research is on a phenomenon, a qualitative study 

is chosen to gain a better understanding of the user's point of view. The case 

study design is used because it focuses on a specific market. The semi-structured 

interview format was used for the online interview. Thematic analysis is used to 

examine the information gathered. 

 

Theoretical Framework – To give this research the framework which helps in 

understanding the empirical result the American Customer Satisfaction Model 

(ACSM) is used and discussed.  

 

Result - Four main themes are formed by analysing the data collected in the 

interview by thematic analysis. The themes are Potential Features, Features 

Needed, Bias Experienced and Anonymous Feature.  

 

Discussions - Discussions are held on the three themes based on user 

preferences and previous experiences. It delves into why they prefer certain 

platforms, their preferences for SNS features, and the bias they encountered 

during job recruitments. 

 

Conclusion - This study contributes to a better understanding of the target 

market's user needs for better job-seeking platforms, as well as how an 

anonymous job-seeking platform may aid in reducing bias during the job 

recruitment process. 
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Popular Science Summary 
 

Professional Social Networking Sites (SNSs) have become an important tool in today's digital 

world for job searching. However, these platforms are prone to bias due to their algorithms 

and, in some cases, hiring managers. An anonymous job matching platform is a job searching 

platform that includes an anonymous job matching feature that may aid in reducing bias in job 

recruitments. User requirements and preferences are important to understand the target market, 

which is North America, as part of market analysis. 

According to user feedback, they prefer platforms for job searching for a variety of reasons, 

but the most commonly used platforms are LinkedIn and Indeed due to their best features, 

which are networking and organizational diversity, respectively. And, when discussing the 

features, they believe are important to them, they agree that, in addition to these two, users 

require a platform with a good user interface, job filter, and data privacy. The majority of users 

stated that application transparency is an important feature that most SNSs do not provide. 

And, when discussing the bias that occurs during the job recruitment process, some users 

experienced bias due to factors such as gender, ethnicity, and nepotism. When discussing the 

gender-based bias that occurred to the user, it is important to note that it occurs both ways. 

Furthermore, users who belong to a specific ethnic group face bias due to the recruiters' 

prejudice and previous experience. As a result, most people believe that anonymous job 

matching will help them get equal opportunities and reduce bias in the job recruitment process. 

Everyone believes that job opportunities should be based on merit, and they have stated that 

this feature will be prioritized. As a result, it can be said that the Anonymous job matching 

platform will be welcomed by the users in the North American market if it can reduce the biases 

which happen in job recruitment and available with good features like networking and 

organizational diversity, etc.   
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1 Introduction 
In this section I am going to discuss about the background for the research topic, organizational 

summary, Aim and purpose of the study research, Research question, Survey of the field, and 

theoretical framework.  

 

1.1 Background: 
The job-hunting process has changed dramatically during the previous decade. Prior to all of 

these technological advancements, after a person graduates, he or she begins looking for work, 

either directly by submitting a CV to the employer or through individual connections (Antoni 

& Yves, 2005). There are even studies that show that as one’s social network size grows, 

unemployed workers hear about more job openings through their network and are more likely 

to find jobs. In general, in the past decade, people approached firms for employment openings 

based on advertisements placed in local newspapers by the company (Dare & Niles, 2017). 

Recruiters are now using social networking sites (SNS) to gather information and recruit 

potential candidates for job openings in businesses. In recent years, they’ve surpassed search 

engines as the primary websites for finding employment opportunities. Job searchers will give 

information such as education, work experience, talents, and so on in a more dynamic manner 

than in the standard resume format on these social networking platforms. Because these sites 

are open to the public, numerous recruiters from all over the world will learn more about the 

applications, and recruiters will have more access to large numbers of possible applicants in a 

short period of time (Zide, et al., 2014 ). In North America, LinkedIn is the most popular social 

networking site used for business connections.  

LinkedIn is an SNS that is nearly entirely used for professional networking. It is a professional 

networking site that has been a well-known tool since its inception in 2003. As of June 13, 

2013, professionals were joining LinkedIn at a rate of around two new members per second 

across 200 countries, according to its website (Zide, et al., 2014 ). Furthermore, since its 

foundation, it has represented all Fortune 500 corporations. According to a recent Society of 

Human Resource (HR) Management Survey, 95% of the 541 HR professionals polled said they 

used LinkedIn to find passive applicants who would not otherwise apply. In the USA, over 180 

million people have LinkedIn profiles (Zide, et al., 2014 ).  

The USA has one of the world's largest labour marketplaces. In November 2021, the civilian 

labour force in America was 162.05 million individuals. The U.S. Bureau of Labour Statistics 

(BLS) defines the civilian labour force as the subset of Americans who have employment or 

are looking for work and are at least 16 years old (Department, Feb 8, 2022). The USA’s job 

growth slowed in November, although the unemployment rate fell to its lowest level since the 

crisis began, providing a complicated picture of the labour market's recovery as the Federal 

Reserve considers whether to accelerate its withdrawal of stimulus support (Smith, 2021). 

“And over 97,000 organizations in the USA use LinkedIn to recruit, and members can add over 

38,000 talents to their profiles to highlight their professional brands”. This provides us with 

unique and useful insight into workforce trends in the USA (Economic Graph Team, 

2021)Canada, along with the United States, has one of the world's largest labor markets. There 



 

 

are numerous issues that candidates and job searchers encounter in the two largest labor 

markets. 

Job recruitment has always been susceptible to gender, racial, and other forms of bias, as the 

recruiter's judgment on hiring individuals is subjective. According to a study conducted at a 

university, male recruiters were biased against women in positions that were historically 

considered male jobs regardless of their educational qualification (Cohen, 1976). This bias in 

job recruitment occurs not just in the past, but also in the 21st century. Even in today's 

technologically advanced society, this type of bias exists, but in a somewhat different form. 

Bias occurs when we apply for jobs through certain websites or portals. To give example, when 

102 volunteers search for and apply for employment using the Google search engine, it is 

discovered that the prejudice is heavily skewed towards women (Wijnhoven, 2021). As a result 

of these findings, there is a growing need to address employer bias. Employer prejudice can be 

avoided by anonymizing candidates, which is currently being implemented into the models of 

other professional networking platforms. 

One of the most serious issues is unconscious and conscious bias in job applications. Prejudice 

causes these cognitive biases in job recruitment. Bias in job recruiting occurs due to prejudices 

based on several variables such as gender, color, age, physical abilities, sexual orientation, and 

many other traits (Hasa, 2021).  Talent selection algorithms employed in professional social 

networking sites are unreliable and may unwittingly engage in discriminating behaviors (Mann 

& O'Neil, 2016). Because these algorithms rely on previously collected data to generate 

outcomes, there is a risk of inadvertent bias. Recruiters preferred persons with white-sounding 

names over people with names that are usually associated with other ethnicities, according to 

a study done by the University of Chicago and MIT (Hinde, 2020). They also detected bias 

against women. Also, the United States and Canada have large and well-known job-search 

platforms with a large number of users. 

American Customer Satisfaction Model (ACSM) is a framework that is used to understand the 

customers and their satisfaction levels. ACSM is a cause-and-effect model with drivers 

satisfaction on the left side, Satisfaction as the centerpiece, and the outcome of satisfaction on 

the left side.  

1.2 Aim and purpose: 
The primary purpose of this research is about exploring user preferences on the features which 

they like to have and sentiments towards anonymous job matching platforms due to their 

previous experience in North America, which is based only on the User’s perspectives. With 

so many organizations like LinkedIn currently in use for job seeking in the target market 

(USA), it may be tough for a new SNS with an anonymous feature to enter the market without 

a good understanding of its customers. And this research also focuses on how the ACSM model 

can be used as a tool to understand the customers since there are very few studies available on 

that framework.  

Despite the fact that there is a lot of research and literature on biases in job recruiting, there 

isn't much research on users' experiences on social media, their requirements, and priorities on 

social media. There is also a small amount of research on user perspectives and the need for an 



 

 

anonymous job matching platform in the present market. So, I would like to conduct this study 

research on the factors discussed, which will assist the scholar in understanding the user's 

choice and attitude toward the SNS, its features, and the Anonymous feature in SNS. And, as 

an academician of industrial management and innovation, I would want to do this research to 

better understand the North American SNS market with the help of the ASCM framework, 

which would help academics in the field of market research. This study will help to obtain data 

on people's platform preferences, their likes and dislikes, the features that they prioritize, and 

whether or not there is any bias in the recruitment process. As a result, conducting this study 

and understanding the individuals is critical for market research.  

 

1.3 Research Question: 
To understand the how people choose their professional SNS and in what ways people face 

biases during the job recruitment process a set of questions are formulated below. They are, 

RQ 1: 

“What factors are important to users in choosing a professional networking site?” 

RQ 2: 

 “To what extent do users experience bias in seeking employment?” 

We can evaluate the market's perception of SNSs for professionals by researching the job 

seeker's preference of features in SNSs and their experience with bias that happens in job 

recruitments. So, for this market analysis based on the job seeker's perspective, the information 

on the target market can be easily collected by covering the American Customer Satisfaction 

Model (ACSM), which will cover the important themes that are required to do this study. By 

using this framework understand the customer's likings, requirements, and thoughts on the SNS 

features especially focusing on the anonymous feature. As a result of the information gathered 

from these two research questions, it will be easier to comprehend the preferences and attitudes 

of users (job seekers) about anonymous SNSs. 

   

1.4 Survey of the field and theoretical framework: 
The primary goal of marketing is to identify the target market, analyze the market, provide 

strategic guidance, and carry out a series of tactical efforts to attract buyers to the product 

(Dibb, et al., 2005). And market analysis is a branch of marketing that deals with assessing 

numerous elements such as consumer segmentation and purchasing behaviors, competition, 

and the target market's economic situation. This market study aids in the development of 

business plans for entering the target market (Hills, 1985). So, with the ACSM theoretical 

framework, it will be easier to understand the job seeker's experiences in the current SNS which 

makes them prefer a few particular features as a priority and their preference for the anonymous 

feature due to their experiences with bias, their needs for other features in SNS which they 

believe makes their work easier and their assessment on the anonymous feature. And only the 

drivers of satisfaction are used in this research to understand the customer's experiences and 



 

 

needs. By understanding these three aspects the user’s preference for features and sentiments 

towards anonymous features can be found. The review of literature is a key component of the 

research. It should be done so that we know which data on the research topic already exists and 

that we do not conduct research for data that already exists. We can illustrate how much 

knowledge we have about the present market and how you relate the currently existing 

literature to your study by doing a literature study (Bell, et al., 2019). 

 

1.5 Organization Summary: 
Teamworx is a digital automated integration engine based on pedagogy, behavioral science, 

and cognition that enables simple job matching (Teamworx, 2022). They are a new firm based 

in Stockholm that will launch in the Swedish market in a few months and plans to expand into 

North America in the future. Teamworx has a feature known as an anonymous job application, 

which may help in decreasing the bias in the recruitment process based on gender, race, age, 

and so on. Even while there are some current anonymous job application platforms, they are 

not particularly successful. Because of its outstanding job matching algorithm, short time to 

apply for jobs, and data privacy, teamworx stands apart from other job search sites. The 

important features which teamworx put forth currently are Anonymous feature, full data 

security and full free service for the job seekers. The service was created for the private and 

public sectors in Sweden, but it is extendable to several nations in the Nordic region and around 

the world. The digital solution can be adapted to specific industries and businesses. Because 

the worldwide market is so large, SNSs are rapidly developing. Because North America is the 

largest market for these job-seeking platforms, and the anonymous job searching function is 

new to the industry, I was interested in learning about the factors that are important to North 

American users in their choice of a job matching platform. 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

2 Literature review 
I will examine the literature on professional networking websites with anonymization features 

in the North American market in this area. I became interested in the specific target group 

because of its large employment market and use of social networking platforms. Another factor 

in my fascination with North America is its enormous cultural diversity. First, we will 

investigate the job market in the target market. But this study also considers the market's 

competitors, what biases are present in the job market, and the anonymous job search tool. 

 

2.1 Social networking websites: 
Between the 1950s and 1980s, most job applications were found through newspaper ads and 

made directly to employers. However, the emergence of the internet revolutionized the entire 

world, including the process of job hunting and recruitment. In the late 1990s, almost one out 

of every five organizations used the internet for the recruitment process. Although the internet 

was initially used for contact with family and friends, as well as for recreation, in recent years 

it has shown itself to be one of the best job finding and recruiting strategies. By the end of the 

1990s, many businesses had begun to use online job recruitment platforms and had grown 

accustomed to them. During the 1990s, there were a few platforms that flourished, such as 

Dice, Monster, and CareerBuilder. Employees communicated via email by the organizations 

(Dare & Niles, 2017). People become passive job seekers during these times, uploading their 

resumes to these websites and waiting for firms to contact them.  

In recent years, social media platforms have become a valuable and successful tool for job 

hunting and recruiting, and everyone has their resume published on these social networking 

websites in the hopes of finding jobs. According to a recent survey, 92 percent of business 

organizations use social media for recruitment, and three out of every four recruiters examine 

the profiles of individuals who apply for positions on social networking websites such as 

LinkedIn (Castrillon, 2021). Having a profile is crucial for both beginners and people with a 

lot of experience who want to get hired in firms these days. According to a poll performed by 

Live career for recruiters and hiring managers, Facebook is the most popular social networking 

site for managing your professional social media profile, followed by Linked in (Castrillon, 

2021). In 2021, around 68 percent of hiring managers believe that job applicants must have a 

LinkedIn profile. Even most hiring managers welcome job seekers who contact them via 

LinkedIn if their profile matches the possible candidate. 

Online recruitment, also known as e-recruitment, is a recruiting process that occurs on online 

job-seeking websites, where recruitment activities such as collecting job seekers' information, 

processing and segregating the information, and conducting e-interviews will take place. In 

recent years, the expansion and maturity of these online recruitment platforms have been rapid. 

This online recruitment procedure removes many of the constraints that the traditional 

recruitment process has. Geographic and time constraints have always been a major hindrance 

in traditional recruitment processes, making it difficult for recruiters to discover the right 

candidate for the job. However, with the advent of internet job search portals, key restraints 

have been loosened, allowing for the potential of recruiting eligible candidates from all over 



 

 

the world in a brief period of time (Cao, et al., 2018). There are additional benefits to using 

online recruitment portals, such as the fact that it is a low-cost procedure that is fast and 

efficient. The presence of two-way contact between the company and the applicant simplifies 

and expedites the recruitment process (Ahmed, et al., 2016). 

The majority of social networking websites operate in the same manner. LinkedIn is a well-

known social networking website that is utilized by professionals and students for recruitment 

and job searching. These platforms assist people in seeking the desired work or recruiting a 

competent candidate for the available job position, establishing a connection between 

professionals, and also assisting in learning the skills required to succeed in their desired 

profession. As previously stated, these social networking platforms are used by two distinct 

groups of people. They are job seekers as well as recruiters (Research Team, 2022). When job 

seeker uses this platform to seek employment, they might be either a free customer or a paid 

subscriber. As non-paying customers, we can establish a basic account by giving basic personal 

information and a resume. One can connect with people who have accounts on that platform 

and establish contact with them. We can look for employment and apply for them. We will 

receive recommendations and requests based on our skill set and educational information. 

When we would like to become a paying member, we will always have two or more options to 

choose from based on the features we require. There are alternatives on LinkedIn such as 

Career, which is utilized to get conveniently recruited in multinational organizations. In this 

option, we can compare our applications to others and see what additional benefits can be added 

to our account, while also recommending specific skills that you should acquire in order to 

become an expert in the sector we are working on. And if you are a business owner or a human 

resource manager at an organization looking to hire new employees, there is a feature available 

which is called “RECRUITER LITE” that can help you. This choice aids us in the search for 

and recruitment of professionals. We can quickly separate the experts who are suited for the 

position that we are offering from the enormous number of users on the site (Research Team, 

2022). We can also quickly make contact with that individual and recruit them. There are other 

alternatives for businesses and salespeople on this platform. These selections provide more 

information about what is going on in the respective sectors. 

In the early stages, only white-collar jobs, such as jobs requiring a college diploma, are 

advertised on these social networking platforms. However, in recent years, a large number of 

blue-collar jobs have been posted on these social networking platforms. These blue-collar 

occupations, particularly in the United States, are advertised on well-known job-search 

websites such as LinkedIn, Indeed, and Monster, among others. A similar trend is taking place 

in Canada (Research Team, 2021). Many blue-collar jobs are advertised on social networking 

platforms. As a result, it is usual in these two job markets to find blue-collar jobs through social 

networking platforms. 

 

2.2 Job Market in USA and Canada: 
The United States and Canada have one of the world's largest labor marketplaces. Job-

searching websites have transformed the job-searching and recruiting processes. In July 2002, 



 

 

over 52 million Americans conducted job searches on the internet in order to obtain additional 

information about the position. With 4 million people searching for work on the web, it is 

estimated that the number has increased by roughly 60% since 2000. It is also said that the 

many segments of jobs available in the labor market can be reached via the web (Trading 

Economics, 2022). The number of job opportunities in the United States increased to 10.925 

million in December 2021, up from 10.775 million the previous month and exceeding market 

expectations of 10.3 million (Hagan, 2021). Job markets all across the world suffer as a result 

of the pandemic. Covid-19 has a significant impact on all aspects of life. It also had an impact 

on many people's careers and employment opportunities. Catastrophe will exacerbate poverty 

and worsen social inequality. In the United States, according to a government projection, 

around 433,000 people will be working by the end of 2021.  

For more than a year, the number of job vacancies has increased in comparison to the number 

of people looking for work as a result of the rebound from the pandemic (Campbell, 2019). 

This is the first occurrence of this phenomenon since the Department of Labor began tracking 

job turnover in the US labor market (Campbell, 2019). Furthermore, it has been discovered that 

there is a scarcity of blue-collar employees in the United States. Blue collar and service 

vocations are positions that require manual labor and are paid on an hourly basis. These are 

considered working-class jobs that do not necessitate a college diploma and they are highly 

specialized, having learned their trade through apprenticeships or trade school. The explanation 

for this phenomenon is that more people in the United States are attending universities, and 

those who are already in blue-collar employment are retiring in large numbers in recent years. 

Furthermore, the earnings for blue-collar jobs are excessively low (Campbell, 2019). Due to a 

scarcity of workers for these blue-collar jobs, organizations begin to raise their wages, resulting 

in a decrease in profits, as observed and written by Gad Levanon, chief economist for North 

America. 

Between 1978 and 2011, there was no proper survey of the Canadian labor market, and the few 

pieces of information that were available were aggregated at a large scale to be useful 

(Drummond, et al., 2015). Due to the covid-19 epidemic, Canada lost 3 million employment 

positions in February 2020, but in November 2020, employment increased to 153,700 in just 

that month. And by the end of 2021, the job market in Canada had recovered, with the total 

number of new Canadian jobs last year reaching roughly 868,000 (Doherty, 2021).  

Job turnover is a phenomenon that has become a major issue in recent years, in which 

employees leave the organization or the firm terminates employee contracts. Job turnover can 

be either voluntary or involuntary. In the instance of voluntary job turnover, the person is 

willing to leave the firm because they have a better opportunity elsewhere, whereas, in the 

situation of involuntary job turnover, the organization is dissatisfied with the employee's 

performance and wants to terminate their employment (Saeed, et al., 2014). According to a 

report by the United States Department of Labor, in 2022, a total of less than 4%, or 5.9 million 

employment turnovers, occurred, which is less than in prior years. Among this 4%, roughly 2.9 

percent is voluntary job turnover (4.3 million), and 0.9 percent is involuntary work turnover 

(1.2 million) (U.S. Department of Labour, 2021). The Canadian employment market is one of 

the tightest in the world, where not only finding individuals for jobs is difficult, but job turnover 



 

 

has also become a major issue. According to Mercer's research, the average turnover rate in 

Canadian firms is 21 percent (Labitoria, 2021). Job turnover has an impact not only on the 

productivity of businesses but also on their finances, as they spend a lot of money on the 

recruitment process. A high job turnover rate can generate a slew of issues inside a company, 

including a lack of stability, low morale and engagement, and the expense of constantly 

recruiting and hiring new employees. Understanding the North American market size, the job 

postings which are using SNS to hire, and the turnover ratio will give the basic outline of the 

market which helps in understanding this research more easier. Without understanding the 

current market situation it might be hard to understand the reason behind this study and also 

why this target market is selected.   

 

2.3 Competitors in the target market: 
As previously stated, most people nowadays utilize career-oriented social networking websites 

to look for jobs and also to find acceptable candidates for job openings in their firms. Most 

organizations' recruiting managers advertise job openings and wait for a qualified prospect to 

contact them in order to schedule an interview and choose from that pool. According to a poll 

conducted by Ads.2020 marketing in 2021, LinkedIn is the most popular professional social 

networking platform, with the majority of individuals using it (team, 2021). LinkedIn is one of 

the most effective and successful career-oriented networks for improving business connectivity 

and establishment.  

The United States has one of the world's largest job markets. It is the home of several 

organizations, and there are numerous career opportunities for both local and foreign residents, 

both paid and unpaid. With so many job search websites in the world, only a handful will be 

able to dominate a specific market. When it comes to the United States, there are a few job-

seeking websites that dominate the industry and have the majority of people's information. 

Even if there are numerous professional SNSs, job searching is inefficient on many platforms. 

(Jennings, 2021). A good job search website will make job hunting easy and will help you find 

the job you want, regardless of position or field. And the most well-known job seekers have 

some distinguishing characteristics that distinguish them as the best. According to a Tech radar 

study, indeed, LinkedIn, and Monster occupy the top three positions in the American market. 

When it comes to Indeed, offers a vast database with some unique features that make job 

searching easier. It has skill evaluation tools and wage comparison tools, which make it easier 

for us to locate a job in all aspects. It also has a comment part for all organizations, where we 

can get comments on the company from people who work there. They also have a function that 

allows you to filter the results based on location, salary, skills, and experience. LinkedIn is 

more than simply a job-searching website; it is also a professional network and an educational 

resource. The main advantage of this website is that it is excellent for networking and making 

new professional connections, which makes it simpler to acquire a job in the industry of your 

choice. It has various features for corporations that are recruiting people, for people who are 

looking for work, and for small businesses that wish to connect with professionals in the 

industry in which they work. Our profile serves as our resume, and the Easy Apply feature is 

popular because it allows you to apply for jobs with a single click. There are a few additional 



 

 

websites that are well known in the United States for job searching, in addition to these two. 

They include Monster, Glassdoor, and ZipRecruiter, among others. 

Canada has one of the largest labor markets in the world, with a working population of 

20,517,900 individuals. When it comes to popular and effective job-search websites, the United 

States and Canada practically have the same ones. In 2021, Robert Half, a social networking 

site for job searchers, did research on well-known job search websites in Canada (Half, 2021). 

According to the findings of this study, LinkedIn, CareerBuilder, Indeed, Glassdoor, and 

Monster, among others, are the most popular platforms for job hunting, and the majority of 

these platforms are also widely utilized in the United States. According to Statista, in 2021, 

over 180 million individuals in the United States and around 19 million people in Canada used 

LinkedIn (Statista Research Department, 2022). LinkedIn is expected to generate $8 billion in 

revenue by 2020, with 756 million members worldwide (IQBAL, 2018). Indeed generates 

$1.98 billion in revenue and employs over 4000 people worldwide. In addition, almost 2000 

companies have registered and are members of the Inc. corporate family (Dun & Bradstreet, 

Inc, 2022). 

 

2.4 Imperfections and Bias in job matching: 
Job matching has always been a difficult task since we have to choose the best candidate for 

the job from a large pool of applications. Previously, it was done by the person in charge of 

finding a qualified applicant for the organization. However, we are now at the generation when 

we apply for jobs on an internet platform, and the algorithms utilized in it will filter and show 

us the appropriate position based on our skill set and educational qualifications. These are 

known as talent selection algorithms. They are computer codes that contain sophisticated 

instructions that aid in the identification of eligible candidates based on the instructions 

provided. These complex sets of instructions will provide the necessary key points that will 

assist in determining what important points to look for in an applicant's application and 

determining whether the individual is eligible or not. Because the first job selection process is 

based on an algorithm, it is believed that subjective bias is reduced, and bias may occur only 

when the selected applicants move on to the next stage of the process, when humans are 

engaged. However, the adoption of a talent selection algorithm has minimized the possibility 

of bias in selecting highly suitable candidates (Launchpad team, 2022).  

Previous research suggests that algorithms are not absent of bias. Because these algorithms are 

built by humans, they are prone to error and may unintentionally promote discrimination in 

employment processes. Before a human resource manager even sees an applicant, these job 

matching algorithms will dismiss over 72 percent of them as ineligible. As a result, HR 

managers must be aware of these challenges and deal with them properly. These algorithms 

will operate based on previous data, and if such discriminations occurred in the past, they will 

be incorporated into the algorithm. For example, if the algorithm is provided data from previous 

recruitment where there is bias based on the name belonging to a particular race is only given 

relevance, the algorithm will adopt based on it and will only select the person whose names 

belong to the particular race (Mann & O'Neil, 2016). Many studies have proven that the 



 

 

algorithms on the platforms where job adverts are advertised would filter applications based 

on race or gender (Imana, et al., 2021). 

Bias is not the only flaw in job-search platforms. Other flaws in the system include selecting 

the incorrect candidate. They discovered a major issue with LinkedIn's job matching algorithm 

in 2014, which is that the algorithm displays incorrect candidates for the job. When they posted 

a job for an account manager based solely on key terms, LinkedIn's algorithm returned people 

that were ineligible for the position. Some flaws like this will result in erroneous results 

(PandoLogic, 2014). 

Before being hired, everyone must overcome numerous obstacles, one of which is 

discrimination. Biased hiring occurs in many countries and businesses (Beattie & Johnson, 

2012). Discrimination occurs based on gender, race/ethnicity, age, religion, sexual orientation, 

gender identity, disability, weight, appearance, or pregnancy, among other factors. There have 

been numerous laws against discrimination, and it has been illegal for nearly 40 years. Most 

countries have laws and campaigns in place to raise awareness about biased recruitment or 

discrimination. However, this has been insufficient in preventing bias in the recruitment 

process. Ethnicity has long been a major factor in biased recruiting processes all across the 

world. And unemployment rates for racial and ethnic minorities have always been higher 

everywhere. In 2017, for example, in the United States, the proportion of unemployed persons 

was highest for Native Americans (7.8 percent), Black people (7.5 percent), and 

Hispanic/Latinos (5.1 percent), compared to 3.8 percent for Whites and 3.4 percent for Asians 

(Wanberg, et al., 2020). The Bureau of Labor Statistics in the United States provides this report 

(Bureau of Statistics, 2018). According to a Northwestern University study, there has been a 

lot of racial and ethnic prejudice against non-white people. Discrimination against non-white 

persons occurs in over 44 percent of recruiting processes in Canada, and 33 percent in the 

United States. France and Sweden are at the top of the list of countries that discriminate against 

non-white individuals (Somani, 2019). Gender bias, along with racial bias, is one of the issues 

that women face when applying for jobs. According to one survey, around four out of every 

ten women encounter gender harassment at work (Parker & Funk, 2017). According to a 

survey, women are twice as likely as males to face one of the eight types of workplace 

discrimination. Income disparities are frequent as a result of gender discrimination, with 

women being paid less than males for doing the same job. Women are considered four times 

less competent than males simply because of their gender (Parker & Funk, 2017). 

Bias in job recruitment occurs not just as a result of human presence, but also as a result of the 

algorithms used by these job-search sites. Over the last decade, there have been several 

conversations and debates about prejudice and how it affects AI (Artificial Intelligence) that is 

utilized on a variety of platforms such as job searching, dating, medical services, and so on. 

There have been numerous instances of racism and misogyny committed by the AI deployed 

on these platforms (Howard & Borenstein, 2018). Given that AI relies on learning from 

previous data and given that old data may contain prejudices and biases in terms of how it is 

structured and categorized, AI may then be inadvertently impacted and inherit these same 

biases in its operation.  



 

 

According to the International Labour Organization's (ILO) most recent figures, women make 

up only 43.2 percent of senior and middle-level managerial jobs in the United States 

(International Labour Organization, 2021). According to one study, LinkedIn exaggerates 

gender equality and over-represents women in senior positions (Kashyap & Verkroost, 2021). 

Previously, due to an algorithm utilized by LinkedIn, the system directed a greater number of 

male applications for the job than female applicants, and LinkedIn countered the bias by 

employing AI (Wall & Schellmann, 2021). Due to old data and search histories, there has been 

a lot of gender and racial bias happening even on social networking platforms. This type of 

bias exists not only on this website but also on other job search platforms. 

2.5 Anonymous job applications: 
 Anonymous job applications are a phenomenon that has emerged as a result of bias in the job 

recruiting process. An anonymous job application does not include the candidate's age, photo, 

ethnicity, address, or gender. For the initial rounds of interviews, candidates' applications will 

be processed solely based on their qualifications and skill sets. Governments and organizations 

in many European nations, including Sweden, Norway, and the Netherlands, have already 

conducted trials. And, in the initial pilot projects on anonymous applications, they discovered 

that many women and immigrant candidates were chosen solely based on their qualifications 

(Smarter Team, 2020). In 2018, California law prohibits organizations from explicitly or 

indirectly asking applicants their gender. The author who wrote an article regarding this says, 

“The prohibition on asking about gender was part of 2017 amendments to California’s Fair 

Employment and Housing Act that clarified and expanded protections for transgender 

individuals.” Furthermore, there should be no prejudice against anyone who does not specify 

their gender in their employment application (HRWatchdog, 2019). There is also a ban on 

asking applicants about their pay history. In 2018, California's ban-the-box law went into 

effect, requiring companies to wait until after a conditional offer of employment before 

disclosing a criminal record. So, there are few laws like this around the world that disclose 

some information anonymously while looking for jobs. In this day and age, anonymous job 

seeking is not quite common. Only a few platforms offer anonymous job searches, and even 

then, they are not well-known. Few services, such as Djinni and Recruitika, offer anonymous 

job searches, but they are largely used in Ukraine (Yakushenko, 2021). However, aside from 

these few unestablished platforms, there is no other platform where this type of feature is 

provided. 

For a long time, anonymous job applications have been proposed as a solution to job 

discrimination. In the past, various tests were carried out in some locations based on this 

occurrence. In Gothenburg, Sweden, the Institute for Labour Market Policy performed a study 

on the Anonymous application processes (AAP) in 2007. This study is based on a government 

investigation done in 2005, which indicated that gender and ethnicity were influential factors 

in the employment process. In the Gothenburg trial, specific information about the applicant 

was omitted, such as name, sex, place of origin, or other recognizable racial and gender 

attributes. These details were only revealed during the initial stage of the interview when the 

recruiter determines who is eligible for the interview. The omitted information was released 

after the candidates were chosen (Andersson, 2008) (Åslund & Skans, 2012). As a result, it 



 

 

was discovered that in Anonymous application processes (AAP), race and gender did not affect 

interview invitations, however, in regular applications, these criteria did. The number of 

invitations to interview for both women and non-western migrant employees increased by 8%. 

However, there is a 7% increase in female candidates in the recruitment process but no 

significant increase in non-western migrant workers. 

 

2.6 Business model: 
Since 1995, academics and practitioners have discussed and contested the phrase business 

model in essays and journals. There have been numerous definitions of the phrase "Business 

model" given by various persons (Zott, et al., 2011). According to an article published in 2005 

by Alexander Osterwalder and his colleagues, the term "business model" is defined as “A 

business model is a conceptual tool containing a set of objects, concepts, and their relationships 

to express the business logic of a specific firm. Therefore, we must consider which concepts 

and relationships allow a simplified description and representation of what value is provided 

to customers, how this is done and with which financial consequences (Osterwalder, et al., 

2005). There are numerous business models in use today, and the business model varies 

depending on the field. So, in this section, we will look at the business models of LinkedIn and 

Monster.com, two of the most successful job-search platforms for professionals. 

LinkedIn is a multi-sided platform that operates on a Freemium business model, which means 

that some services are free, but we must pay to access the finest resources. Their revenue stream 

includes Talent Solutions, Marketing Solutions, and Sales Solutions, in addition to premium 

accounts. In talent solutions, they provide tools and solutions for both recruiters and employers. 

They offer marketing campaigns for businesses, as well as sales solutions that assist in building 

a professional brand and expanding their network. LinkedIn's three customer segments are job 

seekers, recruiters, and advertisers. Data centers, employers, institutions, learning course 

developers, and enterprises that use LinkedIn's APIs to connect their marketing and sales apps 

to the platform are among LinkedIn's significant partners (Pereira, 2021). 

Monster.com, like LinkedIn, operates on a freemium business model. Their main source of 

revenue is charging recruiters for creating accounts because they will gain access to a large 

number of resumes, making it easier for them to discover the right applicant. And the recruiter 

is charged for each job opening they publish on the website, dependent on the length of time 

the business wants it to be up on the website. If the employers require a more comprehensive 

benefits package, they will be charged a supplementary fee. Displaying advertisements is 

another source of money for Monster.com. They will also provide free basic resume 

evaluations to job seekers, but they will have to pay for professional-level evaluations and 

corrections. Monster.com has a large revenue stream in its business plan (Ramvani, 2020). 

 

 

 



 

 

3 Methodologies 
We will go over the methodologies that were employed to perform this research in-depth on 

this topic. This methodology subject will cover the following topics: research method & design, 

research sample, data collection, data analysis, ethical considerations, and result assessment. 

We will also discuss why these approaches were chosen and how they connect to the study 

issue. 

 

3.1 Research Method & Design: 
A qualitative research methodology is used in this study. This qualitative research will be 

undertaken using the findings of semi-structured interviews. Because it is focused on 

understanding people's thoughts and mindsets, qualitative research is appropriate for this issue 

(Bell, et al., 2018). In this procedure, interviews will be performed with people who will be 

asked open-ended questions and data will be collected based on their responses. This 

qualitative research will be carried out in the form of semi-structured interviews with students, 

job seekers, employees, and recruiters across North America. This will provide us with an in-

depth understanding of people’s preferences regarding the professional networking websites 

market in North America. Data gathering for a qualitative method includes not only interviews 

but also observations and documentation. The researchers that adopt a qualitative technique do 

not employ any equipment; instead, they collect the data themselves.  

The key rationale for using a qualitative technique in this study is to gain a better understanding 

of different people's opinions in order to better comprehend the target market. Because semi-

structured interviews are used in qualitative techniques, they provide research participants the 

opportunity to express their thoughts on the topic at hand, making them a better fit for this 

study. Furthermore, this study is based on the observation of bias in job candidates based on 

race, gender, and other factors. And the findings of this study will aid us in comprehending the 

phenomenon that has been seen. So, for the reasons stated above, the qualitative approach is 

the most appropriate methodology to use in this study. 

The case study design is a research approach for conducting an in-depth investigation and 

analysis of a specific case involving an institution or a location. Research can be conducted on 

a real-life occurrence using this scientific investigation method (Bell, et al., 2018). As this study 

is being conducted in a specific geographical location, namely the United States and Canada, 

the goal is to better understand the bias that exists in the job-search platforms utilized by job 

seekers. The case study approach is employed since the research is focusing on the varied views 

of people. And, when conducting research, particularly qualitative research, the researcher's 

influence will constantly be felt because the researcher will be in direct contact with the 

participants. And the researcher's impact will always be felt while attempting to comprehend 

the many perspectives and arriving at a conclusion. Because, when analyzing the responses of 

participants to a specific phenomenon, the researcher will attempt to comprehend the 

phenomenon, and when it comes to the analysis and result section, the researcher's 

understanding will be influenced by his understanding, and the result will be influenced by him 

in some way.  



 

 

 

3.2 Research Sampling:  
Snowball sampling will be used to gather respondents. Snowball sampling is a technique used 

when probability sampling is either impossible or impractical. Persons who use job-search 

websites to apply for jobs and who recruit people for their organizations will be the prospective 

candidates in this study. It is the most often used sampling method, and it is based on the 

features of networking and referral. The researcher will make a few initial contacts and then 

pick possible individuals for the research and conduct the interview (Parker, et al., 2019). Then, 

for those who are willing to refer additional possible applicants they know, we will call them 

for an interview, and so on. Snowball sampling has several specific properties that make it 

appealing for application in a variety of studies in a variety of scenarios. The connection 

between the researcher and the participant will take place through online platforms such as 

Zoom, Google Meets, and other similar platforms, which is a very cost-effective approach to 

contacting individuals. Snowball sampling is also utilized in research if interviews must be 

completed in a short amount of time, where obtaining a large number of samples for interviews 

is difficult (Johnson, 2014).  

This study focuses on employment matching websites when bias exists in a specific geographic 

location, namely the United States and Canada. It is also difficult to acquire access to the 

participants for the interview for sampling because the researcher is in another nation. So, with 

the help of the snowball sampling approach, it is easier to collect more samples who fall into 

the goal sample group by taking a few samples from the target market. That is the primary 

reason for using snowball sampling in this investigation. And, because this study has unique 

characteristics, such as the researcher and target market being in separate geographical areas, 

a specific sample procedure is employed. Because this is a qualitative study, and owing to the 

circumstances, only a digital interview may be conducted, face-to-face interviews are not 

possible. As a result, the online interview can be conducted using the chosen sampling 

approach, which is also a very cost-effective strategy that is more appropriate for this sampling 

method. Furthermore, because this is a qualitative study, a large number of interviews must be 

conducted in a short period of time. As a result, the snowball sampling method allows for the 

collection of more samples in a shorter time. These are the reasons why this sample approach 

was chosen for this study inquiry. 

Eligibility requirements for potential candidates: 

• They should have used the job-seeking platform to search for jobs and have an account.  

• They must have used the SNSs as a student or in their profession. 

• They have had to be residents in US or Canada.  

• They have to be from an Engineering background sectors. 

• As the study focuses on bias, there should be women and ethnic minorities included. 

• They should be able to participate in the interview. 

According to Sandelowski, the sample size has always been a crucial concern in qualitative 

research. There are numerous approaches for reliably determining sample size in quantitative 

analysis, but none exist in qualitative analysis. When it comes to qualitative research, there is 



 

 

a common fallacy that sample size does not matter, although it is critical for confirming the 

findings. It can be difficult to identify whether a study has attained informational redundancy 

or theoretical saturation if the sample size is too small, or if the sample size is too high, making 

it difficult to focus on case-oriented research. As a result, the size of the sample plays a critical 

role in this study (Sandelowski, 1995). According to Creswell, a sample size of 20-30 is 

sufficient for qualitative analysis. Marshall and his colleagues claim that for a small sample, 

20 people will suffice, while for a large sample, 40 people will suffice (Marshall, et al., 2013; 

Boddy, 2016; Creswell & Poth, 2016). According to Trotter, the sampling size is largely 

determined by redundancy, which is the repeatability of the same concepts and themes across 

all interviews and the absence of new concepts, or interview saturation, in which all questions 

have been thoroughly answered without the introduction of new themes or concepts. As a 

result, the size of the sampling in qualitative research is determined using these methods 

(Trotter, 2012).  

With all of the above mentioned in mind, I began the sampling process by mailing my friends, 

colleagues, and other professionals that are currently in North America. The first email was a 

brief explanation of the study I am conducting and an invitation to participate in the interview 

process. The majority of them decided to participate in the interview, and the preliminary 

interviews were conducted. Since I chose the snowball sample, I asked the participants to 

suggest some of their friends and coworkers who fulfill the criteria and are interested in 

participating in this interview. The majority of those who took part in the initial round of 

interviews provided contact information for persons who now live in the target market. And 

further processes were carried out in the same manner as the early steps. Aside from that, I 

attempted to contact a few professionals from the organizations, but the majority of them are 

unwilling to participate in this interview because it was stated in their contract when they joined 

the organization that they should not give any third-party interviews about their profession. 

And, despite my desire for a decent mix of native and other ethnic individuals when using the 

snowball sampling approach, the majority of my study participants were ethnic minorities by 

chance. And, owing to time constraints, it was difficult to obtain additional contacts and 

interviews to obtain the desired mix in the sample of participants for the empirical research. 

And unlike quantitative analysis, the sampling size of qualitative research is chosen by a few 

procedures rather than any other techniques or calculations. And with this in mind, it can be 

understood that qualitative analysis is a suitable technique for this study's research. Taking into 

consideration the time and geographical constraints, the overall sample size will be 16. When 

it comes to careers, every job seeker or recruiter will look for different types of people with 

various qualifications. A survey done in 2016 by Zong and Batalova indicated that engineering 

is one of the most chosen fields among the immigrants to study and work. This prompted me 

to choose the engineering area for this study since, so many immigrants were in that particular 

field, which may aid in understanding the prejudice that occurs as well as in quickly obtaining 

more contacts for the interview (Zong & Batalova, 2016). With this in mind, this study research 

focuses on job seekers from Engineering background sectors. This sector is particularly 

selected due to their availability and most of them will have experience in SNS. This aspect of 

the research will also make it easier to find participants for the interviews. 



 

 

 

3.3 Data collection: 
Data gathering is an important element of the research process, and in this study, a semi-

structured interview is employed to obtain data. Because of its flexibility and versatility, the 

semi-structured interview is a popular method for data collection in qualitative research. 

Individual and group interviews can both benefit from this data collection strategy. The 

advantage of semi-structured interviews is that the researcher and the research participants are 

in a reciprocal relationship. As a result, in semi-structured interviews, the researcher can 

improvise a follow-up question based on the participants' responses, and the participants have 

the freedom to openly express their perspectives. One of the most crucial conditions for 

conducting a semi-structured interview is having some knowledge about past research on the 

issue because the interview guide can only be formed based on the topic (Kallio, et al., 2016). 

For both the researcher and the interview participants, time is a critical component of the semi-

structured interview method. The time spent on the interview in the semi-structured interview 

process should be kept to a minimum because the interview participants' distractions increased 

as the time passed.  

The open-ended question data collection strategy used in this study investigation aids in 

obtaining a large number of diverse responses from the people. At the same time, each 

interview has the potential to yield new insights, which aids in the collection of deeper data for 

qualitative research. According to Kallio, by taking advantage of the flexible nature of this data 

collection method, we can improve our questions and change the order based on the responses 

of the participants, which will help us more effectively than simply using the same interview 

guide for everyone without any changes. The improvised follow-up question will allow us to 

concentrate on the participants' responses rather than simply directing them to the answer that 

the researcher requires. Because each participant has various viewpoints and experiences in 

life, the flexible and dynamic nature of this data collection procedure is quite important in 

collecting data effectively. With only a limited amount of time for the participants, having an 

interview guide which is common in this data collection process will allow us to complete the 

interview process without distractions.  

 

3.3.1 Interview Guide: 

Before moving on to the interview phase of qualitative research, you must first create an 

interview guide. An interview guide is a set of questions that ensures that all relevant subjects 

or issues linked to the research are addressed. These questions will be posed informally, and 

the order or phrasing of the questions may be altered based on the responses of the participants 

and the researcher's observations. According to H. Kallio, four steps should be followed in 

order to create a better interview guide. 

They are, 

1. Identifying the prerequisites for using semi-structured interviews, 

2. Retrieving and using previous knowledge, 

3. Formulating the preliminary semi-structured interview guide, 



 

 

4. Presenting the complete semi-structured interview guide. 

A proper interview guide can be prepared by following these four steps (Kallio, et al., 2016).  

3.3.1.1 Step-1:  

The first step in the interview is to decide whether or not a semi-structured interview is 

appropriate. Based on the study research's topic or issue, we must assess whether this data 

collection approach is appropriate or not (Kallio, et al., 2016). He states that this data gathering 

strategy is appropriate if the study's topic or issue changes based on the perspective of the 

people being studied, is a complex issue, (Barriball & While, 1994) and the people are unaware 

of the issue. Because this study on prejudice in job recruiting, which is based on people's 

perspectives and experiences, and anonymous job applications is a characteristic that most 

people are ignorant of, most individuals are uninformed of, this semi-structured interview is a 

very appropriate data collection method to be used.  

3.3.1.2 Step-2: 

This step entails locating and applying previously acquired knowledge. This is a critical step 

since only by fully comprehending the existing knowledge on the study topic or issue will we 

be able to form a clear picture and a framework for the interview guide (Barriball & While, 

1994). We can also augment and enrich the theoretical foundation by using the empirical data 

available on the studied issue (Turner III, 2010). As a result, existing data should be found, 

understood, and used (Kallio, et al., 2016). In the literature review section, an intensive 

empirical investigation on the study issue of bias in job recruiting and anonymous job 

applications was conducted, providing a good foundation for structuring the interview guide 

for this research. 

3.3.1.3 Step-3: 

The purpose of this phase is to create an interview guide. In this stage, we will build an 

interview guide based on what we already know about the topic (Kallio, et al., 2016). A list of 

questions linked to the research topic is included in the interview guide. The formulation of 

questions should be done with care because it will alter the data gathered during the interviews, 

which will have a direct impact on the outcome. The questions should not be prescriptive and 

should be open-ended and flexible (Turner III, 2010). The questions should be phrased in such 

a way that we can get detailed responses from the research participants based on their personal 

experiences and viewpoints. Main questions and follow-up questions are the two types of 

questions. The main question should be focused on the study issue and the issues that surround 

it. It should encourage individuals to freely share their thoughts and experiences on the subject. 

Then there are follow-up questions to help break down the main issue in a way that makes it 

easier for participants to respond (Barriball & While, 1994). This will also aid in maintaining 

the flow of answers and obtaining accurate responses. 

3.3.1.4 Step-4: 

The final draft of the interview guide is created in this step. Based on the testing and reflection, 

the preliminary interview guide will make corrections (Kallio, et al., 2016). As a result, a clear 

and well-defined Interview guide that is centered on the research topic is created and presented 

in the Appendixes. 

 



 

 

3.4 Data Analysis: 
After data collection, data analysis is the next and most crucial step in qualitative analysis. We 

will begin examining the data acquired from the interviews in the data analysis section. And it 

must be done with extreme caution, especially in qualitative analysis, because the data obtained 

will primarily be based on words, and subjective experiences (Bell, et al., 2018). Because there 

are just a few documented ways of analyzing qualitative data, it is difficult to discover the 

component for studying data compared to quantitative data. Despite the fact that there are 

numerous methodologies for assessing qualitative data, only two methods are widely 

employed. Thematic analysis and grounded theory are two of them. And in this study Thematic 

analysis method is used to analyze the data gathered from the interviews (Bell, et al., 2018).  

The three basic components of qualitative data analysis, according to Punch (2009), are "data 

reduction," "data display," and "drawing and verifying conclusions." In qualitative research, 

data reduction is the most important aspect of data analysis. In this step, key points are taken 

from the interviews which can be a potential code used in the analysis (Mayer, 2015). It is 

critical to keep the reduced data in context with the qualitative study's research topic. And, 

during the analysis phase, this data reduction element will be divided into three parts: editing 

and summarizing, coding and memoing, and conceptualizing and explaining. In the initial step, 

the acquired data will be summarized without losing any vital information, which will be edited 

and summarized. Then, in the middle phase of data analysis, the summary data from the 

previous step will be coded and memoed. The coding created in the second stage will be 

explained and conceptualized depending on the research topic or issue in the final phase 

(Mayer, 2015). All data that is repeated and connected to the research topic will be exhibited 

in the data display step, which will aid in the data analysis process. And then there is the final 

phase, which is conclusion and verification when the data from steps one and two are used. 

Based on the information gathered in the preceding processes, a conclusion will be reached.  

 

 

 

Figure 1Data analysis in qualitative research 



 

 

 

In this qualitative research, thematic analysis is used to evaluate the data. According to Ryan 

and Bernard, in this data analysis method, themes can be selected based on various criteria such 

as repetition, which is a topic that is repeated over and over, and similarities and differences, 

which is where the data collected are analyzed to find topics that have similar and different 

perspectives in the majority of the interviews and many others. The most popular criterion for 

selecting themes, despite the fact that there are several, is repetition (Ryan & Bernard, 2003). 

This data analysis method is more appropriate for this study because repetition and similarities 

and differences are a regular occurrence in qualitative research methodologies. As a result, 

getting the topics and analyzing the data will be much easier. The first stage in thematic analysis 

is to define the themes. A theme is a "patterned reaction or meaning" drawn from the data 

gathered during the interviews (Kiger & Varpio, 2020). When using a thematic analysis 

approach, themes can be chosen regardless of how many times a specific notion or item 

connected to that theme appears in a data set.  

 

3.4.1 Thematic Analysis: 

According to Braun and Clarke (2006), the thematic analysis consists of six steps (Braun & 

Clarke, 2006). They are  

1. Familiarizing yourself with the data, 

2. Generating Initial Codes, 

3. Searching for Themes, 

4. Reviewing Themes, 

5. Defining and Naming Themes, and  

6. Producing the Report/Manuscript. 

So, by following these six steps, themes that are formed will help in formulating the result from 

the data collected.  

 

3.5 Ethical Considerations: 
Because qualitative research involves individuals and their private details and thoughts, there 

are some fundamental ethical considerations. The four major ethical topics were taken into 

consideration which was discussed by Bell, 2018. They are harm to participants, lack of 

informed consent, invasion of privacy, and deception ( Bell, et al., 2019). One of the most 

essential ethical considerations in qualitative research is informed permission. The first step in 

obtaining informed permission is informing participants about the research and its specifics. 

And in the second stage, obtaining the participant's agreement before completely engaging in 

the research (Munhall, 1988). This includes the ability for participants to leave the study at any 

time. Another major concern in the ethical examination of qualitative research is anonymity 

and confidentiality. It is an ethical practice that involves safeguarding the participant's data 

privacy while collecting, processing, and reporting the analyzed data. The qualitative 

researcher's major focus is on the participants' behaviors and experiences rather than their data 

(Allen, 2017). Confidentiality refers to the separation of personal information provided by 

participants from study data. And anonymity refers to the method of collecting data without 

knowing the participants' personal information. The interview should be held in a good 



 

 

environment where the talk may be held privately without being interrupted by a third party. 

In the qualitative interview, this is followed such that only the researcher knows who the 

participant is. Communication should also be handled with care and respect for ethical 

considerations. Because there is a chance that a third party will answer the phone while 

attempting to reach the participant for follow-up, as a result, it is critical to keep the research 

details private and just inform that person about the follow-ups. Data analysis should be done 

with caution because there is a risk of data leakage. Transcribing is required because the data 

is collected via Zoom calls. As a result, the transcribing should be done alone and in privacy. 

Personal data, such as names, will be deleted from the analysis during the transcription phase. 

And, when the study's findings are presented, the participants will be referred to by their 

pseudonyms rather than their real names. While analyzing the data, data protection should also 

be considered. The information should be kept on encrypted devices. Furthermore, when 

sharing data with other academics, the data should be sent through email with a password-

protected attachment (Arifin, 2018). There is no need to share data because this research is 

done by a single researcher. However, the data was transcribed in a controlled environment by 

one person. And the information is kept on a secure device. 

 

3.6 Result Assessment: 
The term "reliability" is used to describe the reproducibility of data obtained in qualitative 

research. This terminology is used to assess the consistency of research data, particularly in the 

fields of business and management (Bell, et al., 2018). Since this study deals with 

understanding the job seeker's preferences and sentiments towards anonymous job matching 

platforms, reliability is important for this study, since the replicability of the data helps for 

result analysis. External reliability refers to the study's ability to be replicated to some extent. 

Although certain approaches for attaining external validity in qualitative analysis exist, getting 

external reliability in this study was a bit difficult due to the fact that it is a case study, and the 

socio-cultural setting will differ among areas. But external reliability was attained and based 

on that the result is generated. Validity is a concept that refers to the consistency with which 

results drawn from the research are measured. "Construct validity is a term that is frequently 

used to allude to validity." It is also claimed that reliability is linked to validity because if a 

measure of a concept is unstable in the sense that it fluctuates, it cannot offer a true measure of 

the idea in question (Bell, et al., 2018). Validity can be divided into two categories, as we will 

see below. In addition to the fundamental criteria, several alternate criteria can be used to 

evaluate qualitative research. For evaluating qualitative research, these phrases are designed 

based on two fundamental criteria: trustworthiness and authenticity. And, in these terms, 

several of the criteria are nearly identical to the primary criteria we outlined before. So, we will 

look at Confirmability in these different evaluation criteria. Because this is a qualitative study, 

there is a risk of bias arising from the researcher's perspective on the subject, regardless of the 

data gathered (Bell, et al., 2018). As a result, confirmability is a concept that helps the 

researcher establish his credibility by demonstrating that the research's findings are founded on 

the participants' tales and words rather than any researcher's biases. And since the interview 

transcript is attached in the appendix conformability is applicable for this study. These are the 

few limitations faced while doing this study research which will be discussed later. 



 

 

4 Theoretical Framework 
In this section, I am going to discuss the theoretical framework which will act as the structure 

for the research and will help in analyzing the result of the research. As this study is done based 

on the customer’s expectations and need to understand what they need to be satisfied with and 

their emotion towards anonymous job matching the American Customer Satisfaction Model is 

used as the theoretical framework.  

 

4.1 American Customer Satisfaction Model (ACSM): 
According to Fornell. C (1996) it is said that this is a cross-industry model which helps in 

understanding the market performance of a product in the industrial sector and nation. This 

model helps in understanding the customer's needs and experiences and based on that it will 

help in understanding the product performance. So, the main objective of this ACSM is to 

measure the performance of services based on customer experiences (Tung, 2013). As this 

research study is based on the people’s experience in the current professional SNSs and the 

features they needed which helps in understanding the need for anonymous job matching, so 

this ACSM will act as a framework that will help to understand this study by giving it a 

structure.  

 

Figure 2 The American Customer Satisfaction Model (Tung, 2013) 

The three main factors which help in understanding customer satisfaction are perceived quality, 

perceived expectations, and perceived value. Let's discuss these topics in brief below.  

 

4.1.1 Perceived Quality: 

The perceived quality is a measure that will help in evaluating the market through the 

customer's experiences with the products or the service (Fourie, 2015). So, this term helps in 



 

 

understanding the people's experiences with the current SNSs both positive and negative 

aspects. 

4.1.2 Perceived Expectation: 

The perceived expectation is a measure that helps in understanding the customer's need which 

helps them to get satisfied with the product or services (Fourie, 2015). In this study, this term 

helps in understanding the customer's expectations of the features they would like to see in the 

SNS.   

4.1.3 Perceived Value: 

The term perceived value is a measure that helps in understanding the value of the service based 

on the customer’s assessment (Fourie, 2015). So, this term will help in understanding the value 

of the Anonymous feature to the customers.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

5 Results 
In this section, we will go over the results of the interviews that were performed with 

participants from the target market of the United States and Canada. To conduct the analysis, 

the participants' responses were transcribed, and themes were developed. Since most recruiters 

were unable to participate in the interviews, this section of the analysis only includes the results 

obtained from job seekers. As mentioned in the methodology section, a semi-structured 

interview was conducted with participants who are working, looking for employment, and 

working, i.e., job seekers from the target market of the United States and Canada. In total, 16 

people have taken part in this qualitative study thus far. The results of the interviews were 

evaluated using thematic analysis, as recommended by Braun and Clarke (2006). The initial 

codes were selected, and the themes were derived from them. The following diagram depicts 

the various themes and subthemes. 

 

 

Figure 3 Summary of Thematic Analysis results.  

To comprehend the empirical conclusion of this research, we will go over the themes and their 

subcategories in detail. Three main themes emerged from the participants' responses to provide 

a clear answer to the research question, with multiple sub-themes beneath each theme. Potential 

features, Features needed, Bias experienced, and Anonymous features were chosen as the four 

key themes for the result analysis. These have been chosen as themes because understanding 

them can aid in understanding the market's thought process and interests in a job-search 

website. So, let us take a closer look at these four topics. 

 



 

 

5.1 Potential Features:  
As the world’s one of the largest job marketplaces, the United States and Canada have a large 

number of job opportunities and job seekers, and as a result of this high demand, the target 

market has a large number of well-established job search websites. As a result, many people 

are using professional SNSs to apply for jobs. And participants from the target market like 

some of the features in the SNS platforms, which they believe help them in getting jobs. So, to 

represent this Potential feature has been chosen as one of the subjects in this empirical study 

section. As we already discussed in the literature review part, indeed, LinkedIn is one of the 

most well-known and widely used organizations among those in the target market. According 

to the survey, over 90% of the participants use both sites for job searching. Apart from these 

two university-provided jobs-search platforms, the participants use a few additional platforms 

as well. And the participants liked to use these platforms due to the features which have the 

potential which attracts them. Potential features are the features that are loved and appreciated 

by the customers, which are already existing in the SNS used by the customers. There are a 

few potential features mentioned by the participants which are selected as the sub-themes for 

this theme. We will go through each of the sub-themes listed in the table in detail under this 

theme. 

 

5.1.1 Networking: 

This is one of the most essential and frequently highlighted critical features by about half of 

the participants in two distinct aspects: platform strength and prioritizing facture. The majority 

of the participants stated that the main reason they use LinkedIn is for networking 

opportunities. They feel that by making more contacts, they will be able to find work more 

easily and quickly. According to one of the participants, 

“Connectivity is a crucial factor since; you have the opportunity to interact with recruiters while 

still being able to apply for jobs. Get good references in terms of what the work entails, how 

you can improve - back on your resume cover letter, overall, Professional Profile, and other 

similar items”. 

We may deduce from this that the connectivity part not only assists in landing a job, but also 

in improving their profile, skillsets, and so on. As a result, the majority of the participants cited 

networking as the platform's greatest strength. Aside from that, members place a higher 

premium on the job-seeking platform, which offers excellent connectivity. Participants believe 

that having access to the internet helps them secure employment and that if they are rejected, 

they can have a conversation with the hiring managers, which can help them pitch them more 

effectively and professionally. Because, aside from LinkedIn, few job-search systems have a 

solid networking feature, this is a significant disadvantage for them. Since nearly 80% of 

respondents from the United States and Canada use LinkedIn as their go-to platform. The 

majority of respondents favor LinkedIn because it is a well-established job-search site that has 

a very good connectivity feature. The participants believe that this feature in LinkedIn is one 

of the main reasons for them to prefer that particular SNS platform.  

“For me, LinkedIn is best for making connections because they don't mind speaking to you on 

LinkedIn”. 



 

 

The primary distinction between LinkedIn and other job-hunting platforms is that LinkedIn is 

a social networking site that is used for professional reasons such as job searching and 

recruiting. The majority of people like to use this platform because it is simple to interact with 

experts and recruiters. So Networking is one of the features which is considered as the very 

potential feature which can help in attracting people to professional SNS.  

 

5.1.2 Organizational Diversity: 

During the interview, the second most frequently highlighted attribute was the variety of 

organizations. Having a big and diverse range of top-tier companies attracts a considerable 

number of customers. Because everyone has their job position and field in mind while looking 

for work in this large market, they will also have a specific place in mind where they wish to 

work for assorted reasons. Most people chose to apply for employment on platforms with a 

broad and established group of firms. Around 45 percent of participants value this feature when 

deciding which platform to use. When discussing the priorities, one of the participants stated,  

“The variety and a broad range of persons who are generally available appeals to me the most. 

So, you can check what job vacancies are available in the organization we want to work for 

and the domain we want to work in”. 

As a result, it is one of the qualities that individuals are drawn to and prioritize when choosing 

a platform. Indeed, LinkedIn is one of the most popular job search platforms among the 

participants. Around 53% of respondents selected it as their job search tool. One of the key 

reasons given by most of the participants who were chosen is because a wide range of top-tier 

firms advertises their job openings there. Because of the substantial number of job postings 

available on Indeed or LinkedIn, people may quickly apply for the job they want and with the 

business they want. One of the participants said, 

“The variety and a large range of organizations who are generally available appeals to me the 

most. So, you can check what job vacancies are available in the organization we want to work 

for and the domain we want to work in”. 

This will be covered in further depth later in the feature topic. People in the target market are 

encouraged to utilize Indeed because of these advantages and its stronghold in the United States 

and Canada. And only 30% of the participants preferred other platforms to LinkedIn and 

Indeed, such as university-provided platforms and others like Glassdoor. Because they are 

unaware of the employment market and job matching networks, international students 

primarily use the university-provided platform. Furthermore, because the institution has 

collaborations with the organization, many well-known and well-established organizations 

advertise their job openings on the university's offered job-seeking website. So, from this, we 

can understand that organizational diversity plays a major role in SNS preference by the 

participants. And this is one of the most potential features mentioned by the participants found 

during the empirical analysis.    

 

5.2 Features Needed: 
In this case, a feature is defined as a specific property or aspect seen in job matching platforms. 

From the interview, it is evident that there are certain elements that they consider are needed 



 

 

that are not proper or present in the present SNSs. Features needed are the features that are 

needed by the customers to have in the SNS they uses or the available feature which is not 

working properly in the SNS they use. There are also certain flaws in the platforms they use 

that they would like to address or improve. Aside from these two, any relevant issue takes 

precedence. When it comes to choosing their preferred job application platforms, each 

participant has their priorities. But there are a few common features that are discussed 

repeatedly in all the interviews. And based on the common grounds there are around 4 sub-

themes displayed under this subject. Another facet of this subject is that everyone's perspective 

is different; one quality that one participant sees as a plus for a platform is seen as a 

disadvantage by another. As a result, each subtheme will be addressed in depth, with emphasis 

on both strengths and weaknesses. The sub-theme is chosen based on the participant’s often 

mentioned characteristics. Let us look at the sub-themes that follow. 

 

5.2.1 User Interface: 

The point at which a human and a computer communicate is referred to as the user interface 

(UI). A strong user interface allows the user to effortlessly navigate the website and access 

everything quickly and efficiently. The user interface is determined by the appearance of the 

website or platform, the way options are shown and accessed, and a variety of other factors. 

Many users will return to a platform with a nice user interface since it is easy to access and 

work on. As a result, most firms devote a significant amount of time and resources to improving 

their user interface in order to provide a positive user experience. Some participants mentioned 

that a good UI is what makes them use the same platform more often since they can easily 

navigate around to improve and update their profile and also can easily search for the jobs they 

want to apply for and also from the organization they want in most of the cases. When talking 

about UI one of the participants mentioned that, 

“I would say the first would be like, how they look. So, the UI is probably what attracts me 

most”. 

When it comes to the features that they emphasize in a professional SNS, just a few participants 

mentioned the term user interface. When questioned about UI, though, most participants had 

their way of expressing it. One person described the UI as simple to access and utilize. When 

addressing it, the participant stated that most of the SNS he used were difficult to access, 

particularly when searching for jobs and updating resumes. As a result, he likes a platform with 

quick access and a resume updating option. He also stated that LinkedIn is one of the SNS 

platforms with a better user interface than the majority of the platforms he has used. Other 

participants stated quick job application, which may enable them to apply for jobs easily in just 

a few minutes, while others mentioned the appearance of the SNS, the more appealing the 

platform seems, the friendlier it is for them to use. Despite the fact that participants' 

perspectives varied, accessibility and ease of job application are presented as major criteria in 

UI features because many participants cited these factors while discussing UI. 

 When it comes to the user interface, one of the most crucial factors to consider is how easy it 

is to apply for jobs. The majority of the participants expressed dissatisfaction with the job 

application procedure, claiming that the CV and cover letter should be tailored to each job 

opening. The majority of candidates believe that an easier job application option is required. 

Even though LinkedIn has an easy apply option, it is only available for one out of every few 



 

 

job applications. So, these are people's ideas and attitudes around the User Interface choice. 

And UI is one of the most needed features in the professional SNS mentioned by the 

participants because according to some participants this feature should be improved.   

 

5.2.2 Job Filter: 

This is a tool that most job search platforms have, and it allows users to filter jobs by position, 

geography, and other factors. Even if most job search platforms have this feature, the important 

question is whether it is effective. Because the majority of those who highlighted this job filter 

listed it as a disadvantage, many participants believe that the job filters supplied by job search 

sites do not provide them with the results they require. When discussing the disadvantages of 

job search platforms, one of the participants stated,  

“When I look for jobs like sustainability engineer or process engineer, it does not filter well. 

Then there are a lot of glitches and at times when I searched for other roles, they would say 

zero results for this research.”. 

Aside from that participant, many others have stated that the filter options are ineffective. As a 

result of the good filter option, job seekers may quickly filter the available job postings on the 

platform depending on their educational backgrounds and skill sets. However, some users have 

complained that the filter options are ineffective. One of the participants when talking about 

the university platform said that, 

“One of the additional benefits of the university-provided platform is that it includes a 

customizable resume builder, allowing us to modify our resume as we see fit”. 

Because students may not be familiar with how to make a resume or how to pitch themselves 

to a company, this option allows them to quickly create a resume and present it to the company 

in a professional manner. One participant stated that they will receive ideas on work domains 

where their background does not match the job, while another stated that a job will be advised 

solely based on their one skill set, which will be completely irrelevant to their domain. And a 

job filter is another tool that many of the participants like highly. According to one of the 

participants, most graduates entering the job market are unaware of the various job roles 

available, making it extremely difficult for them to find work. As a result, it is an essential 

element that influences consumers' decision to use job-search services. 

 

5.2.3 Application Transparency: 

When applying for a job, the phrase application transparency means that the applicant should 

be informed as to where their application is in the process, whether they have been selected for 

interviews, or whether they have not satisfied the job requirements. This sub-theme was 

addressed by many participants when discussing the disadvantages of the platforms. One of the 

participants stated that not knowing if their application has been processed or not makes it 

difficult for them to decide whether they should apply for other employment or wait for the 

application result. This is one of the participants' key concerns. When it comes to job 

application transparency, they also want to know how many people have applied for the job, 

as this will assist them to determine whether or not to apply for a position based on the 

competition. One of them expressed his point of view by saying, 



 

 

“That the number of people that get selected as very few because, as, as employers, you only, 

you have so many people to pick from and you only have so much time to employ people. So, 

it is extremely easy to get lost in the sea of applications. So, if there is an applicant tracker, it 

will benefit with job applications”. 

Another major issue that participants face is that they are not alerted if their application for a 

job post is denied. It is one of the topics discussed by participants from the United States and 

Canada. Aside from that, job advertising updating is a problem, as two of the participants 

experienced a circumstance where they applied for a job opening and received notice that the 

position had already been offered to someone else. They felt as if they had just squandered 

their time on a job application that they would not acquire. Only one individual cited Glassdoor 

as a preferred job search platform. This is because this can give transparency about the 

company and its policies which can help them in understanding the organization. As a result, 

one of the primary requirements for the target market is an effective application tracking 

function. 

 

5.2.4 Data Privacy: 

Data security has been a major concern for people since technology improvements, and it was 

one of the topics covered by the participants throughout the interview. People in the United 

States and Canada are both concerned about sharing personal information such as their address, 

phone number, and other details on job search platforms. Misuse of personal data might also 

lead to very terrible outcomes. Even a few of the interview participants were contacted by a 

few persons who created fake profiles in the name of organizations and asked for money to do 

the interviews. It is a case that is brought up frequently by Canadian participants. One of the 

participants had this kind of event, and when he informed us about it, the participant mentioned 

that, 

“These platforms are frequently abused by people. We had both genuine and fraudulent job 

profiles on Indeed, which we would apply, but we would not be successful. So, the most 

important thing is to have more job positions, especially genuine ones”. 

As a result, maintaining data privacy and avoiding fraudulent job postings is a critical 

component of this sub-theme. Not only that, but one of the participants has received a great 

deal of spam on his employment profile on a platform. As a result, data privacy is a crucial 

factor to consider while using a job search platform. 

 

5.3 Bias Experienced: 
Bias is one of the unfortunate things that happens during job recruitment, which happens both 

consciously and unconsciously by the recruiter and even sometimes by the algorithm used in 

job-seeking and recruitment platforms because it uses previously used data to provide results 

for the user to get a more customized user experience, as we discussed in the methodology 

section. Unfortunately, nearly half of the participants experienced bias, and some heard about 

the bias that happened to their friends throughout the job application process due to factors 

such as gender, race, nepotism, and being international students. Even though there are many 

schemes in organizations that help in the recruitment of persons without prejudice and inclusion 

schemes for minorities and international people, bias occurs in both the USA and Canada, 



 

 

according to the participants, in various forms and for various causes. So, under this subject, 

we will go over in depth how these biases occur, how participants experienced them, and the 

rationale for the bias that they were informed of. 

 

5.3.1 Gender: 

According to the examination of the empirical findings, many female participants encounter 

gender-based discrimination. The discrimination based on gender happened both ways. 

According to them, the majority of the events described by the participants occur in male-

dominated fields. When the participants were asked about these occurrences, they stated that 

despite being qualified for the position, one of the participant's colleagues was not chosen 

because of their gender and that occasionally the recruiters explicitly stated that they were 

rejected only because of their gender. When recounting the event, the participants commented,  

“Because she was a woman, her employment application was turned down. And the team is, 

you know, more male-oriented, with a male dominant mentality. It was a sales team, and they 

did not believe women were not capable or supposed to work”. 

Participants from a variety of other domains likewise encountered this problem as a result of 

the recruiters' and team's mentality. While explaining a similar scenario that occurred to her, 

one of the participants stated,  

“There are a lot of biases that happen for specific jobs. Let us say being a woman working in a 

field like chemical engineering the male dominant field it will be really hard to get recruited, 

even though there are lots of schemes related to inclusions. This happens due to people, 

mindset”.  

When it comes to the opposite side of the coin, one of the male participants said that he was 

subjected to bias since the organization or recruiter prefers only women to work in front-end 

occupations that need consumer interaction, such as bill counters or serving. To eliminate such 

prejudices in the job recruitment process, it is necessary to acknowledge gender-based biases 

that occur and attempt to fix them, at least on a basic level. 

 

5.3.2 Ethnicity: 

The participants who participated in the study interview stated that their job applications are 

being denied just because they belong to a specific ethnic background, which is one of the 

major sub-themes within the bias topic. In the employment recruitment process, almost 25% 

of the candidates experienced ethnic discrimination. And all of the candidates who had suffered 

racial discrimination in Canada had done so. They also come from a certain ethnic background, 

that of African and Middle Eastern descent. Participants claimed that because of their racial 

identity, they are being rejected despite their educational background and experience in favor 

of a less experienced person. One of the disgruntled participants who has experienced racial 

discrimination in the labor market stated,  

“Just because I am an Arab it also makes it; you know makes people segregate you in a way or 

put you in a box”. 



 

 

Despite the fact that it is a harsh comment, the participant claims that it is the reality of the 

labor market.  Other participants who have faced it have stated that it is difficult for them to be 

recruited simply because of the prejudice and previous poor experiences of the team or 

recruitment manager. One of the participants also mentioned that discrimination in job 

recruitment occurs simply because of a person's ethnicity's name. The participant who talked 

about this said that, 

“People have had, bad encounters on these various job sites on the basis of different things 

from, maybe just way you speak, your name and your region”. 

Even the way you talk, such as your accent, can affect your job application and recruitment, 

according to the participant. Even if we cannot resolve the issue, it must be addressed at a 

fundamental level, making it easier for persons of many ethnic groups to be recruited, as is 

their right. 

 

5.3.3 Nepotism: 

When it comes to prejudice that occurs throughout the job recruitment process, one of the main 

factors addressed by the participants is nepotism. Participants claim that it occurs frequently, 

lowering their chances of being recruited. It is not limited to referral applications; even after 

posting a job on a job recruitment platform and having the application processed, it is rejected 

owing to a sudden reference to a specific person who works for that firm, or the firm's largest 

supplier or sponsor. While going through the recruitment procedure, one of the participants 

was turned down due to nepotism. According to the participant, 

“I have my experiences in my second year, I got rejected from some banking role for it they 

said like, hey like we have like our biggest sponsor's kid who we should prioritize. They prefer 

specifically to take family members or high-profile client’s kids”. 

So based on the data collected from the participants this is one of the biases which is faced by 

the few participants.  

 

5.4 Anonymous Feature: 
Anonymous job matching is a feature that, matches the job to the candidate only based on the 

educational qualification and skillsets and not any personal information like name, nationality, 

or any other details which can lead to biases. The part of this thesis is about understanding the 

user’s connection to the Anonymous job matching, this is selected as the main theme with two 

sub-themes that will discuss the user's thoughts and priorities about this particular feature.  

 

5.4.1 Thoughts: 

When asked about the participant's thoughts on the anonymous job matching feature, most of 

the participants had almost similar thoughts that they would like to try the SNS with this feature 

since most of them believed that this feature might help in reducing the biases which happen 

in the job recruitment process. Even though most of the participants didn’t know that this 

feature existed, after understanding the feature their thoughts about the feature were positive. 

While discussing this particular feature one of the participants said, 



 

 

“It would be a good idea, you know if we just apply anonymously. Just put your skills out there 

and education, look through the screens and say, okay this person's skills best fit the job.” 

That participant believes that just applying for a job with skillsets and educational 

qualifications will help them in getting a job without experiencing any biases due to factors 

such as age or gender or any other similar thing. And most of the other participants also 

believed the same thing. The participants also believe that by doing this everyone is eligible 

with merit.  Some participants also said that this might help the minorities in the target market 

to get the job without any bias and only based on their skillsets. So these are the thoughts of 

participants on the anonymous job matching feature.  

 

5.4.2 Priorities: 

On discussing the same topic and when asked whether they will give priority to this particular 

feature most of the participant's views differ from each other. Participants have different views 

regarding the prioritization of the anonymous feature.  When discussing the prioritization one 

of the participants said,  

“And as I said, the anonymity of it, I don't want people to see me directly. See, you know, what 

my gender is or what my ethnicity is. I just want you to see me as a number applicant number. 

That's it. Nothing more than that. I think that's very important and a priority”. 

The participant said that he wants people to see him as just an applicant with good skillset 

rather than a person with any background which may lead to any sort of bias. So just like him 

some of the participants said that they would prioritize the Anonymous feature when selecting 

the SNS platforms. But other participants differ in their perspective which is they think other 

features are a bit more important than the anonymity feature. When discussing this one of the 

participants mentioned that, 

“If I'm able to connect with people, but without connectivity just I think I'd prefer LinkedIn”. 

So, some participants think that other features are more important than the anonymous feature. 

For example, if we take this participant, he prioritizes connectivity over the anonymous feature 

because he believes it gives him an edge in getting a job. So just like that, some participants' 

view differs in terms of prioritization, for valid reasons. So, these are the discussions that 

happened when it comes to the prioritization of the Anonymous feature.  

 

 

 

 

 

 



 

 

6 Discussion 
In this topic, I am going to discuss the topics which are found from the empirical and thematic 

analysis and how it answers the research question with the help of the ASCM theoretical 

framework discussed above.  

 

6.1 Perceived Quality: 
Competitors like LinkedIn and Indeed stay at the top in preference since they are well 

established within the target market. As we discussed in the literature review part, since post 

pandemic there has been increase in the job opportunities in both the USA and Canada markets 

(Campbell, 2019), with an already well-established positions both the LinkedIn and Indeed 

might attract even more customers. This can be related to the empirical analysis, as we 

discussed in chapter 5.1.1, it is found that almost 80% of the participants are using either 

LinkedIn or Indeed and sometimes both. With customer trust, many established organizations 

make them successful organizations in the target market. When doing the empirical analysis 

few of the participants said that even though new job-seeking platforms come into the market, 

they will still give preference to the already available platforms since it has been very strongly 

established all over the country or world and with features like networking etc. And at the same 

time these organizations have a huge set of organizations in all tier levels and various domains 

so getting a job is easier. So, with the already established setup, the customers are greatly 

attracted to it and ready to pay for the premium account. As LinkedIn is kind of a professional 

social media the connectivity features are so good. And just for this sole reason of good 

connectivity most of the participants are paying for the premium account on LinkedIn. Because 

the people believe that by creating connectivity, they will get jobs easily.  

These certain Platforms are preferred by the participants, because they have some features 

desired by the participants which adds more value to that particular platform. When discussing 

the features desired by the participants, from the results topic you can see that networking plays 

a significant role in the SNSs since it helps them to communicate with the people from the 

organization and at the same time with recruiters. And based on the participant's view this 

networking feature will help them to contact people from the organization and help them in 

securing a job and at the same time will help them to contact professionals and have a 

conversation regarding their feed and requirements for the job positions. And one participant 

even said that it helps them in getting feedback on their resumes from the job positions they 

have been rejected. The participants are ready to pay to have good connectivity since they 

believe it is one of the notable features of professional SNSs. And in Indeed with a wide range 

of organizations and good filter options for the customers are pulled towards them. From the 

literature part we can understand that LinkedIn and Indeed are the top SNS in both the USA 

and Canada.  

To provide a better example, as already mentioned in the literature part LinkedIn is used by 

almost 180 million people in the USA and by 19 million people in Canada according to the 

Statista report on 2021 (Statista Research Department, 2021). This shows how well both of 

these SNS platforms have established in the target market. And from the empirical analysis, it 

can be understood that another crucial factor which makes the participants go for the already 

established SNS is the wide range of organizations they have with the job opportunities. With 

the big organizational diversity, participants believe that there will be a large number of job 



 

 

openings, which can help them in finding a job with ease. Some participants say that with a big 

pool of organizations, they can apply for the job positions they want in the organization they 

are looking forward to working with. With top-tier organizations in the SNSs, it will add a huge 

bonus to that platform by attracting more job seekers to be a part of that platform. According 

to participants, even though there are some drawbacks observed in these platforms since there 

are no decent job-seeking platforms that are user-friendly everyone is mainly using these two 

platforms. 

And one of the most important aspects is the bias that occurs during job interviews. 

Unfortunately, biases continue to exist in the job recruitment process due to a variety of 

circumstances. Gender, ethnic origin, and nepotism are the primary elements that we 

discovered in the empirical data. Bias against people occurs in the Gender category, regardless 

of the job position or field of work. Participants were upset and frustrated because they could 

not get work just because of their gender identity. And according to the participants, gender-

based biases happen to people of any gender considering the team’s or recruiters' attitude and 

the field of jobs they are applying for, and other factors. This claim by the participants is also 

supported by the literature part, where a survey was mentioned which explains how women are 

facing discrimination more than man and how people consider women are incompetent. And 

another survey which is done by the Northwestern University shows how the non-white people 

are getting discriminated in the target market. Since we give our details while applying for a 

job, makes us more susceptible to these biases as the recruiters or the team know about the 

gender or ethnicity of the person applying for the job. And there is a chance of getting rejected 

for the job without even seeing the qualifications and whether the candidate is suitable for the 

job or not. Similarly, due to the prejudice of the interviewer, people of the same ethnic origin 

have been denied job prospects just because they belong to a particular ethnic background.  

According to participants there have been few where they experienced bias in the job 

recruitment process. Just because of their stereotypical mentality, the recruiters have rejected 

the job position, according to them. Even though only a few participants have experienced it 

there may be a chance more people are facing the same situation. Or maybe it's one of the rare 

instances it happened. Whatever the case this issue has to be addressed and find a way to at 

least control it in the beginning stages of the interview. Another important aspect that is distinct 

from the other two is nepotism. Where the job is provided to the particular applicant since he 

has some connections with the people who belong to that organization. This creates trouble for 

the other applicants. As they don’t know that the job is provided to someone, they will be 

waiting for the recruiter to contact them. So, these are the few instances where bias happens in 

the recruitment process. So based on these experiences of the participants it can be understood 

that even though people have good experiences with the SNS with good features like 

networking and organizational diversity, they also experienced biases in the current SNS as 

they provided their personal information.  

 

6.2 Perceived Expectations: 
According to Jennings, even though there is a lot of job matching platforms in the current target 

market most of them are said to be inefficient (Jennings, 2021). To understand the needs of the 

customers, when asking about their needs in features participants said that due to poor filter 

options the chance to find a job that suits their educational background is hard to get. And when 



 

 

a beginner does not know what the roles are available in the market concerned with their 

domain, it is hard for them to search for the role they want to apply for, according to one of the 

participants. One of the drawbacks and a needed feature which almost 45% of the participant 

said is the application transparency when it comes to their preferred platform. Another aspect 

to be considered is that even though people used different job-seeking platforms other than 

LinkedIn and indeed, it is significant at a very minimal level. And some universities provide 

their students with job-seeking platforms for both part-time jobs and full-time jobs in 

collaboration with big organizations which makes the platform attractive according to the 

participants. The main concern which should be considered regarding this anonymous job 

matching feature is how the rapid growth in this field can cancel the competitive advantage of 

the organization. In case, if the anonymous job-seeking platform enters the market with the 

main feature of anonymizing the job seekers before getting selected, With the technology a 

well-established organization can add this same feature to their platform. 

UI is also considered one of the deciding factors and needed features when it comes to 

prioritizing the platform. As we discussed in the chapter 5.2.1, some participants believe that 

the UI makes the people come back and use the same platform since the user experiences the 

platform to be easily operated and performs tasks with ease. With that, we can easily understand 

that UI is treated as the primary factor which makes things easier for people. These are the 

primary features told by the participants, which make them attract more towards SNSs. 

Although people enjoy these two platforms, they see several flaws in them that they want to 

remedy. And when discussing the drawbacks there have been a few features that have been 

repeated by the participants. Application transparency is one of the most prevalent flaws that 

consumers have seen and want to fix in all job search platforms. It can be described as the 

ability to follow their job application to see where it is in the process, whether they are selected 

or not, and other essential information. Participants said that most organizations in both nations 

do not send rejection letters to job applicants, most do not send them. According to the 

participants, they do not know which stage their job application is in or at least whether their 

application is considered for the position or not. This makes the applicants' situation a bit hard 

for them since if they have applied for the job they are hoping to work with, they are confused 

that whether they have to wait for this job recruiter to contact them or whether they have to 

apply for other jobs. So, it can be understood from the participant's point of view that it is a 

tough situation to decide what to do.  

When discussing the people’s needs for proper job matching system or UI, from the literature 

review we can understand that there has always been some sort of problems detected in the 

algorithms which are used in the professional SNS. Some job matching platforms are detected 

with a poor job matching algorithm where the job matching happens based on some key words 

(PandoLogic, 2014). And this defect was identified in the LinkedIn in 2014. And other than 

this due to previous data base the algorithm also tends to do the unintentional discrimination 

based on ethnicity and gender (Imana, et al., 2021). So based on these observations from the 

literature review we can relate to the answers we got in the empirical study and helps in 

understanding why there is need for the features which people thing its important.   

The people also want to know the number of applicants who applied for the jobs since the 

number of applications will give them an idea of the competition, which will aid them in 

deciding whether or not to apply for the job. Data privacy is also one of the main concerns 

towards the job-seeking platforms, as to enter a job platform we are providing a lot of personal 



 

 

information from a telephone number to a home address. If the data gathered from the people 

are misused, it can pose a great threat to the individuals. So, data privacy is considered the 

crucial factor which has to be included in these platforms according to the participants. And 

they also have experience with fake job applications and organizations that are a threat to the 

platform users. So, data privacy and verification of the organizations also play the key features 

which have to be included in the platform. Even though we know from the literature that there 

is a need for a new professional SNS, this study helps in identifying the exact needs of that 

customers which may contribute during the new SNS development. So based on the perceived 

expectations these features are needed and expected by the participants in the SNS platforms.  

 

6.3 Perceived Value: 
When discussing the participant's views on the anonymous job matching platform most of the 

participants had different views when it comes to the value of this feature. More than half of 

the participants understood this anonymous feature they said that they will give priority to this 

feature since they believed that it may help in getting the job without any bias. They also 

believed that everyone would get a job based on only their skillsets and educational 

qualifications, and also believes that the minorities in the market will get equal chances. This 

point is considered important because in the literature review part we discussed about how the 

discrimination happens against particular group of people due to the racial and ethnic prejudice 

(Bureau of Statistics, 2018). And it is even supported by a survey which was conducted in 

2017, which is mentioned in the literature review part, which shows the percentage of people 

who are unemployed in the USA and most of them belong to particular ethnic background 

(Wanberg, et al., 2020), and another study was discussed about how much this ethnic based 

discrimination happens in both the USA and Canada (Somani, 2019). This clearly supports and 

also helps us to understand why most of the people consider the anonymous feature is more 

important. Even though they think the other features like data privacy or networking are 

important, they want to prioritize the anonymous features as they believe that other than any 

other feature this anonymous feature has the power to get them selected for the first stage of an 

interview for a job position without any discrimination and only based on their educational 

qualification. But at the same time, it is also found that other participants believe that they will 

prioritize the other features like Networking and Organizational diversity.  

When it comes to other features the customers value Networking and Organizational diversity. 

Most of the participants believe that networking helps them in getting connectivity to the 

recruiters, which may help in getting selected for the job position or at least the interview 

process, and when it comes to organizational diversity, they believe that it will give them the 

wide options for them in selecting the field, organization, and the geography. And the other 

feature which is discussed were preferred by the participants less than these two features. But 

on those, the most important feature among the participants was the application transparency. 

And participants also mentioned how user interface is an important feature which they think as 

important because most of the SNS are not really user friendly. And this can be proved by the 

literature review part where I discussed about how the algorithms used in the SNS are not user 

friendly and are showing unintentional biases. I discussed a lot of studies related to this issue 

in the literature study. For example, a study which is mentioned in literature part shows how 

the name based ethnic discrimination occurs due to the user’s data from past. And importantly 

some study shows how even a well-established SNS such as LinkedIn had few defects in its 



 

 

algorithm such as unintentional discrimination against women and flaw in job matching 

algorithm. This helps in understanding the people concern towards having a good job matching 

platform with good features and anonymous feature.     

So, with all this, it can be understood that more than half of the participants believe that the 

value of the anonymous feature is higher than any other feature and only a few other 

participants have a different opinion on the value of features. And based on the empirical data 

it can be understood that the thoughts of prioritizing and emotional connectivity with the 

anonymous feature are due to their previous experiences and their beliefs. So based on the 

empirical analysis it is found that the perceived values of the Anonymous feature are higher 

than any other features discussed in this research. As we already know that there is 

discrimination which happens in the job recruitments, and in the literature review we discussed 

about the common form of discrimination based on ethnicity and gender. In this study we 

discussed about these discriminations, but also, we found discrimination based on the nepotism. 

It’s one of the major findings in this study which contributes for the future and will be taken 

into consideration when trying to eliminate discrimination.  

Other than these another important aspect to discuss is the theoretical and practical implication 

of this anonymous SNS. When it comes to implications of this study, from literature review 

and the empirical analysis, it can be understood that there is a need for the proper SNS with 

good features, user friendly and with anti-discrimination practices. So, there is a huge chance 

for the Anonymous SNS, to enter both the USA and Canada and becomes a successful SNS. 

But when it comes to practicalities, it is impossible to say whether it will be successful in its 

anonymous feature or securing a high position among the top SNS. First thing to consider is 

how effective the anonymous feature is and how successful it will be. With the basic data we 

have this anonymous feature might help in reducing the discriminations, but we don’t exactly 

know whether it might really provide a huge difference in recruiting process. And we don’t 

know how the recruiters will reacts to this SNS, since we don’t have any data related to the 

recruiter’s thoughts or opinions. And another aspect is how well the job seekers will receive a 

new SNS platform since they are already got used and familiar with some well-established 

SNS’s. So first we need to see how well the anonymous feature is successful, since it’s the key 

feature. And there is lot more to this SNS which should be proved, for people to trust this SNS 

to try. And also, ethical consideration is an important part to be taken into consideration. When 

it comes to ethical part the anonymous SNS is said to have a full data protection and 

Anonymous feature as the base of this platform, this SNS focuses mainly on ethical part. And 

another important societal aspect they have considered student’s situation, and this platform is 

free for the job seekers and the recruiters are the ones to pay for the services which helps a lot 

of job seekers who don’t have money to get premium account in other SNS. So, these are the 

major aspects which needs to be taken into consideration when it comes to Anonymous SNS.  

Theoretical framework also played a major role in this study. The ACSM framework which is 

used in this study is a very uncommon framework which is used to understand what can give 

customer satisfaction by understanding the Customer’s mentality on the products quality, their 

expectations and the particular things which they consider to be more valuable. Even though 

it’s not widely used in this study it helped un in understanding the customers and their needs 

which can guide us towards a better product. So, this theoretical framework in research related 

to customer’s satisfaction will be more effective, when trying to develop a new product.  



 

 

7 Conclusion:  
In this topic, the analysis of the result and discussion part is briefed under the respective 

research questions.  

RQ 1: 

“What factors are important to users in choosing a professional networking site?” 

To answer this research question from the result and discussion part it can be clearly understood 

that when it comes to professional SNSs the features discussed have significant importance on 

their own and give the customers a good user experience and trust in the particular SNSs which 

makes them use it frequently even if they have to pay for is as they need a proper SNS with all 

the features. Even though all the features discussed in the discussion part are told by the 

participants few features are repeated. And when considering the perceived quality networking 

and Organizational diversity are the most important features since it is repeated by most of the 

participants. The majority of participants believe that this feature is the deciding factor in their 

decision to use the SNS. The participants believe that the networking feature will assist them 

in connecting with people in organizations, which will aid them in obtaining employment. 

Following that, organizational diversity is the second most frequently mentioned feature by 

participants, as more organizations from various fields will provide more job opportunities 

based on their preferences. And some of the participants even stated that they have a specific 

organization in mind to work for, indicating that organizational diversity is an important factor 

for people when choosing an SNS. And when taking the perceived expectations, the 

participants mentioned a few features that they considered important and needed in the SNSs. 

One of those features is Application transparency. Most of the participants mentioned this 

feature because they believe that there is no good application transparency in the current SNSs 

and they believe that this might help them in understanding the organization, the role they are 

applying for, and the competition of the role better which can make job selection easy for them.  

And when they were asked about their thoughts and preference on the anonymization feature, 

as already discussed in the perceived value, most of the participants said that they are ready to 

give it a try a preference since they believe that this feature might help in reducing the bias 

which happens in the job recruitment process and will give equal opportunity for everyone, 

especially for the minorities.  

RQ 2: 

 “To what extent do users experience bias in seeking employment?” 

For this research question to some extent, some of the participants or their friends have faced 

bias during the job recruitment processes which was discussed under perceived quality. And it 

happens as conscious ones based on the empirical data. And based on the empirical data the 

most biases happen on the ground of either gender or ethnicity. When it comes to gender bias 

based on the job position, team, and mindset of the recruiter the bias happens both ways, and 

when it comes to ethnicity-based bias according to the participants this happens to the people 

with a particular set of ethnicities. So, this might be stopped with the help of an anonymous 

feature at least to an extent. With the anonymous SNS, which has a good deal on Data privacy, 

good job matching algorithm, and networking, there is a chance of people getting more 

attracted to this platform. And even based on the people's perspective after understanding this 



 

 

platform most of the participants said that they will give preference to the SNSs with this 

feature. And they believe that this feature might help people from all types of backgrounds to 

get a job based on merit rather than their background affecting it.  

And with the anonymous feature as their main focus which will help in avoiding bias, the job 

seekers will give it a try since most of the participants want everyone to get equal chances at 

least to an extent. And if an SNS with this anonymous job matching feature and other needed 

features that address the problems discussed by the participants it will attract a large number 

of consumers in the target market. So based on the discussion it can be understood that with 

the previous experiences of the participants on the features and bias that happens in the job 

market in the target market, and their expected features, the anonymous feature is preferred by 

almost more than half of the participants participated in the empirical research. If a new 

platform with SNS enters the target market with an anonymous feature that might get noticed 

and few customers, but by addressing all the features discussed above people's preferences will 

grow more towards this anonymous job matching platform.  

As discussed in the literature review that many people are using particular SNS platforms like 

LinkedIn and Indeed due to the features it has such as the networking and anonymous feature 

which is found in the empirical analysis. And also from the empirical analysis, it can be found 

that discrimination happens in the North American job market mostly based on gender and 

ethnicity just like what I mentioned in the topic of imperfections and bias in job matching. But 

nepotism is a factor for discrimination that is found in the empirical analysis and not much 

literature which discusses discrimination discusses this topic. And just like I mentioned in the 

background the drivers of satisfaction such as perceived quality, perceived expectations, and 

perceived values are taken from the ACMS to understand the participants and the features they 

like, the features they need, and the value given to the features by the participants. By using 

the ACSM it helps the academicians on how this framework can be used as a tool for market 

research especially in understanding the customer's thoughts, their needs, and the value of the 

product.  

Further research on this topic can be focused on as external research where all the aspects such 

as political, legal, socio-cultural, and economic situations can be assessed and create a market 

entry for these Anonymous SNSs. And also, another important direction that can be further 

developed is the aspect of the job recruiters, since their point of view is also important to have 

the complete view of the users of the anonymous SNSs platform.  

 

 

 

 

 

 

 



 

 

8 Limitations 
One of the primary limitations experienced during this research is that there were only a few 

works of literature available. And also, since most of the people were unaware of the 

Anonymous SNS, it was hard to convince the people to participate in the interviews. And 

another major concern regarding the participants in this study. Due to coincidence most of the 

participants are immigrants so due to this there might be a bias in this study, since the result of 

the study is mainly influenced by the participants who belong to the immigrant category. And 

there is a big chance for bias in the result of this study because as there is very less participation 

of the native people their thoughts and emotions on the anonymous features cannot be found, 

even though very fewer native people participated in the interview just with their perspective 

the answer cannot be concluded. That was the major limitation concerning the participants. 

And another limitation that significantly impacts this research is that I could not get an 

interview from any recruiting managers as they have a contract with the organization, they 

work for that they should not participate in any third-party interview. So, this results in only 

understanding the job seekers and not the recruiters who are also one of the large users of these 

SNS. Because of this, only the job seeker's side of the customers of SNS were studied and not 

the job recruiters. And as this study research is carried out by just a single researcher the internal 

reliability of the study cannot be achieved. As every participant has a different experience and 

since the second RQ deals with a controversial topic it was hard to frame an interview guide. 

As the target market is the USA and Canada the researcher was in Sweden the time difference 

made it difficult to coordinate with participants and schedule the interview. As the Snowball 

sampling was followed for the sampling method another limitation faced was the demographic 

diversity within the target market. And as every individual has different priorities and 

experiences it will be hard to replicate data in a large percentage. Because of several 

circumstances, such as socio-cultural context, and because the research sample is limited, the 

findings of this study cannot be applied outside of this geographical location (Bell, et al., 2018).  
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Participant Geography Ethnic Background 

Participant 1 USA India 

Participant 2 Canada India 

Participant 3 USA India 

Participant 4 Canada USA 

Participant 5 Canada Canada 

Participant 6 USA USA 



 

 

Participant 7 Canada Africa 

Participant 8 Canada India 

Participant 9 USA India 

Participant 10 Canada India 

Participant 11 USA Africa 

Participant 12 USA India 

Participant 13 Canada Canada 

Participant 14 Canada Africa 

Participant 15 USA India 

Participant 16 Canada Arabic 

Figure 4 List of Participants  

 

Interview Guide: 

• About yourself (Nationality, Educational background, career, Demography) 

• Have you used any job searching platform? please share your experience in using these 

platforms 

• What are the positives and negatives of the platform you used or using? 

• Is there any feature you would like to add to this platform? 

• Have you ever thought about or experienced bias happening in job recruitment? Can 

you give an example? 

• Based on what basis do you think this sort of bias is happening? 

• Have you ever heard of or come across any Anonymous job application platform? 

• What is your idea or thought about this Anonymous job application platform and What 

would make it attractive/easy to use? 

• How much priority will you give to the Anonymous feature? 

 

 

 

 

 

Transcript Participant – 1 

Tell me about yourself. So just yeah. I currently am working in the US as a hardware engineer 

for huge Network sisters. I've been in the job for about eight months. I'm 23 and So, can you 

just elaborate a bit about your educational background?  

 

I'm an electrical engineer and my job basically focused on me, obviously, design PCB. Circuit 

for satellite-based, telecommunication. So, have you ever used any sort of job searching 

platforms? I'm busy. Have. Can you please share your experience? Yes, I used LinkedIn. I used 

to work at a music store. Indeed. I have used probably is more one or two more but profit over 

my like everything from these three things. Yeah, and I've also used my university is own 



 

 

career site. Cool. So as you have a lot of experience with these kinds of platforms, so what are 

the biggest thing? You can say from these platforms. Like this is the strength. That's why I'm 

using it. And what are the limitations which you see that they can be moved at all. So I would 

say one of the big advantages of being in platforms like indeed or even LinkedIn would be that 

more than Lincoln indeed. Is that once you have your information updated, we are able to agree 

thought of multiple employer with the same format. So it makes  

 

Like what LinkedIn? I would say the difference being is a social media platform. So it's a 

professional social media platform. So you get to interact with recruiters while still able while 

still being able to apply for job. Get good references in terms of what the job entails, how you 

can how you can better improve - back on your like resume cover letter your overall, 

Professional Profile, things like that. So So, I would say those these two black ones that don't 

different. They help in these things. Although I would say, indeed techniques. And if the issue 

with large hiring platforms is no population is so big. That the amount of people that get 

selected as very few because, as, as employers, you only, you only have so much people to 

pick from and you only have so much time to employ people. So it's very easy to get lost in the 

sea of application. So, if there is an applicant tracker, it will benefit with job applications. So I 

think LinkedIn and that says is better because you can go on to like have a very one-on-one 

discussion with your employer or vehicle with somebody who's in that company, but I would 

say in both of these platforms is very easy to like apply and never heard back from any of them 

ever again and committed to various things. It's not just Bias, but rather it is Just because the 

sheer number of volume of people of life. Freeze, so, when it comes to prioritize,  

 

Prioritization on these platforms. So what are the fees should be? Futures. You generally give 

you a priority form. One thing that I really prioritize, how apply for jobs since reality my 

technical skills, please just as an engineer that put a company wants from me. And that's kind 

of roles that I like to do. So, that'll one thing. I like to go into as much as detailed as possible 

on my resume about my work. Of course, it cannot be like a book. I have to fit it in your fridge, 

but at the same time, try and give Adjust of everything that I have done and just of what I've 

accomplished in my beer is true. So that companies have a very good idea of what kind of goals 

and act achieve how I like to achieve them. And what kind of contributions that I have eaten 

organizations that I have been. So, so, yeah. As you have been using this platform for quite 

some time, I assume  

 

Have you ever come across or thought about leak? By a switch happens. This job, recruitments. 

And if you had any experiences, can you allow what I did? I have not had any particular bias 

bias in terms of my race, gender or color. But I would say as International students in America, 

which locked offer to get a job just because you are going to be the last pick any position. Just 

because  

 

One North your stay here is temporary until you're like work is about when I said green card is 

processed and that process itself is a lottery system. So many companies do not want to hire 

you even though you are qualified. And so you do receive like I have received rejections by 

Gooden 36. Things like that, but fortunately for me, I have not. I have not seen any particular 



 

 

gender stereotype, for gender bias on a personal level. Or most people who have spoken with 

have been like, super accommodating. And what I would say that it is more, it is more that  

 

You really need to like no rather have no people in order to like color better job prospects. 

Okay, so Have you ever come across or heard about any Anonymous job application platforms? 

And what is your thought about it? I haven't actually, I haven't really used an enormous 

enormous job platform or have. I  

 

I'm not used one. I don't think it's a good idea. It does. It does make of person, unless it makes 

a person very performance and numbers, which in the market can be good. Because, yes, all of 

us do have a certain kind of internal bias, whether we like it or not. And yet we do strive every 

day to improve but this kind of avoid that and you will really be Looking at a candidate for 

Pure Performance and pure what does this person bring to the table? And sometimes it might 

surprise you. Like sometimes I am, assuming it might surprise us all to see the kind of candidate 

that has come because with every job roles and certain expectation or the sultan.  

 

Gender expectation. I would say like like I would say like many people assume Engineers are 

meant for her. No certain certain roles or of certain gender, which is not go back on. But this 

this kind of opportunity will definitely help minorities and help. People were stereotyped alone 

to get opportunity that they want.  

 

So so in general, of course, as you told me you haven't experienced any bias, but have you 

observed any order? Have you heard about any of the bias that happening and based on which 

grounds it is happening? Yeah. I mean, I faced by it and University, not on recruited but like 

on things in once or twice, but it is more in across that.  

 

I don't know. Look like I would say, less informed people. But yeah, that's the only place in a 

professional setting with my friend, like work or in in, like, interviews. I have not noticed. 

Fortunately, and yeah, let's go. So  

 

As you have a basic idea about what Anonymous job, application, backpack, forms. What do 

you think? It would make more easier and more attractive for the people to use it. They have a 

variety of like a biggest problem with platforms, like ending in or LinkedIn. Is that your profile? 

Even though fixed like a big issue with platform is you have to enter in  

 

Mission again and again, rather them update your information. So in in platforms like LinkedIn, 

like you all even though I you update your information a jock, like redo it again and again, but 

I've I feel is a massive not just a waste of time but actually exists the waste of time for 

candidates who should be able to with my set portfolio or a set. Set profile be able to apply for 

multiple jobs and vice versa where recruiters can reach out to People based on profile 

information and particular skills. And so, I think of a platform where the candidates and 



 

 

recruiters are allowed to apply for any number of gods, cassette profile with something that is 

extremely useful and will make everybody's life lost much easier and a lot less frustrating. 

 

 

Transcript Participant – 2 

I'm from a small town. Like it's near velore, bro. I did my like education. All my high school 

stuff, envelopes 09 to do.  

 

Put the I did. My bachelor's degree in information technology from like from an intensity. So 

after that, I got the opportunity to work at Cognizant Technology Solutions for like three years. 

So I worked there for three years as an automation engineer. Then after like I feel like I needed 

a change or some break. So I felt like saturated my work. So then I applied to masters Canada.  

 

6:50 pm 

I was fortunate enough to get an admission here. Yeah, that's great. So with your three years 

experience, I think you must have used some sort of job application platforms. Yeah, so 

initially. So  

 

I did not. I did. I was not I did not use any application that comes inside. Directly workplace 

for your campus placements. So then I actually in the middle like before like I had a thought 

of either switching jobs or applying for education. So during that time, I actually was using 

some job portal. So let's take India. So primarily I was using LinkedIn, but in India. Not that 

much. It was more of nakri that has been like motion. It's some sort of more than linkdin back 

home. But when you come here in Canada or any other Western countries, here, I would say 

like LinkedIn Place, much fat, like huge role, LinkedIn and I will probably say indeed here. So 

I would say like indeed is probably the nakri of Canada, use it. Yeah. That's cool. So what do 

you think? I mean, like, ask you have used a few platforms? What do you think the biggest 

positive of those platforms which made you use that? I would say, like the transparency. Like, 

when you say like, there are few platforms that are not user friendly as well. So I would say 

the first would be like, how they look. So the probably the UI is probably what attracts me 

most. 

 

Number two, the number of genuine recruiters at are in that particular platform compared to 

like scammer. Something like that. The three would be my PS probably. So what they suggest 

because like everyone is new so they get suggestion from the PS and seniors as well. So 

probably these are the three factors I would say and I would say that probably the UI is 

something like the biggest factor. I found to be like pretty good. So Have you did you thought 

like any of the negative points? Which come across your mind? These are all switch. You want 

to change?  

 

Sometimes I would like I think they might be a better follow-up or a better way of like cracking 

your applications. What are your applied? And maybe like people usually use some sort of 

thing like notion or something. To track what are the applications they have like applied to and 

what is the status of those? Right? Probably that can be built in any one of the like job portal 

as well. Right? Maybe that could have been an idea for you. You the one you're looking for a 

swap better follow up on the better tracking device on the same platform would give you more 

options. The second would be more of a transparency would say, will comes to like, what they 



 

 

actually require what the recruiter at really requires and what is their expectation and what are 

they willing to give? Like some some might have put in like a different fee, slap their and  

 

It might be willing to give something less than what they put on there. So I think in that case, 

there should be some sort of way that we can raise a issue in a profit from that. This is not a 

genuine one. So probably this piece or something that comes to my mind immediately. Yeah, 

that's great. And then like So have you ever experienced or come across? Like, well, as your 

friends is, that is bias, which happens in job recruitment?  

 

It's something like that. Because when even when I come here, what they require as being like, 

mentioned tea daily, even when you say like it's especially back in Canada. So if you are 

looking at some of the jobs, they might even put like we are looking only for the indigenous 

people as well. So on they might say, like we are not, we are looking only for people who are 

indegenious already already have PR sequence successful. So maybe I haven't Explode that 

much. But so far. I have not faced that something relates to like diversity or something like 

that. So have you ever come authorized or hear the word? Anonymous job applications? Yeah. 

Also that is actually something pretty new to me. So I don't like, I have no clue or not. That is 

but, okay, based on the, the small explanation, which I give to you on these.  

 

Anonymous job applications. Do you think it will work good? We think it will attract people. 

Probably think so it would help like there might be few recruiters who are like biased as you 

say as well. It might not be only the race. It might be the age. It might be the kind of skill set, 

or it might be like, it might be various reasons. So I probably would be good. Say, like taking 

the bath that kind of barrier is like, Good option, but I actually see some sort of these things or, 

like, not if implemented explicitly. But we don't have to give a genders nowadays right, on any 

recruit, but it's an optional one. So that's kind of happening but not in a full-fledged way 

probably. So if you are going for it's us you have already used to platforms. And if there is a 

new platform with this. Iran was job application. Will you give priority to that or your previous 

platforms? It did. I would say, like, it doesn't just depend on that one, particular Factor. So it 

actually gets some Edge, but as I said, my primary thing would be like the UI so because like, 

when it's easy to navigate, so very easy to use, people are going to use it. So that is what I think 

as a developer to. So I would say like here this gives an options.  

 

It might maybe like see if the u.s. Bad. And this feature is implemented. I might use it, but IMA 

just apply for couple of shops, right? If the us could and probably is this feature is implemented. 

I would use this as my primary moment. So yeah. Sure, cool. I think that's it, man. You so 

much guys. Sure. No problem. Okay.  

 

 

Transcript participant – 7 

I'm African. I'm from Nigeria. I have have a chemical engineering background. I have a, my 

BSC from Nigeria, my being from Nigeria. And, and also my first master. I also said, go to 

school and try to Advice or get myself back up to speed with what's going on in the classroom 

and then before, moving back out into the industry. So this month has basically to help me 

make that transition. That's where I am right now. That's cool. So, have you ever used any kind 

of job searching platforms? Yeah. I have different ones like because of the regions in 

welcoming and you have different job sites. LinkedIn and the more popular or not. So popular 

back home. Then you are also the same thing. When I was in Dubai. I found out like LinkedIn 



 

 

and it was not popular to use the lookout job sites that use size complexity. But here in Canada. 

I found a LinkedIn is very big. It's a big recruiting platform. Lot of people do reach out to you 

guys able to reach out to Recruiters on. There's almost sometimes of sort of reach out to. You 

also have used the indeed since I go to Canada. I think my one of the jobs like what?  

 

Because I go to India, so I've used a few but I found that the more bigger ones are more 

favorable in societies like this. But outside this societies, you find that other ones, work better 

for the job market. That's cool. So,  

 

Can you specifically say some of the positive things like some future, which is which attracts 

you more through the platform, like for killing thing, The variety and large range of persons 

who are generally available appeals to me the most. So you can check what job vacancies are 

available in the organization we want to work for and the domain we want to work in. That's 

one of the reasons, why likely things, when you go into LinkedIn, you can you able to  

 

Look at these people's profiles on your able to see what they don't see what they are doing. See 

what they are into. Sometimes. They also make posts, which know, LinkedIn is more 

interactive. So that gives you an idea of maybe this is where you think you can improve and 

places where you think you have more porch.  

 

I mean just look at it for something, you want to do that position and then you see if you can 

apply. So with most of the job sites have been on, I just missed a straight-up. Just trying to get 

information about the job and secret feet. Then we LinkedIn and I find out. It's have a different 

approach when I come to that one because I'm looking to learn in to pick up. See what others 

have done. And see how I can't lie to myself or look for things that will be valuable to me on 

the so those are like positive experiences. I have many of them. So when I'm looking for 

something direct and know what kind of steps to go to and I'm looking for a site where I need 

more information or to make further plans. I usually try to for LinkedIn and any other reference. 

You're a size that can help me with that. Kind of information is what I use. That's cool. So  

 

She told about the positive side, there will always be a bad set backs for all these platforms. 

Have you come across any and then you mentioned know like one of the things I would say, I 

don't I can't you sleep is - but it's just because a lot of the time being for the ones you apply for 

a lot of jobs that you don't get any feedback. So you don't even know what I was after. You 

don't get to know why you weren't accepted. You don't even know because you look at a profile 

feel like it's a good fit for you. You applying Sending your resume. You try to follow the 

instructions as much as possible. And then no feedback. Really puts you in a limbo. A are not 

sure if it was something on your application, something about your qualifications or something. 

You could have easily made corrections to. So that not able to get that feedback. Most times is 

usually an is one of the major problems I have with this, with this platform use, especially with 

LinkedIn. I don't know. I really never had  

 

I don't have so much, so many things, I can point out some things out. A lot of negative things 

that face. I think most of - the inconvenience I face most times we do this platforms is just that 

the new feedback. When you do something and can't get, don't know whether what you did 

was correct is probably no feedback from them. So this happens, like maybe 80% of the time 

training. Sometimes you do get feedback, you know, some people reach out to you and tell you 



 

 

why they couldn't move for. A job application that a lot of the times I'll put the about this rough 

is just of my head estimate outing output about 80% of the time you don't get the kind of 

feedback you want so we are not even sure why you weren't picked or why you didn't get the 

position on why you're interviewing for. So that's that's what I think is the most  

 

- bottle before me. Yeah, I totally get it. Yeah, so that's it. Huh? We have, you have been using 

this platform on a plane jobs and stuff. Have you ever faced or have you ever heard about 

someone getting biased during the wrong job recruits? Yeah. Yeah, a lot of stories. He had 

different stories. Like people who aren't picked because of age some for Different reasons 

some, just maybe because of the recruiters ego. Maybe you if you're, uh, disrespectful. All 

everybody reads, every combust reads, different meanings into things, which is no standardized 

which to approach anything, cause it's more of an objective view. So it depends on what the 

recruiter is going to do. We hit use. You is probably sometimes going to determine whether 

you get called for another interview or not. So I've heard a lot of stories of people who got to 

have good.  

 

Encounters and also obviously people have had, bad encounters on these various job sites on 

the basis from different things from, maybe just way you speak, your name and your region, 

where you come from your sex, your preferences. No, this is all different so I can really see 

that. I do have had 30 stories. I don't really have any personal stories or a nothing to draw from 

But most of the things I've heard about, like, people's other people's research. I've read or listen 

to pay for me. I haven't really been in a situation where I felt, I was being discriminated against 

or so bad. I just always felt that might have indicated by maybe. I just didn't pick up on it, but 

most of the times I never got anybody got an offer. Sometimes. It was clearly articulated to 

read that. Sometimes you just never knew the reason. Just just never got a call back off.  
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I am a Canadian third year business student at Queen's University, Commerce program. I'm 

going to Peru and Finance and Accounting and then hopefully dive into the Sports World. So 

I'm looking at an MBA MSA program to the states to help me with that. I come from a European 

Caucasian descent and I am a male. Nice. So, have you ever used a job searching platform? 

And if you have, please share your experience on that. Yeah, so linked it is. By far the most, 

commonly used job searching platform that I use and many other Canadian students use on my 

school. My experience with LinkedIn is primarily the look up the firm and look up specific 

High Target individuals. So my Approach is I Target three individuals out of firm to speak to  

 

I'll reach out to people in the area want to go into so Finance. Some hire people in other areas. 

I know more about the company and then recruiting manager that way, I have my area, the 

general overview, and just kind of being in the hiring managers here. This is worthwhile with 

me off for me and has resulted in job. Offers. Other than that, I use LinkedIn, just kind of learn 

about other areas of interest in the future. Like I said, I won't go to sports later. So I've been 

looking to the NHL NFL NBA. I'm just reaching out to various members and alumni from high 

school. Great. So with your experience in this kind of platforms, what are the, which is the 

positive thing that made you use that particular platform and have you ever come across a thing 

which is negative for that platform on? Would you like to change that? So Linton is by far the 

most recognizable in Canada and for who kind of thought on their business courses, in their 

first year, please, Commerce course. We're actually instructed to make a LinkedIn profile and 

we were graded on it. So they give you pocket em, pick up all over your resume and Linkedin 

profile. And that's a big part of them are. So we're probably influence to build LinkedIn. 



 

 

Definitely. A - I see of the platform is kind of the jobs, get on and we hit like losing jobs. I 

don't really see the value type in had value with that. Maybe hit spark idea, but for me, it's more 

just keeping. In terms of option job offers everything. I am team leads into helpful where it 

very much. Depends, on your self-initiative, where you have to reach into recruiters doing a lot 

of coffee chatting networking. So it's very much. It's up to you and what you put in is what you 

get out of it.  

 

That's cool. So, is there any future would you like to act on Linden, like, particularly something 

on mind to make it easier on user friendly? So it's me as Winston is so much for the connecting 

and copy chatting. So real, but just in general, for job searching and job with recruiting would 

be that more Anonymous feature where they kind of basic more off your skills. I feel like the 

hardest part. Any job. Am I? My mind is the first initial screening where they just filter out, 

thousands and thousands of people and usually Wi-Fi. And how that happens, is just like, who 

they know, they'll be able account like names. Like, oh, I, I talked to John Smith before in 

coffee chat. Let's put it in, or from the jobs. I gone. Is kind of like you're drafted before hand. 

So, like you skip interview rounds, you're just like a high-priority candidate. So as to keep me 

in board.  

 

And like, who's most qualified? Because I find the most qualified person doesn't always get it. 

But I finally did if it's meant to just be at connecting pothole, and it does a good job. I think the 

cool to have better recommendations was like, what are you looking for? Where do you want 

to go? If maybe a connected down from looks great. So, have you ever thought about or come 

across? Bias, which happens in job?  

 

Yeah, so for me and job recording device. So last year, Focus still happening and there's big 

priorities for just hiring senior. XU is so like a third year student, or fourth year student. I have 

my experiences in my second year, I actually got rejected from some banking role for it they 

said like, hey like we have like our biggest sponsor's kid who we should prioritize. The prefer 

specifically to take family members or high-profile client’s kids. 

 

Wants to work here. So it's we're taking them over you because, you know, you're more 

qualified. They are just more important to the business. So there's always that is in the world. 

So have you ever cared or come across Anonymous job matching application? I am not only 

have come across those like an anonymous was in high school. We use this waiting for exams 

and stuff where it's just number two, no names or any reference. And she says, you are not a 

parent, the teacher didn't numbers until the end where they connect to them. So no idea if you  

 

Where? Yeah, I got a slightly worse, Mark. I'm used to because I don't know. I think my teacher 

really liked me. So she'd always give me a boost before. So I wasn't the biggest fan. Pretty cool. 

Hey, so what do you think about the idea of anonymous job application platform? And what 

do you think it makes it more attractive on user-friendly for the people? All right, Evan honest 

job application platform. I think it's just really broadens the pace again, you get off the hard for 

companies. May be especially as the first round. This is screen out the know if you cool off in 

the Seymour. Let's go. And so, do you think this will help in avoiding biases? That happens on 

job? Recruitments, as you definitely have the word biases.  

 

Just because I can avoid the nepotism Factor, especially where as I've experienced. It can pull 

you and kind of like, by half surrounds. So, no, I think this definitely keep an eye on. This will 

help prevent any biases. Yeah, especially the event for my boxes. So, when you are using these 



 

 

kind of job application platforms, what is your most prioritized thing? My job application 

platforms arms, using LinkedIn?  

 

Establish, good relationships with these Network, distributors, people at the firm kind of say, 

get my name notice or it will be circulating in the HR office people in the office. Subway. 

When you send you the cover letter, you mentioned people's things. They'll be a, hey Steven. 

What do you think of Hunter in your call with him and see if it will verify? And yeah, a great 

guy. Good, my calls with him, the agree. 83 at this company, so it's kind of like getting your 

main circulating. Okay, that's cool. So if that is a priority of this Anonymous job application, a 

new platform, would you go for that? Or would you still fixed with your LinkedIn? I'll 

definitely keep doing links and just establish relationships, just in case and to learn more, but I 

give an honest shot. That way. No more. I'd be more incentivized, apply for another.  
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Please tell me about yourself value of some, your educational, background, your career. So 

those things. So I did my undergrad in my childhood, either than congo-brazzaville in Africa 

for like 10 years, and then I moved to La Paz on my home country. Please don't tell 

graduating from my University. I did my undergrad at the American University of Beirut and 

in the next week and Computer Engineering. And then I moved to Canada for my Master's. I 

did something I didn't do. Chips. Yeah, I'm now I will be working in the summer as a data 

scientist. And yeah, and my mother is focusing on machine learning and data science, which 

great. So since you have been like doing the sort of things, I hope you have some experience 

and job of playing platforms. Can you explain your experiences? So I know like I have 

LinkedIn premium. So when I apply they say you're a top 20% applicant or something like 

this from from the word. You say you put on your resume and yesterday. I also like I also 

learned that it's got blood for a company and then you reject or something to offer. They can 

keep track of your name and  

 

Email ID, and they can know that podesta. So, and also, I know that every word count and the 

resume, if you put more Buzz words, the better, but yeah, but like I really don't see that our 

resume just something as important as it is because like to just marketing yourself. I had a 

professor, maybe that does not have a regimen or a link then, so it just a way of marketing 

yourself. It's the best way. It has some drawbacks. Everything has some program robots since 

from your experience. I get to use LinkedIn a lot. So there must be a positive thing, which 

makes you use LinkedIn, rather than any other day. Any other platforms? So, can you 

mention that thing? I don't like is for example, a lot of time on our website. Nobody, nobody 

really care about. If you apply this on LinkedIn, you can send an email or due to the 

connection and then directly to the to do not oppose HR with the Director of something or 

directly get the connection and directly show your skills and see what you want.  

 

So I think LinkedIn is way better anything else or not for job application, but where the 

connection that you can make and for the messages against and everything else? That's cool. 

So glad some of that is something positive. That would be something - which you experience 

in this time. Can you tell me about what is the thing with you? Experience does an attitude 

thing in LinkedIn or any of the platforms.  

 

I think it's more and I got this thing is more, like, sometimes people that are just qualified but 

not as good as people don't know how to Market themselves. Get the opportunity over others, 

but I don't think that that Big D, but it's also like that because like, it just another skill. Also, 



 

 

marketing yourself as a skill, so, Yeah. I know I'm very smart people that does not know how 

to Market themselves, but that just working like chops. Now, they are geniuses but they're 

just working jobs that are where they are overqualified for it and they don't know the words 

that I don't think it's - but yeah, I just could to mention. So if there is one filter, which you 

like to change in LinkedIn or any other job, match plan top spot. What would Would that be, 

I believe give premium to everyone. I can just better because for the courses?  

 

And remove like this thing. I stopped when I give a gift for like it gives Gifts of poles, how 

people like top 20 applicants. I don't know why I could just easier for. I think it's just like a 

waste of time. Sometimes you just stop by apply apply, but who is reading it? Nobody? Yeah, 

I get it. So when it comes to job discrimination during the recruitment process, have you 

experienced anything or have you get to know from anyone that this kind of thing happens?  

 

I never experienced this kind of bang and Canada and never then maybe yeah, like like yeah, 

sometimes it discriminate by nationality. A lot, especially for paperwork because of people 

were not just not just because if you have  

 

The bunnies that channel it easier for them to sponsor you. So it just it just Norman 

sometimes because of paper way. But yeah.  

 

Okay, cool, so have you heard about this? Blind job, recruitment synonymous job matching 

in Eva. Just like to expand it today. I think another high-dollar heard about it. So so if there is 

this app, would you give this app a preference over LinkedIn? If I'm able to connect with 

people, but how connecting with people without knowing the name. It's annoying from where 

they come. I think it just I think I'd prefer LinkedIn. That's cool. I think that's it for the 

interview. Thank you so much. 

 

 


