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ABSTRACT

Organizations appeal to job fairs in order to be connected with potential future employees. We
discovered that companies participate at job fairs with a view to reaching several objectives, like:
contracting and finding new colleagues, consultants and even partners, to increase their data base
with resumes, to deploy on spot interviews, to hold webinars and coaching sessions for those
interested and also to increase brand awareness for the companies. In this study, we are trying to
analyze how online job fairs appeared and developed due to pandemic restrictions and war times. In
addition, the shift towards digital meetings and even work have started before the CoVid-19
Pandemic due to different factors. Due to the restrictions imposed, even more businesses have moved
to the online environment. Furthermore, even events have switched to online events. In this study, we
have discovered how online job fairs are perceived, and that the future of events belongs to hybrid
and extreme digitalization as using virtual reality, holograms and with the help of Al software’s too.
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1. INTRODUCTION

The fairs had (Stein, 2015) a commercial character, being ordinarily displayed as places where dealers
from removed nations brought items that the local people at that point sold to each other, or as
assembly places for remote dealers with neighborhood buyers, where the rules were set up by the
previous ones. In any case, it is nearly certain that the appearance (Wood, 1996) of fairs encompasses
a near association with devout exercises, since the Romans utilized the Latin term "feria" meaning
"religious festival" to assign a certain day when a expansive number of individuals, after partaking in
devout occasions, gathered around the sanctuaries of the awesome cities, at Nineveh, Athens, Rome,
or Mecca to offer and purchase different items essential for their vocation, being (Frost, 2021) ensured
by different devout pioneers. The concept of fair emerged (Botterill, 1997) during the Middle Ages
in Austria, where it refers to the rights granted by a king, bishop, or prince to certain local
communities. In medieval times, fairs were organized by the ancient civilizations, such as the Greeks,
Romans, and Egyptians. These marketplaces were used to meet the buyers and producers of various
goods. In English, the term "fair" is used in French, Italian, and Spanish. Producers and traders
straightforwardly uncovered (Thorton, 2013) all the items advertised for deal, beginning with the
nineteenth century, there's a move to an unused arrangement, in which the awesome variety of items
does now not permit this, so that we move to the show of tests, or models, conveyances of
merchandise will be made afterward. Fairs are (Korth & Napel, 2009) progressively getting to be
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"shows for deal” in which, instead of coordinated exchange is replaced by the conclusion of contracts
with ensuing conveyances. After the Second World War, exhibitions and fairs became more
internationalized (Stevenor & Zickar, 2022), which led to a rapid growth of both the number of
companies and the number of fairs. Due to the increasing (Morrow, 2002) number of international
trade fairs and exhibitions, the demand for specialized products and services also grew. The
extraordinary improvement (Findling & Pelle, 2008) of world exchange, but also: of the human
society as an entire force, have favored (Ahola, 2007) the fair and exhibition industry, which have
had a fabulous advancement within the last fifty years.

2. REVIEW OF THE SCIENTIFIC LITERATURE

Job fairs represent an important way to ease (Connor, 2011) the connection between the demand and
supply regarding companies, those which offer jobs and job seekers (Schaarschmidt et al.,
2021).Organizations, no matter if they are Multinational Companies, Large Corporations, Small and
Medium sized Enterprises (SMESs) appeal to this kind of events in order to find new colleagues more
rapidly. Usually, the organizations that take the decision of participating at this kind of events are in
urgent need of employees; want to make their presence known when entering a new market, as well
as reaching other managerial and marketing objectives. Organizations might (Jadhao & Amdani,
2019) want to build or increase their databases with new resumes and potential future candidates in
case of job openings and offerings. Job fairs can be categorized (Waters, 1939) by the type of audience
they address to, field sector like: IT, medical, logistics, transportation etc. Companies appeal to
specialized types of jobs fairs especially if there is (Stevenor & Zickar, 2022) a lack of staff or high
and urgent demand for those jobs. During the summer of 2022, there was a shortage regarding airport
personnel in almost all European airports and in the summer holidays when the traffic of travelers is
at its peak. This was due to several factors, the crucial one, was the fact that many airport companies
have made redundant many of their workers due to the pandemic restrictions (Luo et al., 2020) and
lack of travelers.

Regarding the complexity and the size of the event, job fairs can be local, regional and national and
very rarely for a couple of countries, at the same time as usually, the dates cannot be established to
be simultaneous, unless a large corporation is organizing the job fair by itself. Job fairs can be (Jung
& Suh, 2019) categorized by the environment they are deployed, as offline, online and hybrid. Online
and hybrid job fairs have (Beam, 2016) the following advantages: increase the flexibility, easier to
join and to organize and much cheaper, can be deployed 24/7, the only restriction for taking part is
the necessity of having (Malita, 2009) a device and an internet connection. Even for jobs that cannot
be done remotely, the process of recruitment can be conducted online. The use (Huang & Shen, 2022)
of virtual reality and augmented world is a plus in order to find (Wen & Gheisari, 2021) the perfect
candidates. The adoption (Baraniuk, 2015) of Al software can ease the process of recruitment in
conducting interviews; answering the questions of the potential candidates and even executing
interviews. Recruiters can use (Norskov et al., 2022) web chat, video calls, Skype, Zoom and Google
Meets or simple phone calls. In relation to the marketing mix, besides the product, place, price and
promotion, we can also add the participants, the ambience and the process of providing the service.

3. RESEARCH METHODOLOGY

The quantitative research, comparative analysis approach wer employed to perform the study. We
studied some of the main and important online Job fairs organized in our country: “Angajatori de
Top”, “Targul de Cariere” aka “The Career Fair”, “Top Talents” and “Targul Virtual Hipo pentru
Studenti” aka “The Virtual Hipo fair for Students”. Although three of the events were organized by
the same company, named Hipo.ro, they were taken into consideration as being most popular. Hipo
Company organized and appealed to hybrid job fairs events before the CoVid19 Pandemic. The idea
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was new on the market and very praised, especially for those who lived in other cities, but still wanted
to be present at job fairs in order to be employed or even to change their current job. If this online
feature had not been possible, it would have meant that the potential job seeker had been obliged to
take a day, or two off and spent money for transportation when coming from another region. The
peculiarity of having online job fair was also considered a plus even for those from the city where the
hybrid event was held, due to their tight schedule or other circumstances that disabled them to attend
the event physically. We utilized Zelist.RO monitor to examine how frequently the names of the
online job fairs were used (Nwafor, et al., 2022) on social media platforms, but at the same (Golovko
& Schumann, 2019) time, to discover the feelings towards them, as well as how they interpreted the
data.

4. FINDINGS
In figure number 1, we analyzed the online job fair “Angajatori de Top” aka “Top Employers”, and
we can conclude that the main social media network platform used was Facebook 84.8%, the next,

being represented by the online press with 9.1%, the other platforms were not used to promote the
event.

Mentions "Angajatori de Top"

Instagram (0 = 0.0%) Press (3 = 9.1%)
VK.com (0 = 0.0%) e Y Blogs (0 = 0.0%)
TikTok (0 = 0.0%) - Twitter (0 = 0.0%)
Aggregators (2 = 6.1%) = Press Comments (0 = 0.0%)

Forum (0 = 0.0%) " Blog Comments (0 = 0.0%)

Facebook (28 = 84.8%)

M Press Blogs Twitter [ Press Comments [ Blog Comments I Facebook Forum M Aggregators
Instagram [ VK.com TikTok

Figure 1. Mentions “top employers”

We can detect a similar usage for the online job fair “Targul de Cariere” aka “The Career Fair”, with
84.4% in the case of Facebook and slight improvement of 9.4%. The other online platforms like Tik
Tok, Instagram, Press and Blog Comments, Forums, and Twitter were not used to attract potential
audience for the online event. This can be explained by the fact that very few use some of these social
media platforms.

In the third analysis (figure 3), we have compared two online job fairs and more precisley “Top
Talents Romania” and “Targul Virtual pentru Absolventi”, both of them being specialized and
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focused on a certain type of audience. The latter reached an audience of 66.7%, while the former,
only 33.3%.

Mentions "Targul de Cariere"

Instagram (0 = 0.0%) Presa (3 = 9.4%)

VK.com (0 = 0.0%) ————

Bloguri (0 = 0.0%)

TikTek (0 = 0.0%) Twitter (0 = 0.0%)

N

Agregatoare (1 = 3.1%) "~ Comentarii Presa (0 = 0.0%)

Forum (1 = 3.1%) Comentarii Bloguri (0 = 0.0%)

Facebook (27 = 84.4%)

M Presa Bloguri Twitter [l Comentarii Presa [l Comentarii Bloguri [l Facebook Forum [ Agregatoare
Instagram [ VK.com TikTok

Figure 2. Mentions “the career fair”

Mentions "Top Talents Romania' vs
"Targul Virtual pentru Absolventi"

"Top Talents Romdnia" (1 = 33.3%)

"Targul Virtual Hipo.ro pentru Absolventi” (2 = 66.7%)

"Targul Virtual Hipo.ro pentru Absolventi" [l "Top Talents Roméania"

Figure 3. Mentions “top talent Romania” vs. “the virtual fair for graduates”

In the figure 4, we compared all the online job fairs, and the first position is held by “Angajatori de
Top” aka “Top Employers”, with an average of 48.5%, followed by “Targul de Cariere” aka “The
Career Fair”, 47.1%, while “Targul Virtual Hipo pentru Absolventi” aka “The Virtual Hipo fair for
Students”, and “Top Talents Romania” have only 2.9% respectively 1.5%, according to the
conducting observation.
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Figure 4. The online job fairs

We analyzed, as comparison, two different periods, to observe the evolution in the given periods,
January till 4" of April, in comparison with fifth of April till fourth of July. “Angajatori de Top” aka

Top Employers, and “Targul de Cariere” aka “The Career Fair”, had an increase, while the other
online job fairs have a slight improvement.

"ANGAJATORI DE TOP" Il "TARGUL DE CARIERE" "Targul Virtual Hipo.ro pentru Absolventi" "Top Talents Roménia"

Perioade (2]
400

300

Numarul de aparitii

"ANGAJATORI DE TOP"
"TARGUL DE CARIERE" @ Cj
“Targul Virtual Hipo.ro pentru : :

Absolventi” P
“Top Talents Romania’

I 3 ian-4 apr 2022 M 5 apr-4 iul 2022

Evolutie (2]

80

Figure 5. The Evolution of mentions between two periods

Regarding the feelings towards the fairs on “Angajatori de Top” aka “Top Employers”, encountered
a backslash, but just for a short period of time, on the 11" of June, while the other three, the feelings

toward them were positive during the analyzed period. We detected that “Top Talents Romania” had
a neutral flat line.
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Figure 6. Feelings regarding fairs brands
5. CONCLUSIONS

The online job fairs have a bright (Stone & Deadrick, 2015) future, because they facilitate the
connection and bringing together the demand and supply. Although alternatives are, like online
portals, professional social media platforms (Madera, 2012) like LinkedIn and so on, but when
companies want and need to improve their data bases, they can appeal to online job fairs. Furthermore,
the usage of Al software and their continuous development are improving to conduct interviews and
even to reveal if the candidate is sincere in his or her answers, are (O’Leary et al, 2022) just few of
the benefits of the new technologies, features that not even a very experimented human resources
scout may sometimes be fooled. If, in the case of using human recruiters, they can evaluate just a
candidate, an Al can interview several candidates at the same, time no matter if it is early in the
morning, or late evening. For future research, we can encourage to discover the perspective of
organization to take part in online job fairs. Another important issue that organizations are (Pakanen
et al., 2022) going to adopt, is the Virtual Reality or holograms, as during (Jones et al., 2015)
interviews the body language has (Mishra, 2017) to be observed and noticed because companies want
to be very thorough in their choosing of the future employees.
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