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Abstract 

The rapid digitalization of recruitment practices has significantly transformed talent acquisition 

processes across sectors, including higher education. Academic recruitment, traditionally 

reliant on institutional networks and print-based advertisements, is increasingly shifting toward 

online job portals and professional networking platforms. This review paper synthesizes 

existing literature on digital hiring practices in higher education institutions, with a specific 

focus on the National Capital Region (NCR) of India. It examines the role of digital recruitment 

platforms such as LinkedIn and Naukri, recruiter adoption of technology-driven hiring tools, 

and academic job seekers’ perceptions and behaviors. The review further explores regional 

recruitment dynamics within NCR, highlighting emerging trends, opportunities, and persistent 

challenges in aligning digital recruitment tools with academic hiring requirements. Thematic 

analysis of prior studies reveals that while digital platforms enhance reach, efficiency, and 

employer branding, they also raise concerns related to platform suitability for academic 

evaluation, algorithmic bias, and unequal digital visibility among candidates. The paper 

concludes by identifying critical research gaps and proposing directions for future empirical 

investigations on digital academic recruitment in regional higher education contexts. 
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1. Introduction 

Academic recruitment is undergoing a paradigm shift as institutions of higher education 

increasingly adopt digital technologies for hiring faculty and research personnel. Traditionally, 

academic hiring in India and globally was driven by formal notification advertisements, 

university networks, and institutional committees, relying heavily on printed media, referrals, 

and internal databases. With the advent of digital platforms such as LinkedIn and Naukri, 

recruitment practices have transformed into more dynamic, technology-facilitated processes 

that allow broader reach, faster sourcing, and enhanced interaction between recruiters and 

applicants. 

In the context of India’s National Capital Region (NCR), which hosts a dense concentration of 

central universities, private institutions, and research centres, digital hiring tools offer the 

potential to streamline talent acquisition, make hiring more competitive, and position 

institutions more attractively in an increasingly digital labour market. However, there remains 

limited consolidated understanding of how these platforms are reshaping academic recruitment 

practices in this specific regional context. 

This review paper synthesizes current literature to map the evolving trends in digital academic 

recruitment, with emphasis on the role of online platforms, recruiter and job seeker perceptions, 
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and broader implications for hiring effectiveness in higher education institutions (HEIs) across 

the NCR. 

 

2. Literature Review 

2.1 Digital Platforms in Recruitment 

The advent of online recruitment portals and professional networking platforms has 

significantly reshaped hiring practices across sectors. E-recruitment is defined as the use of 

internet-based technologies to attract, screen, and select candidates, offering advantages such 

as wider candidate pools, reduced hiring time, and cost-effectiveness compared to traditional 

recruitment methods. Online job boards and professional platforms like LinkedIn and Naukri 

are central to these practices, enabling organizations to connect with talent across geographic 

boundaries and allowing job seekers broader access to opportunities.  

LinkedIn, originally established as a professional networking site, has emerged as a strategic 

tool not only for corporate recruiting but also for academic recruitment. Recent bibliometric 

evidence highlights that LinkedIn has become a prominent feature in academic hiring research 

and practice, particularly since 2010, with an expanding thematic focus on digital hiring, 

academic identity formation, and social media screening in higher education recruitment.  

 

2.2 LinkedIn and Academic Hiring 

LinkedIn enables institutions to transcend geographical constraints and access a broader pool 

of talent, including passive candidates who may not be actively seeking jobs but are open to 

opportunities through professional visibility on the platform. Features such as detailed 

professional profiles, skill endorsements, and networking capabilities offer recruiters a multi-

dimensional view of candidates, potentially enhancing person–job fit and facilitating strategic 

talent sourcing.  

However, the literature also highlights limitations in current research on LinkedIn’s role in 

academic hiring. While there is growing documentation of its usage patterns, empirical and 

ethical analyses remain limited—particularly around issues of algorithmic influence, privacy 

concerns, and equity in access to opportunities.  

 

2.3 Job Portals: Naukri and Broader Indian Context 

In the Indian recruitment landscape, Naukri.com represents one of the earliest and most widely 

used job portals, reaching millions of job seekers and employers. Its evolution mirrors the 

broader digital shift in hiring practices — from manual, location-bound sourcing to data-driven, 

platform-based recruitment that can span sectors and roles. Innovations associated with Naukri, 

including AI-enhanced screening tools (e.g., Zwayam), signal how traditional portals are 

adapting to incorporate intelligent recruitment features.  

While much literature on Indian recruitment focuses on industry or general job market trends, 

studies support the notion that online platforms improve job search convenience and 

effectiveness from the job seekers’ perspective. Research conducted in North India indicated 

that online job platforms are viewed positively by applicants, enhancing transparency and 

accessibility while reducing the time and effort required in job searches.  

 

2.4 Regional and Academic Hiring Studies 

Although substantial research exists on digital hiring in corporate settings, literature focusing 

explicitly on academic recruitment within regional contexts like NCR is sparse. Existing 

research suggests that online hiring technologies are widely used by HR professionals in 

diverse industries, with a strategic pivot towards quality hiring supported by AI and analytics. 

For instance, recruitment trends in India show growing emphasis on investing in AI-driven 

tools to improve recruitment quality and efficiency.  
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In the context of North India, empirical evidence has shown positive correlations between 

online hiring practices and job seekers’ satisfaction and perceived usefulness. However, these 

studies are mostly sector-agnostic or focused on student and early career segments, 

underscoring the need for focused academic research on digital recruitment in HEIs within 

specific regions like NCR.  

 

2.5 Challenges and Emerging Themes 

Despite the benefits associated with digital recruitment, challenges persist. Literature points to 

concerns such as authenticity of job postings, gaps in personalized interaction, and potential 

biases in AI-driven recruitment algorithms. While digital tools can speed up hiring and broaden 

access, they may also introduce ethical and equity issues, particularly when algorithmic 

screening inadvertently favours certain profiles.  

Moreover, the literature underscores a need for conceptual and empirical studies that focus on 

how digital platforms influence recruiter decisions, candidate behaviour, and academic hiring 

effectiveness, particularly in specific regional and institutional settings. 

 

2.6 E-Recruitment in Higher Education: Global Evidence 

International literature confirms that higher education institutions increasingly adopt e-

recruitment to enhance employer branding and reach wider academic talent pools. Holm (2012) 

emphasized that e-recruitment systems enable relationship management with candidates and 

improve recruitment efficiency. Similarly, Barber (2019) found that digital recruitment 

practices positively influence applicant attraction and institutional image, particularly in 

knowledge-intensive sectors such as higher education. 

Woods et al. (2020) further noted that digital recruitment has redefined personnel selection by 

integrating online assessments, professional profiling, and data-driven screening methods. 

These developments have direct implications for academic recruitment, where institutions seek 

candidates with specialized expertise and research credentials. 

 

2.7 Social Media Recruitment and Professional Identity 

Social media-based recruitment has been widely studied as a strategic sourcing tool. Sivertzen 

et al. (2013) reported that social media enhances employer attractiveness by facilitating 

interactive engagement with potential applicants. Van Esch et al. (2019) demonstrated that AI-

powered social media recruitment increases recruiter efficiency but may also introduce risks of 

algorithmic bias. 

 

In academic contexts, professional identity presentation on digital platforms is becoming 

critical. Kaur and Singh (2020) found that LinkedIn usage significantly influences recruiter 

perceptions of candidate credibility and professionalism. This aligns with emerging evidence 

that academics increasingly curate online profiles to showcase publications, achievements, and 

networks. 

 

2.8 Technology Acceptance and Job Seeker Behavior 

Several studies explain job seeker engagement with recruitment platforms using the 

Technology Acceptance Model (TAM). Kashi and Zheng (2013) confirmed that perceived 

usefulness and ease of use significantly affect online job search behavior. Chauhan and Goyal 

(2022) similarly found that trust and perceived efficiency shape continued usage of online 

recruitment portals among Indian job seekers. 
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For academic applicants, these findings suggest that platform design and reliability influence 

application behavior, engagement levels, and perceptions of opportunity accessibility. 

 

2.9 Indian Digital Recruitment Ecosystem 

Indian recruitment literature highlights rapid digital transformation in hiring processes. Kaur 

and Randhawa (2022) observed that Indian organizations adopt e-recruitment to reduce cost 

and time-to-hire, though challenges related to digital skill gaps persist. Verma and Sharma 

(2022) further reported that digital hiring practices in India are driven by AI-based resume 

screening and data analytics tools. 

 

Singh and Srivastava (2021) specifically examined digital transformation in Indian higher 

education, noting that HR practices in universities are gradually shifting toward technology-

enabled recruitment and selection. This supports the relevance of digital hiring trends within 

Indian HEIs, including those located in NCR. 

 

2.10 Recruitment Practices in Indian Universities 

Limited but relevant literature exists on recruitment in Indian higher education. Soni and Mehta 

(2020) reported that Indian universities increasingly combine traditional selection committees 

with online advertisement and portal-based applications. Tripathi and Kaur (2023) confirmed 

that private universities in India show higher adoption of digital hiring tools compared to public 

institutions, largely due to competitive talent acquisition demands. 

 

These findings indicate that regional academic hubs such as NCR are likely to exhibit stronger 

adoption of digital recruitment practices, given the density of private and autonomous 

institutions. 

 

2.11 Employer Branding and Academic Talent Attraction 

Employer branding literature is also relevant to academic recruitment. Saini et al. (2014) found 

that strong employer branding significantly influences intention to apply, particularly among 

high-skill professionals. In higher education, institutional reputation, research environment, 

and digital presence jointly shape academic applicant attraction. 

 

Digital platforms such as LinkedIn allow universities to project employer brand identity, 

promote institutional culture, and engage potential faculty candidates, strengthening 

competitive recruitment positioning. 
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Conceptual Framework 

 
3. Methodology of the Review / Research Methodology 

This study adopts a narrative and thematic literature review approach to synthesize existing 

research on digital recruitment practices in higher education, with a contextual focus on India’s 

NCR region. The review draws upon peer-reviewed journal articles, conference papers, 

industry reports, government policy documents, and platform-generated hiring trend reports 

published primarily between 2015 and 2025. 

 

Relevant literature was identified using academic databases such as Google Scholar, Scopus, 

ResearchGate, and institutional repositories, employing keywords including digital 

recruitment, e-recruitment in higher education, LinkedIn hiring, Naukri job portal, academic 

recruitment, and India NCR hiring trends. Articles focusing on online recruitment in corporate 

or general employment contexts were also considered where academic-specific studies were 

limited, enabling contextual inference. 

 

After screening for relevance, studies were categorized into thematic areas: 

 

(a) Digital recruitment platforms, 

(b) Job seeker perceptions and platform use, 

(c) Recruiter practices and institutional adoption, and 

(d) Regional and sectoral hiring trends. 

 

A thematic synthesis technique was then applied to identify recurring patterns, gaps, and 

emerging directions in digital academic recruitment literature. 

 

4. Thematic Analysis of Literature 

A thematic synthesis of the reviewed literature revealed six dominant themes that collectively 

explain the evolving landscape of digital recruitment in higher education and provide a 

conceptual foundation for understanding academic hiring trends in India’s NCR region. 

 

4.1 Digital Transformation of Recruitment in Higher Education 

A consistent theme across global and Indian literature is the shift from traditional recruitment 

methods toward technology-enabled hiring systems. Holm (2012) and Barber (2019) 
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emphasized that e-recruitment enhances recruitment efficiency, expands applicant reach, and 

strengthens institutional employer branding. Woods et al. (2020) further highlighted that digital 

tools now support not only job advertising but also preliminary screening and selection. 

 

In the context of higher education, Singh and Srivastava (2021) observed that Indian 

universities are gradually integrating digital HR practices, reflecting sector-wide digital 

transformation. These findings indicate that HEIs in NCR are increasingly adopting online 

recruitment mechanisms to remain competitive in attracting qualified academic talent. 

 

4.2 Role of Professional Networking Platforms in Academic Hiring 

The literature strongly identifies professional networking platforms, particularly LinkedIn, as 

strategic recruitment tools. Sivertzen et al. (2013) demonstrated that social media enhances 

employer attractiveness through interactive engagement with potential applicants. Kaur and 

Singh (2020) further confirmed that LinkedIn profiles significantly influence recruiter 

perceptions of candidate credibility. 

 

Van Esch et al. (2019) noted that AI-driven recruitment via social media improves efficiency 

but may introduce algorithmic biases. In academic recruitment, LinkedIn facilitates 

professional identity construction, networking, and passive candidate sourcing, making it a 

vital platform for institutions seeking experienced faculty and researchers. 

 

4.3 Online Job Portals and the Indian Recruitment Ecosystem 

Another key theme is the dominance of online job portals in India’s recruitment ecosystem. 

Studies by Kaur and Randhawa (2022) and Verma and Sharma (2022) revealed that Indian 

organizations increasingly adopt online portals to reduce recruitment costs and time-to-hire. 

 

Soni and Mehta (2020) found that Indian universities now combine traditional recruitment 

committees with portal-based job advertising and application systems. However, Tripathi and 

Kaur (2023) observed that private universities demonstrate higher adoption of digital hiring 

tools than public institutions, reflecting competitive talent acquisition dynamics. This suggests 

that NCR-based private HEIs are likely to rely heavily on job portals such as Naukri for faculty 

recruitment. 

 

4.4 Technology Acceptance and Job Seeker Digital Behavior 

Job seeker engagement with digital recruitment platforms is explained through the Technology 

Acceptance Model. Kashi and Zheng (2013) established that perceived usefulness and ease of 

use significantly influence online job search behavior. Chauhan and Goyal (2022) confirmed 

similar findings among Indian job seekers, emphasizing trust and platform reliability as critical 

factors. 

 

For academic job seekers, these studies imply that platform design, authenticity of postings, 

and responsiveness shape application behavior and continued usage of LinkedIn and Naukri 

for academic job searches. 

 

4.5 AI, Data Analytics, and Fairness in Recruitment 

Emerging literature highlights the growing integration of AI and analytics in recruitment. Van 

Esch et al. (2019) and Upadhyay and Khandelwal (2018) discussed AI-driven resume screening 

and candidate matching tools as efficiency enhancers. However, Woods et al. (2020) warned 

that algorithmic recruitment may unintentionally reinforce biases and reduce transparency in 

selection processes. 
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In academic hiring, where qualitative evaluation of research and teaching competence is 

crucial, the literature signals a potential tension between automated screening efficiency and 

fair academic assessment. 

 

4.6 Regional Academic Recruitment Dynamics in NCR 

Although region-specific academic recruitment studies remain limited, existing evidence 

positions NCR as a dense higher education hub with competitive faculty labor markets. Tripathi 

and Kaur (2023) observed higher digital recruitment adoption in private Indian universities, 

many of which are concentrated in NCR. Singh and Srivastava (2021) also noted that 

metropolitan HEIs are faster in adopting digital HR practices. 

 

These findings collectively indicate that NCR provides a distinctive ecosystem where digital 

recruitment tools are likely to play a central role in sourcing and selecting academic talent. 

 

5. Findings of the Review 

Based on the thematic synthesis of existing literature, the review yields the following key 

findings regarding digital recruitment practices in higher education and their relevance to 

academic hiring in India’s NCR region: 

 

 Higher education institutions are increasingly transitioning from traditional recruitment 

methods to digital recruitment platforms to enhance reach, efficiency, and employer 

branding. E-recruitment practices are now integral to faculty hiring strategies, 

particularly in metropolitan academic hubs. 

 Professional networking platforms, especially LinkedIn, play a significant role in 

academic hiring by facilitating professional identity presentation, networking, and 

passive candidate sourcing. Recruiters increasingly rely on LinkedIn profiles to assess 

academic credibility and professional fit. 

 Online job portals such as Naukri remain central to the Indian recruitment ecosystem. 

HEIs, especially private universities, utilize these platforms for structured job 

advertising and application management, although portal designs are not fully 

optimized for academic evaluation needs. 

 Academic job seekers perceive digital recruitment platforms as useful and convenient, 

with perceived usefulness, ease of use, and trust significantly influencing their 

engagement and application behavior. 

 The adoption of AI and data analytics in recruitment enhances screening efficiency and 

candidate matching but raises concerns regarding algorithmic bias, transparency, and 

fairness in academic selection. 

 The NCR region’s dense concentration of higher education institutions creates a 

competitive academic labor market, encouraging faster adoption of digital recruitment 

tools to attract and retain qualified faculty talent. 

 

6. Discussion 

The findings indicate that digital recruitment has fundamentally reshaped academic hiring 

practices, aligning higher education recruitment with broader technological advancements in 

human resource management. The growing reliance on LinkedIn and online job portals 

demonstrates a shift toward network-driven and data-driven hiring approaches, enabling 

institutions to extend beyond localized candidate pools. 
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However, the discussion also reveals a misalignment between generic recruitment technologies 

and the specialized requirements of academic hiring. While digital platforms improve 

efficiency and outreach, they do not yet fully accommodate evaluation of scholarly 

achievements, research portfolios, and teaching competencies. This necessitates continued 

dependence on traditional academic selection committees, reinforcing the emergence of hybrid 

recruitment models. 

 

The review further highlights digital visibility as an emerging determinant of academic career 

opportunities. Candidates with strong online professional presence gain higher recruiter 

attention, raising concerns about equity for scholars with limited digital engagement. 

Additionally, AI-assisted screening tools, though beneficial in handling high application 

volumes, introduce risks of algorithmic bias that may affect diversity and inclusion in academic 

hiring. 

 

In NCR’s competitive higher education environment, digital recruitment adoption is no longer 

optional but strategic. Institutions that effectively integrate digital platforms with academic 

evaluation processes are more likely to attract high-quality faculty and enhance institutional 

reputation. 

 

7. Future Research Directions 

 

The review identifies several research gaps and promising directions: 

 

1. Region-Specific Empirical Studies 
There is a lack of empirical research focusing specifically on academic recruitment 

practices within NCR. Future studies could examine platform usage patterns among 

NCR-based HEIs and academic job seekers. 

2. Effectiveness of Digital Platforms in Academic Hiring Outcomes 
Limited evidence exists on whether digital recruitment platforms lead to better hiring 

outcomes in academia. Future research could assess relationships between platform use 

and tangible outcomes such as interview calls, job offers, and hiring quality. 

3. Perceptions of Academic Recruiters 
Most existing studies focus on job seekers. Research exploring recruiter perspectives 

in HEIs would provide balanced insight into institutional decision-making and platform 

adoption challenges. 

4. Algorithmic Fairness and Bias 
As AI-driven recruitment expands, examining its implications for equity, diversity, and 

transparency in academic hiring represents a critical research frontier. 

5. Integration of Academic Evaluation Metrics 
Future research could explore how digital platforms might integrate academic 

performance indicators such as research output, citations, and teaching portfolios into 

recruitment systems. 

6. Digital Literacy and Professional Branding among Academics 
Understanding how academics build and leverage digital professional identities for 

career advancement remains an under-explored area. 

 

8. Conclusion 

This review highlights that digital recruitment practices are reshaping academic hiring in India, 

with the NCR region representing a dynamic and competitive context for such transformation. 

LinkedIn and Naukri have become influential tools in sourcing and engaging academic talent, 
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yet their effectiveness in addressing the nuanced requirements of higher education recruitment 

remains evolving. While digitalization enhances efficiency and reach, challenges related to 

platform suitability, fairness, and academic evaluation persist. Addressing these issues through 

focused empirical research will be essential to optimizing digital recruitment strategies for 

higher education institutions in India. 

 

References 

Aggarwal, H., & Kapoor, S. (2021). E-recruitment in India: Emerging trends, opportunities, 

and challenges. International Journal of Human Resource Studies, 11(2), 45–60. 

https://doi.org/10.5296/ijhrs.v11i2.18265 

Balakrishnan, C., & Priya, S. (2020). A study on effectiveness of online recruitment through 

job portals. Journal of Emerging Technologies and Innovative Research, 7(6), 230–236. 

Barber, L. K. (2019). E-recruitment developments and applicant attraction: A review of digital 

recruitment research. Human Resource Management Review, 29(4), 100674. 

https://doi.org/10.1016/j.hrmr.2018.11.003 

Bissola, R., & Imperatori, B. (2013). Facing e-HRM: The consequences on employee attitude 

towards the organisation and the HR department in Italian SMEs. European Journal of 

International Management, 7(4), 450–468. https://doi.org/10.1504/EJIM.2013.055282 

Bondarouk, T., Parry, E., & Furtmueller, E. (2017). Electronic HRM: Four decades of research 

on adoption and consequences. The International Journal of Human Resource 

Management, 28(1), 98–131. https://doi.org/10.1080/09585192.2016.1245672 

Brewster, C., Chung, C., & Sparrow, P. (2016). Globalizing human resource management. 

Routledge. 

Chauhan, R., & Goyal, P. (2022). Online recruitment practices and job seeker perceptions in 

India. Journal of Contemporary Management Research, 16(3), 112–128. 

Economic Times. (2024). Indian recruiters pivot to quality hiring as AI tools take hold. 

Economic Times HR & Policies. 

Gupta, S., & Kumar, V. (2021). Impact of online recruitment platforms on hiring process: 

Evidence from North India. Chitkara Business Review, 5(2), 55–70. 

Holm, A. B. (2012). E-recruitment: Towards an ubiquitous recruitment process and candidate 

relationship management. Zeitschrift für Personalforschung, 26(3), 241–259. 

https://doi.org/10.1177/239700221202600304 

Kashi, K., & Zheng, C. (2013). Extending technology acceptance model to examine internet 

job search behavior. The International Journal of Human Resource Management, 24(23), 

4452–4470. https://doi.org/10.1080/09585192.2013.777542 

Kaur, P., & Singh, R. (2020). Role of social media in recruitment: A study of LinkedIn usage 

in hiring. International Journal of Management Studies, 7(4), 15–27. 

Kaur, R., & Randhawa, G. (2022). E-recruitment adoption in Indian organizations: Benefits 

and barriers. Vision: The Journal of Business Perspective, 26(1), 79–89. 

https://doi.org/10.1177/09722629211031322 

LinkedIn Talent Solutions. (2023). Future of recruiting: Global hiring trends report. LinkedIn 

Corporation. 

Naukri.com. (2024). Naukri JobSpeak hiring trends report. Info Edge India Ltd. 

Parry, E., & Wilson, H. (2009). Factors influencing the adoption of online recruitment. 

Personnel Review, 38(6), 655–673. https://doi.org/10.1108/00483480910992265 

Saini, D., Rai, P., & Chaudhary, M. K. (2014). What do best employer surveys reveal about 

employer branding and intention to apply? The International Journal of Human Resource 

Management, 25(6), 795–810. https://doi.org/10.1080/09585192.2013.826915 

Saks, A. M. (2019). Job search and recruitment. In J. A. Mone & E. London (Eds.), Employee 

engagement through effective performance management (pp. 145–166). Routledge. 



Asian And Pacific Economic Review  

ISSN: 1000-6052 

             Vol 19, No. 1, 2026                                                                                      1497 

Singh, N., & Srivastava, S. (2021). Digital transformation in Indian higher education: 

Implications for human resource practices. International Journal of Educational 

Management, 35(6), 1185–1202. https://doi.org/10.1108/IJEM-03-2021-0127 

Sivertzen, A. M., Nilsen, E. R., & Olafsen, A. H. (2013). Employer branding: Employer 

attractiveness and the use of social media. Journal of Product & Brand Management, 

22(7), 473–483. https://doi.org/10.1108/JPBM-09-2013-0393 

Soni, R., & Mehta, K. (2020). Recruitment and selection practices in Indian universities: 

Emerging trends. University News, 58(12), 18–24. 

Stone, D. L., Deadrick, D. L., Lukaszewski, K. M., & Johnson, R. (2015). The influence of 

technology on the future of human resource management. Human Resource Management 

Review, 25(2), 216–231. https://doi.org/10.1016/j.hrmr.2015.01.002 

Tripathi, A., & Kaur, J. (2023). Adoption of digital hiring practices in Indian higher education 

institutions. Journal of Higher Education Policy and Management, 45(4), 412–427. 

https://doi.org/10.1080/1360080X.2023.2178345 

Upadhyay, A. K., & Khandelwal, K. (2018). Applying artificial intelligence: Implications for 

recruitment. Strategic HR Review, 17(5), 255–258. https://doi.org/10.1108/SHR-05-

2018-0040 

Van Esch, P., Black, J. S., & Ferolie, J. (2019). Marketing AI recruitment: The next phase in 

job application and selection. Computers in Human Behavior, 90, 215–222. 

https://doi.org/10.1016/j.chb.2018.09.009 

Verma, A., & Sharma, R. (2022). Digital hiring trends in India: An exploratory study. Indian 

Journal of Industrial Relations, 58(2), 311–328. 

Woods, S. A., Ahmed, S., Nikolaou, I., Costa, A. C., & Anderson, N. R. (2020). Personnel 

selection in the digital age: A review. European Journal of Work and Organizational 

Psychology, 29(4), 595–613. https://doi.org/10.1080/1359432X.2020.1729085 

 

https://doi.org/10.1016/j.hrmr.2015.01.002
https://doi.org/10.1016/j.chb.2018.09.009

