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Abstract 

Recruitment is a process of searching for prospective candidates, attracting and stimulating them to apply 

for jobs. The selection process is much dependent on effective recruitment. The more successful the 

recruitment is the possibility of find the right candidate to an organisation becomes feasible. The research 

aims at finding efficient employees to maintain customer satisfaction and customer loyalty depend on 

recruitment or not. 
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Objective:  

To find out the Impact of E-Recruitment on the Organisational effectiveness.  

 

Hypothesis H01: There is no significant relationship between E-recruitment and the organisational 

effectiveness of a company.  

H11: There is a significant relationship between E-recruitment and the organisational effectiveness of a 

company.  
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Recruitment is the process of locating and hiring the best-qualified candidate (from within or outside of an 

organisation) for a job opening in the quickest and most cost-effective way possible. Vacancy verification, 

developing a job specification, identifying candidates, selecting them through interviews and other means 

such as the psychometric exam, and making a job offer are all parts of the recruitment process. A company 

that uses a good recruitment process is more likely to establish a competitive advantage in the market, 

increase profits, and create economies of scale. This is only achievable if qualified applicants are recruited 

into the organization's staff. The procedure of identifying, evaluating, and forming a working relationship 

with prospective employees, interns, contractors, or consultants is referred to as "hiring." The recruitment 

process necessitates the publication of advertising that include information such as the number of openings, 

job description, and qualifications required to apply for the position. This is accomplished through a variety 

of exams and interviews, including a cultural and job fitness test.  

 

In recent years, internet technology has been rapidly developed to establish organisational capacities. A 

series of empirical studies have shown that successful use of electronic services in the business world can 

not only create market opportunities by changing an organization's model, optimising organisational 

structures and processes, and improving market penetration, but can also significantly enhance 

organisational capabilities by hiring the right employees, increasing valuable customer relationships 

through competitive market (Nevo & Wade, 2008). Cole (2002) asserts that the primary goal of electronic 

recruitment is to draw in sufficient and eligible candidates to apply for open positions within the company. 

Additionally, (Zweig 1991) defines recruiting as the series of actions a business takes to choose applicants 

who have the skills and attitude required for the firm, particularly with a view to attaining its goals. With 

the growth of new recruitment patterns such as flexi-time working, temping, and overseas training, and the 

way applicants are recruited for a company has radically altered over the years. HR professionals are 

becoming more aware of the need of having a successful recruitment programme that assists in hiring the 

appropriate individual for the right role, which leads to increased retention, lower hiring costs, and a 

positive Return on Investment (ROI) on a company's recruitment programme. 

 

Attracting, hiring, and retaining a highly skilled personnel are critical to an organization's success. Using an 

effective recruitment strategy to find the appropriate candidate for the right job is a crucial source of 

competitive advantage for a firm. 

 

Effective recruiting, according to Rynes (1990), is defined as "all organisational procedures and decisions 

that affect either the number or kind of persons who are willing to apply for, or accept a given job." 

Recruitment and selection are crucial to how organisations obtain the people resources they need to 

maintain a long-term competitive advantage over their competitors (Aaker, 1989). 

 

When a company's recruitment process produces prolific recruits and good human capital profitability, it is 

considered successful. The Watson Wyatt (2001) study, which used the Human Capital Index, found that 
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aspects of good human capital practises, such as recruitment excellence and retention, apparent rewards 

and accountability, and a flexible workplace, are linked to firm productivity and a 90 percent increase in 

shareholder value. 

 

According to the findings, there is a strong link between company profitability and recruiting quality, 

which indicates the firm's human capital management and its impact on the bottom line. The Watson Wyatt 

(2001) study, which used the Human Capital Index, found that aspects of good human capital practises, 

such as recruitment excellence and retention, apparent rewards and accountability, and a flexible 

workplace, are linked to firm productivity and a 90 percent increase in shareholder value. 

 

According to the findings, there is a strong link between company profitability and recruiting quality, 

which indicates the firm's human capital management and its impact on the bottom line. As a result, the act 

of hiring the proper people has become critical to a company's long-term financial success. 

 

In most cases, the recruitment process in an organisation begins with the posting of job openings and 

finishes with the successful candidates receiving appointment letters. Job openings are published in any 

organisation once the staffing requirements have been recognised and approved. The resumes that are 

received in response are short-listed based on the predefined job performance criteria. Following that, 

candidates are assessed to ensure that they are suitable for the position based on various test and interviews. 

Finally, the offer letters are handed to the successful candidates. Recruiting applicants based on gut instinct 

or little facts exposes the organisation to the risk of making a more costly mistake by hiring an ineffective 

and inexperienced individual for the job. With higher personnel turnover and difficulty achieving the 

organization's strategic goals and objectives, such a move has a substantial impact on the company's 

profitability. 

 

Human resource management's fundamental activity of recruitment and selection determines the success or 

failure of all other activities of the concern such as their smooth and harmonious relationship among 

people, the organisational culture, greater standards of performance and the overall growth of the 

organisation. Human resource managers – or authorised professionals inside work organisations – are 

typically responsible for it. Importantly, non-specialists, such as line managers, frequently make recruiting 

and selection decisions for good cause. 

 

The 'recruitment' function collects and analyses detailed information on candidates, and then matches the 

criteria to job openings. The action of hiring workers to fill openings or sign up fresh prospects is known as 

recruitment. 

 

E-Recruitment refers to all operations carried out by an organisation using electronic mediums in order to 

attract a possible applicant. It is an important aspect of human resource management because it is 
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responsible for attracting human capital into the company (Barber, 2006). Traditional methods of 

recruitment, such as placing advertising in newspapers, waiting for CVs, enrolling in job exchanges, and so 

on, are being phased out by the introduction of internet technologies. The rapid advancement of technology 

has profoundly altered the way business is conducted, as evidenced by the growing number of 

organisations and individuals that use the internet and electronic mail. 

 

According to Handlogten (2009), the Internet was first used as a recruiting tool in the mid-1990s. The 

formal sourcing of employment information online is referred to as online recruitment, e-recruiting, cyber 

recruiting, or Internet recruiting (Galanaki, 2002). 

 

(Chapman, Uggerslev, Carroll, & Piasentin, 2005). The use of the Internet has radically changed the face of 

Human Resource (HR) recruitment and the ways organisations think about recruiting. 

  

 

   

 

 

  

 

 

 

E-Recruitment Techniques 

The sources for e-recruitment 32 Prior to the recent arrival of Web technology, people were becoming 

familiar with Web 1.0, which allowed them to easily and inexpensively publicise job offers while 

appealing to a bigger audience and enabling better application management. Three important features of 

Web 1.0 have been identified by Girard and Fallery (2010). 

 

Career websites - According to Girard and Fallery (2010), these websites serve a number of purposes, 

including increasing users' familiarity with a business, presenting an appealing impression of the employer, 

and, of course, generating applications. It has been established that applicants' decisions on whether or not 

to retain their applications are influenced by aesthetics, content, and function. This offers an advantage to 

those who can quickly and successfully adapt to the new environment, but a disadvantage to those who are 

unable to do so because it may lead to an inadequate number of applicants applying to the organisation, 

leading to an inefficient and financially unjustifiable recruitment process. 

 

Job Boards are the platforms that allow businesses to advertise their job openings to a big audience at a 

low cost and with access to a sizable number of CV databases (Girard & Fallery, 2010; Brenc, 2014). Job 

boards might be sector- or region-specific, such as lesjeudis.com in the information technology industry, or 
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they can be generalist, like monster.com. Specialized job boards offer more focused information, better 

adaptable research systems, and generally more qualified CVs (Girard & Fallery, 2010). 

 

Recruiting systems: According to Parry and Tyson's (2008) case studies, using both career websites and 

recruitment systems provides a number of advantages, including lower costs, more productivity, better 

client service, and a more strategic focus. Companies now have access to significant competency data bases 

thanks to the development of these various solutions. Applications for e-Recruitment 1.0 enabled them to 

communicate widely. It enabled the organisation to identify and manage its future core capabilities in order 

to gain a competitive edge (Girard & Fallery, 2010. (2010) Girard and Fallery However, Lee (2007) offered 

a more thorough explanation of the classification of Web 1.0 sources, which he classified into six main 

categories: 

General-purpose job boards, specialised job boards, hybrid recruitment services, E-Recruiting consortiums, 

general-purpose job boards, niche job boards, and corporate career websites round out the list. The 

viewpoints of the recruiters on these six criteria are summarised by Lee (2007). 

 

E-recruitment consortiums: E-recruitment consortiums are an inexpensive alternative to job boards for e-

recruitment (Rosoiu & Popescu, 2016). According to Lee (2007), the first employment consortium to be 

established was DirectEmployers.com. Through the use of a search engine, DirectEmployers.com directs 

job seekers to corporate Web sites (Lee, 2007). The possibility for dispute between these consortiums' 

members, according to Lee (2007), is one of their greatest drawbacks. 

 

Corporate career Web site: According to Lee (2007), a corporate career Web site is the "logical extension 

of e business applications." In order to recruit new employees, 94% of Global 500 corporations use their 

corporate websites (Maurer & Liu, 2007). Fortune 500 organisations are the most frequent users of 

corporate career websites as they have already created websites that receive a lot of traffic (Lee, 2007). Lee 

(2007) highlighted the drawback of a corporate career Web site's high start-up costs due to the necessity of 

robust information technology assistance. 
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Role of Recruitment in Organisations 

According to research, an organization's performance and its hiring and hiring processes are related. 

Companies with effective recruitment strategies outperform their competitors because they hire competent 

workers who are versed in their fields of specialty and who are a good fit for the organisational structure 

(Ekwoaba, Ikeije, & Ufoma, 2015). Reduced attrition, high employee motivation, improved financial 

performance, and increased creativity and innovation are all results of effective recruitment and selection 

(Boxall & Purcell, 2016). The credentials of personnel and the calibre of their relationships are the 

foundation of a company's strength. As a result, hiring excellent employees boosts organisational 

performance and creates a competitive edge for the company. Researchers have discovered that a business 

is more likely to achieve increased productivity and beneficial bottom-line effects, such as improved 

financial performance, if they successfully attract and choose suitable employees (Boxall & Purcell, 2016). 

 

Organizations can access a broad pool of people with a variety of talents and qualifications through 

recruitment efforts. The success of an organisation depends in large part on the careful selection of people 

who are the greatest match for different roles within the business (Ekwoaba at al., 2015). The hiring of 

competent and skilled personnel produces better-quality goods and services, which improve revenue. The 

optimal operation of organisations depends on the efficient implementation of the aforementioned human 

resource processes. Hiring staff with the necessary qualifications and experience to carry out certain 

organisational duties and promote the organization's goals is essential for achieving high productivity 

(Boxall & Purcell, 2016).  

 

Systemic, social, technological, and ecological factors could all be used to determine organisational 

performance, as indicated in Figure 1. The sustainability of the organisation is the systemic component, and 

it refers to the stability and expansion of the organisation that have been ensured through the high quality 

of its products and services and the safeguarding of its financial resources. Three factors could be used to 

evaluate it: organisational competitiveness, business partners' happiness (customers, shareholders, 

creditors, and suppliers), and the quality of the products and services. The managers must focus on the 

other organisational performance factors that generate and preserve added value if they are to attain the 

results related to this component. The social component, or value of the workforce, relates to the 

individuals who work for the company. It may be evaluated using five factors: first and foremost, employee 

commitment, organisational atmosphere, competences, and employee performance. Efficiency in 

processes, which is an aspect of technology, refers to the proper application of methods and tools, notably 

in the fields of operations and financial management. The economy of resources, productivity, and general 

profitability are the three factors used to evaluate it. The validity of the organisation is the ecological aspect 

of performance. Based on assessments from external organisations including the community, the 

government, and various interest groups, it describes the organization's position in its environment. Three 

criteria could be used to evaluate it: adherence to rules, social duty, and environmental responsibility.  
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The recruitment process is essential to an organization's ability to secure high-quality human resources 

(HR), as it allows them to select the most qualified candidates from among the many applicants to fill open 

positions. According to Smith (2004) and Walker (2009), recruitment is a process of luring people in a 

timely manner,at the appropriate moment and in sufficient numbers. Mayson and Barret (2006) state that 

the recruitment process includes, identifying and choosing candidates who are expected to possess the 

desired qualities, skills, passion, and ability to benefit their companies The hiring process is more than just 

a procedural exercise to gather potential candidates for jobs. It must be a significant undertaking for the 

organisation to assist Errors in the recruitment and selection processes will result in fatal new issues for the 

company in the future because they are the initial stage and serve as the entrance for new personnel. 

Agbola et al. (2011) confirm that new employees are anticipated to be more satisfied for the purpose of 

recruitment and selection efforts to get the suitable people in open jobs. The success or failure of an 

organisation can also be attributed to its recruitment and selection strategies, according to Cameron et al. 

(2010). This is because the recruitment process and selection activities must be conducted seriously by 

using established standards in order to produce candidates who are truly expected by the organisation. 

E-Recruitment and organisational effectiveness 

Ruel et al[26] .'s discussion of a subject that is already well-covered, such as the evolution of the work 

relationship, was noteworthy. According to them, a shift to E-HRM can offer the resources to support such 

development, and the explosive expansion of IT and its limitless potential for HRM have ushered in a new 

academic era that is particularly concerned with the integration of both fields. Organizational effectiveness 

results from enhancing an organization's performance or adding value. 

 

The calibre of an organization's workforce has always played a significant role in its capacity to expand 

and meet changing client demands. This relationship is much more important today because it develops in 

the Human Resources Management department (HRM). The creation of effective and efficient 

organisations is the department's principal objective. People in the e-Business: New Challenges, New 

Solutions by Wright & Dyer (2000) claimed that "Human Resources functions can become important 

partners in fostering success, but doing so requires that Human Resources shift its emphasis, its role, and its 

delivery systems.  

 

Electronic Human Resource Management includes e-recruitment (e-HRM).It is regarded as one of the most 

widely utilised e-HRM solutions by businesses. Erecruitment is the process of using the internet to find and 

hire potential employees for a company. Online recruiting, usually referred to as e-recruitment, is the 

process of evaluating, interviewing, and employing employees using online technologies, notably websites 

(Dhamija, 2012). According to (Greer, 2003), a number of factors, including the Internet, e-mail, fax 

machines, cable modems, digital subscriber lines, personal computers, various types of 

telecommunications, and express mail, have made it possible for many employees to telecommute from 

home. 
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There are two main ways for businesses using online recruiting to draw visitors into the application pool. 

First, businesses can rely on independent contractors that publish job postings on a website that lists open 

positions. An alternative is for an organisation must establish and maintain a dedicated website for posting 

job opportunities ads and supporting materials for the business (Braddy et al, 2006). 

With the use of the online recruitment system, the recruiter must make sure that the Candidates fit the 

objectives and character of the company. This goal is accomplished in the a population that is becoming 

more and more varied. The organisations of today would have workers from various cultural backgrounds, 

educational systems, talent pools, and technological skills, languages, customs, and individual traits. 

Considering the workforce's diversity helps the company expand its intellectual capital and open up new 

markets.  

To be able to determine which individuals can fit into an organisation according to the organization's 

requirements and standards, recruiters should have strong computer, communication, and negotiation skills, 

thus they must be aware of the organization's mission. To locate the best and brightest individuals, 

recruiters should scour the Internet for suitable applicants and make advantage of social media networking. 

Giving personal information online can raise security concerns because one of the main risks in e-

recruitment is that it could be exposed or used inappropriately by others. Being competitive in today's 

competitive market relies more on the abilities of management and the workforce than it does on traditional 

capital, and hiring skilled employees can help businesses grow. 

 

 

 

 

 

 

 

 

 

Figure 1. Organizational Effectiveness Model 

 

Every organisation has a goal, and it is managed to achieve that goal. As long as managers maintain the 

calibre of the goods and services and the contentment of the key stakeholders, they will exist. However, 

these outcomes are made possible by the labour put in by the team members who are dedicated to the 

organisation, the effectiveness of the organisational procedures, and the organization's standing in the 

community. Managers, however, typically focus on achieving results that the board of directors values 

(Finkelstein & Hambrick, 1996). In other words, if the profitability criterion or the profit per share were 

used to evaluate their own performance, they would probably perform well. What gets measured, gets 

done, according to Tom Peters. Lean management systems are frequently used by managers that adhere too 

tightly to financial performance measures. In addition to adopting a short-term view that may be 
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detrimental to the long-term viability of the business, managers who are exclusively concerned with 

financial performance may also be detrimental to other stakeholders (DeBusk et al., 2003; Beu & Buckley, 

2003).  

 

The relationship between inputs and outputs is formalised by economists as a production function, which is 

essentially a mathematical function that indicates how many outputs a process will produce given a certain 

quantity of inputs. the ratio of output to efficiency Efficiency optimization refers to getting the most 

outputs from a given number of inputs. In our scenario, both the shape of this production function and the 

coefficients linking its parts are unknown. But instead of attempting to characterise the Wikipedia 

production function, our goal is to determine whether populations speaking various languages are less (or 

more) effective than others. Taking after Farell (1957; tinyurl.com/b7apobr), the "border production 

function" can be used to compare the relative efficacy of several producers. This tool indicates which 

producers are effective for different input-output combinations. In other words, the producers who have the 

highest outputs for a specific combination of inputs make up a sample of producers who are said to be 

efficient. It should be noted that this definition of efficiency is relative rather than absolute; the term 

"efficiency" does not have any theoretical significance. The "return to scale" question, which asks whether 

a large project may be more efficient because of its size (for example, in a larger and better known project, 

it is easier to attract new producers) or possibly less efficient because of the overhead of coordinating more 

participants, is another factor to take into account when analysing the efficiency of production. 

 

The shift in what customers want from their RPO providers has caused a dramatic change in the industry 

makeup over the past five years (Gale, 2015). RPO appears to be on the rise since in-house hiring 

consumes a significant portion of the budget and because the procedure always yields significant savings 

for the organisation (Sheehan, 2009; Cicek and Ozer, 2011). Additionally, RPO has many advantages, 

including faster and more efficiently completed tasks than any other HR function, business process 

outsourcing, or human resource outsourcing (Shelgren, 2004; Won and Kim, 2007). As a result, a business 

may give its HR managers a lot of free time to work on other important tasks (Woodlock, 2006). 

Additionally, RPO can deliver the highest calibre of applicants, cut hiring time and costs, and improve 

HR's reputation both internally and internationally (Wright et al., 1994). Additionally, RPO helps to boost 

internal branding by preparing outsourced workers to serve as effective brand ambassadors for the 

company by coordinating their impression of the brand with that of other in-house workers (Wood and 

Collings, 2009). 

 

The literature on social and environmental accounting makes substantial use of legitimacy theory as a 

framework for understanding external reporting behaviour (Deegan, 2002, 2014). Strategic and institutional 

methods make up two major strands of legitimacy theory that Suchman (1995) articulated. Strategic and 

institutional methods are used to summarise the broad literature on organisational legitimacy by Suchman 

(1995)[1]. The strategic approach places a strong focus on legitimacy as an operational resource that 
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organisations manage for their own purposes. Institutional legitimacy highlights the influence of outside, 

cultural, and contextual elements on the creation of organisations and the metrics used to assess them. 

Additionally, each thread is separated into pragmatic, moral, and cognitive dimensions. 

 

Conclusion: 

The success of an organisation is greatly influenced by the careful selection of individuals who are the best 

fit for various positions within the company. Hiring knowledgeable and experienced workers result in 

higher-quality goods and services and organisational effectiveness. The effective use of the aforementioned 

human resource processes is essential to the smooth operation of organisations. High productivity requires 

hiring personnel who have the training and experience to carry out certain organisational tasks and advance 

the organization's objectives. Hence to conclude a good Recruitment paves way for effective working of 

organisation in terms of sustainability, process efficiency, organisational legitimacy and personnel worth. 

E- recruitment has always made Recruitment more effective in accomplishing the objectives of 

recruitment. Career websites,job boards, recruiting systems, E- Recruitment consortiums, corporate career 

websites have their own advantages that strengthens the recruitment process. 

References:  

 Aaker, D.A. (1989) Managing Assets and Skills: the key to a sustainable competitive advantage. 

California Management Review, 31, 91-106. 

 Abrams, J., & In Zweig, C. (1991). Meeting the shadow: The hidden power of the dark side of 

human nature. Los Angeles: J.P. Tarcher. 

 Barber, L. (2006). e-Recruitment developments. Retrieved March 1, 2013,  

 Barrett, R., Neeson, R. and Billington, L. (2007), "Finding the “right staff” in small 

firms", Education + Training, Vol. 49 No. 8/9, pp. 686-697. 

 Boxall, P., & Purcell, J. (2000). Strategic Human Resource Management: Where Have We Come 

from and Where Should We Be Going? International Journal of Management Reviews, 2, 183-203. 

 Cole, G.A. (2002) Personnel and Human Resource Management. 5th Edition. Continuum Publisher, 

London. 

 Chapman, D. S., Uggerslev, K. L., Carroll, S. A., Piasentin, K. A., & Jones, D. A. (2005). Applicant 

Attraction to Organizations and Job Choice: A Meta-Analytic Review of the Correlates of 

Recruiting Outcomes. Journal of Applied Psychology, 90(5), 928–944. 

 Dhamija, P. (2012). E-Recruitment: A Roadmap towards E- Human Resource 

Management. Researchers World, 3, 33. 

 Ekwoaba, J.O., Ikeije, U.U., & Ufoma, N. (2015). The Impact of Recruitment and Selection Criteria 

on Organizational Performance. 

 Galanaki, E. (2002). The Decision to Recruit Online: A Descriptive Study. Career Development 

International, 7, 243-251. 

 Girard, A., Fallery, B., & Rodhain, F. (2013). Integration of Social Media in Recruitment: A Delphi 

Study. 

http://www.jetir.org/
https://www.emerald.com/insight/search?q=Rowena%20Barrett
https://www.emerald.com/insight/search?q=Robyn%20Neeson
https://www.emerald.com/insight/search?q=Leo%20Billington
https://www.emerald.com/insight/publication/issn/0040-0912


© 2022 JETIR August 2022, Volume 9, Issue 8                                                     www.jetir.org (ISSN-2349-5162) 

JETIR2208204 Journal of Emerging Technologies and Innovative Research (JETIR) www.jetir.org c43 
 

 Maurer, S.D., & Liu, Y. (2007). Developing effective e-recruiting websites: Insights for managers 

from marketers. Business Horizons, 50, 305-314. 

 Mithas , S., & Rust, R. T. (2016). how information technology strategy and investments influence 

firm performance: conjecture and empirical evidence1. MIS Quarterly, 40(1), 223-245. 

 Parry, E., & Tyson, S. (2008). An analysis of the use and success of online recruitment methods in 

the UK. Human Resource Management Journal, 18, 257-274. 

 Rynes, Sara L. and Barber, Alison E. , "Applicant Attraction Strategies: An Organizational 

Perspective" (1989). CAHRS Working PaperSeries. Paper 412 

 Rosoiu, O., & Popescu, C.C. (2016). E-recruiting Platforms: Features that Influence the Efficiency 

of Online Recruitment Systems. Informatică economică, 20, 46-55. 

 Wright, C. M., Moorin, R., Pearson, G., Dyer, J. R., Carapetis, J. R., & Manning, L. (2021). 

Increasing incidence of invasive group A streptococcal disease in Western Australia, particularly 

among Indigenous people. Medical Journal of Australia, 215(1), 36-41. 

 

 

 

http://www.jetir.org/

