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ABSTRACT

We are living in the computer age; Organizatiorstagginning to depend on the Internet for all typlelsusiness
activities including online recruitment — more ptaply referred to as E-recruitment. E-Recruitmeesatibes a range of e-
business technologies designed specifically foruitars who encourage new candidates to applydbs pnline. Online
job sites have revolutionized the recruitment l@age for both employers and job seekers and largeheased the

efficiency with which hiring decision can take padRecruitment througiorld Wide Web(WWW) provides global

coverage and ease. The use of online recruitmetitade is now widespread among many organizatiodstarelps for a
better understanding of where the talent congreg@ee of the key challenges of using online jopliagtions is that
many candidates see the internet as a way to &mpiyultiple jobs without adequately addressinggsbkection criteria. In
terms of HRM, the internet has radically changed tacruitment function from the organizational gob seekers'
perspective. The job seekers send their applicatarncurriculum vitae (CV) through an e-mail usithg Internet. Job
seekers get benefited with the internet era and séarching the jobs on internet. This study exasithe result of a
survey on how users utilize e-recruitment to sedochiobs and their perception to pursue the jolsafnple of fifty final
year students who are pursuing under graduationpastigraduation answered the questions regartiig intention of

using the e-recruitment.
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INTRODUCTION

Technology is opening new horizon of success. Bashade shows that rapid increase in technologygeeater
flow of information via internet enables peopleltmk for information and resources. The result lué trapid use of
technology, job seekers are increasingly turninghtointernet for searching the employment. (Hasssam and Syeda
Nimra Batool 2013). E-recruiting is the practicesl activities carried on by the organization thi@tzes electronic means
to fill open positions effectively and efficientlfthe e-recruiting is a system enabled, “anytimeptage”, ubiquitous

system for both job seekers and recruiters. (Tamsas- coronas, Mario Arias — oliva, 2005)

The internet has caused the largest change tetheitment landscape acting as a conduit betwegaogars and
job seekers. Technology has enabled corporate testend job seekers to become more sophisticateiactive and to

connect globally 24 hours a day, 7 days in a wlakda Barber, 2006).

Connecting the job seeker and the employer becoasy, €ast and cost effective. Internet tools ermble

employees/recruiters to reach a wider pool of pg@kmpplicants and to fill positions faster in bua competitive
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environment. It's completely on the employer howake the concept of E-Recruitment further. (Nehar&a, 2014).
E-RECRUITMENT

The buzzword and the latest trends in recruitmethé “E-Recruitment”. Also known as “Online re¢noént”, it
is the use of technology or the web based toobssist the recruitment process. E-Recruitmentadatest trend in the
recruitment process and it has been adopted in rmaganizations from large to small-sized compariiésny companies
use e-Recruitment to post jobs and accept resum#seolnternet, and correspond with the applicagte-mail. (Shahila
& Vijayalakshmi, 2013)

Online recruitment and the use of new emergingrteldgies have many advantages for the modern tecrui
makes the process of finding candidates and nemémsss opportunities quicker, cheaper and moreieffic The internet
has caused the largest change to the recruitmenegs in the past decade acting as a link betwegtogers and job

seekers. (Pavitra Dhamija, 2012)
JOBSEEKERS

The job seeker is the person who desires for aljbbre are two kinds of job seekers

a) Active Job Seekers:The candidates who frequently search for a jotabse of one reason other, viz; better
opportunity for growth, personal reasons to chaamyk professional reasons etc. Commercial job bf@odals have truly

complimented with their needs.

b) Passive Job Seekerd?assive candidates are those workers who areunr@intly planning to change their jobs
but still they regularly surf the internet for aope of million reasons during their normal routiSich candidates may
come across new job opportunities and simply diegir tresumes on internet. Corporate websites igrtbst preferred

destination for passive job seekers. (Pavitra DfsraD12).

OBJECTIVES
» To examine the jobseekers opinion on e-recruitment
* To analyze the perception behind jobseekers decisiase online recruitment.
» To study the effectiveness of e-recruitment.

SCOPE OF THE STUDY

The scope of the study is to find the effectiverass-recruitment among women job seekers anchtb\iihether

e-recruitment sites increases the chance of findingppropriate job in a clear and understandablener.
NEED OF THE STUDY

The need of the study is to find that how far erngment is more effective than accredited recraittmagencies,

paper and print and to find whether it providesanymities to get career information for job sesker
Limitation

The respondents are the final year UG and PG Stsi@dewl the results can not be generalized.

Impact Factor (JCC): 4.9926 Index Copernicus Value (ICV): 3.0
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LITERATURE REVIEW

Literature reveals that job related and organimatielated information is necessary for attractiérpotential
applicants whereas, information about organizaisoimportant to influence the intentions of apptitéhat highlight the

person-organization fit. (Hassan Imam and SyedardlBatool, 2013).

In his study, (Linda Barber,2006) emphasized thatarganizations mostly uses the internet at et £nd of the
recruitment process to provide and promote infoimnatbout the company , advertise positions aneivecCV’s

electronically, whereas only a few actually usieitsearch , screen or test candidates.

Internet is widely used by job seekers; hence comegashould invest to establish the e-recruitmefnastructure which is
indeed economically sound as compared to traditisparces.(Naveed R. Khan, Marinah Awang, Arsalan Mujahid
Ghouri, 2013)

METHODOLOGY

e A structured questionnaire was framed and it cesmgié demographic questions, ranking questions mpadint
likertscales.

*  For this study, 50 respondents have been chosen@® and PG Students in the higher educationaitirisin in

Coimbatore using convenient sampling method.

* The collected data was analyzed by using the Stafistools such as percentage analysis, weightedage

method, chi — square and Friedman’s Rank Test
» The Reliability test shows cronbach’s Alpha Valgeda815 which is highly reliable.
ANALYSIS AND INTERPRETATION

Tablel: Percentage Analysis —Demographic Variables

Demographic Factors Particulars Frequency Percent
<=20 25 50.0
Age (years) 21-25 23 46.0
>25 2 4.0
Qualification Under Graduation 25 50.0
Post Graduation 25 50.0
. Married 4 8.0
Marital status -
Unmarried 46 92.0
<1 a7 94.0
Usage(in years) 1-3 2 4.0
3-5 1 2.0

Source: Primary Data
Findings

» 50% of the respondents are under the age of lessdhequal to 20 years, 46% of the respondentbetieeen

21-25 years, 4%o0f the respondents are >25years old.

» 50% of the respondents are UG and remaining 50ponekents are PG.
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» 8% of respondents are married and 92% are Unmarried

*  94% of the respondents use e-recruitment for <1y&%4r of the respondents use e-recruitment for &%yand

2% of the respondents use e-recruitment for 3-Bsyea

Table 2: Job Seekers Opinion on E-Recruitment UsingVeighted Average Method

A. Kumudha & Saranya Priyadarshini. C

TABLE SHOWING WEIGHTED AVERAGE SCORE
Influencing Factors SA A N DA SDA | Total Score N
Score
Comfortable 30 52 72 12 1 167 334
Increase in Job 25 76 54 16 0 171 34.2
Look for job 50 96 42 4 0 192 38.4
Clear and Understandable 25 76 54 16 D 171 342
No Mental Effort 25 96 48 10 0 179 35.8
Easy to use 45 88 48 6 0 187 37.4
Skillful 50 48 69 10 0 177 35.4
Family Influence 5 56 54 30 2 147 29.4
Friends Influence 60 68 39 12 2 181 36.2
Peers Influence 40 80 60 4 0 184 36.8
Effective than paper 65 52 51 14 0 182 36.4
Effective than agency 45 64 48 18 0 175 35
Opportunity 40 72 54 12 0 178 35.6
Career information 60 100 27 8 0 195 39

Source: Primary Data

Inference

From the table it can be inferred that getting entrcareer information by using e-recruitment hhigh mean
score of 39 and decision to use e-recruitment &ithsenced by family members have the least meamesof 29.4. It
shows that most of the respondents strongly agreeaiding e-recruitment for current career informatand strongly

disagree for family member’s decision to use etigtrent sites.

Chi-Square Analysis

A chi-square test is a statistical test commonlgdu$or testing independence and goodness of fitidg
independence determines whether two or more oltsemgaacross two populations are dependent on @heh.

RELATIONSHIP BETWEEN AGE AND EFFECTIVENESS OF E-REC RUITMENT IN OVERALL
RETURN ON INVESTMENT ON THE BASIS OF COST, TIME & T ECHNOLOGY

Table 3
COST TIME TECHNOLOGY
Asymp. Asymp. Asymp
PARTICULARS Value | df Sig. Value | df Sig. Value | df Sig.

(2-Sided) (2-Sided) (2-Sided)
Pearson Chi-Square 7.973 9 0.537 9.8)7 9 0.36 216 0.903
Likelihood Ratio 9.033 9 0.434 11.158 9 0.265 2.9166 0.819
Linear - by -Linear 2.717 1 0.099 3.15:3, 1 0.076) 06.3| 1 0.581

Impact Factor (JCC): 4.9926

Index Copernicus Value (ICV): 3.0
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Association
N of Valid Class 50 50 50
Source:Primary Data
Cost
Null Hypothesis: There is no association between age and costrecrditment
Alternative Hypothesis: There is an association between age and cost esrbitment
INTERPRETATION

Result-There is no significant associatig@ € 7.973, p > 0.005) between age and cost. Ashirsquare sig.
value (p = 0.537) is greater than 0.05, the nytidtigesis is rejected and alternative hypothesaséepted.

Time
Null Hypothesis: There is no association between age and Time @tiEitment
Alternative Hypothesis: There is an association between age and Time ati@itment
INTERPRETATION

Result—There is no significant associatiq2 & 9.870, p > 0.005) between age and time. A<Hiequare sig.
value (p = 0.361) is greater than 0.05, the nytidtigesis is rejected and alternative hypothesaséepted.

Technology
Null Hypothesis: There is no association between age and Technolo@recruitment
Alternative Hypothesis: There is an association between age and Technoloyrecruitment
INTERPRETATION

Result—There is no significant associatig@ € 2.170, p > 0.005) between age and Technologyha chi-square
sig. value (p = 0.903) is greater than 0.05, tHehypothesis is rejected and alternative hypothesaccepted.

RELATIONSHIP BETWEEN AGE AND EFFECTIVENESS OF E-REC RUITMENT IN OVERALL
RETURN ON INVESTMENT ON THE BASIS OF SEARCH, RESPONSE AND SUPPORT

Table 4
SEARCH RESPONSE SUPPORT
PARTICULARS Asymp. Asymp. Asymp.
Value | df Sig. Value | df Sig. Value | df Sig.
(2-sided) (2-sided) (2-sided)

Pearson Chi-Square  6.707 9 0.668 7.286 9 0.6Q7 421199 0.217
Likelihood Ratio 7.341 9 0.602 8.22 0 0.512 7.883 9 0.546
Linear - by -Linear | 4 yp5 | 1| 0871 0.264| 1 0.607 0794 |1 0.373
Association

N of Valid Class 50 50 50

Source: Primary Data
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Search
Null Hypothesis: There is no association between age and searEhrecruitment.
Alternative Hypothesis: There is an association between age and searckr@eritment.

INTERPRETATION

Result-There is no significant associatig® € 6.707, p > 0.005) between age and search. éslthsquare sig.
value (p = 0.668) is greater than 0.05, the nufidiliesis is rejected and alternative hypothesaségpted.

Response
Null Hypothesis: There is no association between age and RespariSeecruitment.
Alternative Hypothesis: There is an association between age and Resporiseamuitment.

INTERPRETATION

Result-There is no significant associatig2 € 7.286, p > 0.005) between age and search. éslthsquare sig.
value (p = 0.607) is greater than 0.05, the nytidtigesis is rejected and alternative hypothesaséepted.

Support
Null Hypothesis: There is no association between age and Suppdttrearuitment.
Alternative Hypothesis: There is an association between age and Suppd@irearuitment.

INTERPRETATION

Result-There is no significant associatiqgf € 11.942, p > 0.005) between age and Supporthéd<shi-square
sig. value (p = 0.217) is greater than 0.05, tHehypothesis is rejected and alternative hypothesaccepted.

Representing Ranking
Primary Drivers behind the Decision to Pursue E-Rewitment
Table 9

ot ooorindng |
Cost 2 2.86
Time taken 1 2.66
Volume of job openings 3 3.02
\Wide Search 4 3.06
Test Statistics

N 50

Chi-Square 5.984

Df 4

Asymp. Sig. .200

Source Primary Data

Impact Factor (JCC): 4.9926 Index Copernicus Value (ICV): 3.0
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INFERENCE

It can be seen that time taken to search for theje ranked higher by the participants and bédtdrfor finding
suitable job is ranked the least. It shows thatttaken to search a job is the main primary dribedsind the decision of

job seekers to pursue e-recruitment.
CONCLUSIONS

The results of the study suggest that-recruitmesttieen accepted and it is being used as the swmuficel the
job placement among job seekers. The use of eitemt Encourages job seekers to find an apprepjdt through the
sites. It can be concluded that women job seekersising e-recruitment widely. But still there @@me of them are not

comfortable in disclosing personal informationdti gites.
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