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EXECUTIVE iSUMMARY: 

 
Recruitment iis ia ipart iof ithe iHuman iResource imanagement iof ian iorganisation iwhich iis iof 
imajor iimportance ias iit ihelps ian iorganisation iin ifinding isuitable icandidates ito iwork 

itowards ia icommon igoal. iThe iHR idepartments iof iorganisations icontinuously iwork itowards 

ioptimising icurrent irecruitment ipractices ito isource, iscreen iand ionboard ithe ibest ifits ifor 

itheir iteams iwhile iattempting ito ireduce ithe icost, itime ito ihire iand iprovide iflexibility ito ithe 

icandidates ito iensure itheir iretention iwithin ithe iorganisation. 
 
The iCOVID ipandemic iis ihaving ia iconsiderable iinfluence ion ithe ibusiness isector iand ialso 

ioffices. iThe ieffect imight ibe iseen iin iseveral isectors, iventures, iand iemployment isettings. 
iCOVID-19 ihas iactually iled ito iconsiderable ichanges iin iour imodes iof icommunication, ithe 

iway iwe iwork, itransport, ias iwell ias iother ieveryday iactivities, ialong iwith ichanges iin ithe 

ibasic iprinciples iand ipractices iof istaff irecruiting. iIt ihas iforced ius ito iadapt ito iand 

iconcession iwith ithe isituation ithroughout. iWhatever ithe iconditions, ithe iglobe iand ialso iits 

iorganizations ineed ito icontinue ito ifunction. iBusinesses itoday iare ihectic icreating inovel 
imethods iof ihiring iwhile imaintaining isocial irange icriteria iin imind iin iorder ito iachieve itheir 

iorganisations' irecruitment iobjectives iwhile icontinuing ito iwork ias iusual. 
 
As ia iconsequence iof ithe icrisis, iorganisations iadopted ian ionline-recruitment iprocess ifor 

icontinuing iwith itheir irecruitment ipractices iand iintegrating iit iwith ithe iwork-from-home 

imodel iof ithe iorganisation. iEven ithough iit iwas ithe ineed iof ithe ihour, iit iis iimportant ifor 

icandidates ito ihave ifaith iin ithe inew iprocess isince iit iaffects itheir ipossibility iof iselection iin 

itheir idream iorganisations. iThus ithis istudy iis itargeted iat ithe iworking iprofessionals iwho 

ihave iundergone ithe iprocess iof ionline irecruitment iand ito iunderstand itheir iperspective 

itowards ithe isuccessful iadministration iof ionline ipractices ito ianalyse itheir iskill, iknowledge 

iand ifitment iin ithe iorganisation. 
 
With ithe ihelp iof ithis istudy, iwe ifound ithat ithere iis ia igeneral ipositive ioutlook iof icandidates 

itowards ithe ionline-recruitment iprocess iand ithey ihave iconfidence iin ithe isame. iOwing ito 

ithis, iit ican ibe ithought iof ias ia iprocess iwhich ican ibe iadopted iby ithe iorganisations ieven 

iafter ithe ipandemic iends. 
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1. iINTRODUCTION 
 
 
1.1 iBackground 
 
1.1.1 iImportance iof iRecruitment iin ian iOrganisation 
 
Recruitment iis icrucial iin iHR imanagement isince iit iensures ithat iemployees ithat ilook ito ijoin 

ithe iorganisation iare ia igreat imatch ifor ithe icompany, iwhile iadditionally iexhibiting ithe 

iprofessionalism iof ithe ientire iorganisation ifrom ithe imoment ia iprospective iworker ichooses 

ito isign iup iwith. iMoreover, ihiring iadvertises ia iselection iof iconsiderable ibenefits isuch ias 

igetting icertified iemployees, iguaranteeing isocial ifit, isaving itime iand imoney, iboosting 

iemployee ihappiness, iand iensuring ia isolid ibusiness iimage. 
 
Locating ithe iappropriate iindividual ifor ithe iappropriate iposition iis iessential iin itoday's 

itransforming ienvironment. iFirms irely iupon icompetent iresources, iyet ifinding ithem imay ibe 

icostly. iMany ibusinesses iuse ia ibasic ihiring iprocedure ithat iincludes ievaluating iresumes, 
igroup idiscussions, iinterviews, iand ipsychometric iscreening. iFirms iare ishifting iand 

iadopting itechnology, iaccording ito iresearch. iWithout ideserting ithe iidea iof ibeing iglobal iin 

isocial iaspects, ian ie-recruitment isystem ican iminimize irecruiting iprices. iMost iorganisations 

ineed ito iconcentrate ion icreating ian ionline irecruitment imethod ithat ienables ithe 

iestablishment iof iconcrete ipre-made iprofiles. 
 
HR imanagers ican isuccessfully iensure ithat ithey iare iable ito ihire ia igifted iteam ithroughout 
ithe irecruiting iprocedure. iThis iimplies ithat ibusiness iwill icertainly ihire ipeople iwhose 

icapacities iare ia igreat isuit ifor ithe icompany's ipresent idemands. iMoreover, ivia irecruiting, 
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iorganisations iobtain ithe ipossibility ito iacquire inew icapabilities ithat ipossible iworkers 

ipossess ithat ido inot icurrently iexist iwithin ithe iorganisation. 
 
This iis iimportant isince ihuman iresource imonitoring imight iflourish iby imeans iof irecruiting 

iconsidering ithat ithey ican ilead ithe iorganisation iin isituating iskills ithat iwill icertainly ibe 

iincredibly ihelpful ito ithe iwhole iorganisation. iAdditionally,abilities irequired ito ifill ijobs iin 

iteams ito iensure ithat ia igroup istrives ifor ihigh iproductivity idegrees ito iobtain idesired 

ioutcomes ias iwell ias iwork isuccessfully iin ithe idirection iof igoals imay ibe iquickly iobtained 

iwith ia iHR idepartment iperforming irecruiting iprocesses. 
 
HR iManagers ican isuccessfully iensure ithat ithey ican isave itime iand imoney ifor ithe 

iorganisation ithrough ithe irecruiting iprocess. iThis iis ievident iwhen iHR imanagers iguarantee 

ithat iduring ithe ihiring iprocess, ithey iwill isuccessfully ihire ithe iproper iperson ifit ito ifulfil 
iorganisational iobjectives iin iorder ito iprevent ispending itime iand imoney ihunting ifor ianother 

iemployee iif ithe irecruited iemployee idoes inot imeet iexpectations. 
 
 
 
 
 
 
 
There iare i7 iactions iin ithe irecruitment icycle: 
 
 

Steps iof iRecruitment 

Step i1:Identify ithe ihiring ineeds 

Step i2: iPrepare ijob idescriptions 

Step i3: iDevise irecruitment istrategy 

Step i4: iScreen iand ishortlist icandidates 

Step i5: iConduct iinterviews 

Step i6. iEvaluate iand imake ithe ioffer 

Step i7. iOnboard ithe inew iemployee 

 i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i iFigure i1.1 iSteps iof irecruitment 
 
 
The ifirst istep ito ian ieffective iemployment iprocedure iis ithe iidentification iof ithe ibusiness's 

iexisting ihiring-needs. iRecognizing ithe ikind ias iwell ias ireason ifor iopenings ican ibe idone 

iby itaking ia ilook iat ifor iany iperformance ivoids, iskill-fitment ias iwell ias iproficiency iproblems 

ithat irequire ito ibe icovered, iexcessive iworkload iprovided ito ia iteam ibring iabout ineed iof 
inew ihires ior ijob ideveloped iby ia iworker iretiring ior ileaving ithe iorganisation. iArticle 
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irecognition iof iopenings,job idefinition ican ibe istarted iwith iwhich iincludes idescribing ithe 

icertain iwork iskills ineeded iconsisting iof ithe iyears iand itype iof iexperience ineeded, 
itechnological iabilities ias iwell ias iunderstanding ietc. 
 
Specifying ithe iwork iplacement, iresponsibilities, iand ialso iduties ias isoon ias ione ihas 

iidentified ithe iabilities, iexpertise, iand iexperience ispaces ithat ishould ibe iloaded icon ilaw ias 

ithe i2nd istep iof iemployment iprocedure. iA icomplete itask isummary inotifies iyou iof iwhat ito 

isearch ifor iin ipossible iprospects. iIt ialso iserves ias ia ichecklist ifor icandidates ito icomplete 

iprior ito idetermining iif ithey iare iqualified ifor ithe iblog ipost iand iapplying-resulting iin ieven 

imore iappropriate iprospects. 
 
A ijob idescription iought ito iconsist iof ithe ilist ibelow ielements: 
 
 

 
 
 
 
 
 
 i i i i i i i iFigure i1.2 iElements iof ia ijob idescription 
 
 
When ithe iJD iis iprepared, ithe i3rd istep iis ito ispecify ithe istrategy ifor irecruitment. iThis iis 

ithe istage iat iwhich iyou ifigure iout iexactly ihow ito ihire ias iwell ias imaintain ithe ibest ileads. 
iYou imust iexamine iif iyou ican isituate ian iappropriate iprospect iwithin ithe iorganisation ior 

iwhether iyou irequire ito iemploy ifrom ioutside. iFactors ito iconsider ito ibe imade iprior ito 

idecision iof ithe imethod iare ias ifollows: 
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 i ii iFigure i1.3 iFactors iconsidered ifor idesigning irecruitment istrategy 
 
 
After icreating ithe irecruitment istrategy icomes ithe ifourth istep, icandidate ishortlisting. 
iDeloitte's iHuman iFunding iTrends iRecord ifinds ithat ias iorganisations ibegin ito iembrace 

ithe isuggestion ithat irecruiting iand imaintaining igifted iemployees irepresents ia icompetitive 

iadvantage, iHR idepartments iare ibeing itasked iwith irevamping ieverything ithey ido iin iorder 

ito ialter ithe iway iorganisations iemploy, ihandle, ias iwell ias isustain itheir ipeople. 
iNonetheless, ithe imore ithings ialter, ithe ieven imore ithey iremain ithe isame. iDespite ithese 

iadjustments, ithe itraditional iproblems iof irecruiting icontinue, isuch ias ihow ito ifind, idraw iin, 
iscreen, iand ichoose ipotential icustomers. iShortlisting iis ioccasionally ione iof ithe imost 
idifficult iand ilengthy istage iof ithe irecruiting iprocess. 
 
Shortlisting iis ithe iprocedure iof ichoosing icandidates ifrom iyour icandidate ipool ithat iideal 
isatisfy ithe irequired ias iwell ias ipreferred icriteria ifor ithe iopen ireq iand ithat iyou iintend ito 

iahead ito ithe inext istage iof iyour irecruiting iprocedure, iwhich iis iusually isome itype iof 
imeeting. iSimply iput, imake ia i"list" iof ipotential icustomers iwith iwhom iyou iwish ito italk. 
iShortlisting itakes iplace iafter isourcing i(recognizing ias iwell ias ihiring icandidates) iand 

ibefore italking ito iand ialso ifurther iexamining iprospects iin ithe iemployment iprocess. 
iScreening iand ialso ishortlisting iare ioften icarried iout isimultaneously: iwhen iyou iscreen 

iresumes ifrom iprospects, iyou ishortlist ithe ileading iones ito icontinue ibetter. iA idetailed 
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ishortlisting itreatment iinvolves ia inumber iof itechnical ias iwell ias ilawful iconcerns. iThe 

iprocedure iof ishortlisting ihas iactually ibeen ienveloped iin ithe iflow ichart ilisted ibelow: 
 
 

 
 
 i i i i i iiFigure i1.4 iProcedure iof icandidate ishortlisting 
 
 
Step i1: iEstablish ithe istandards ifor ishortlists. 
 
These iare ithe ibasic ias iwell ias ioptimal ijob idemands, iin iaddition ito ithe ivery ilittle idegree 

ithat ithe ishortlisted iapplicant iought ito ihave. iThese ifactors ineed ito ibe iconnected ito 

ion-the-job iefficiency iand ineeds ito ipreferably ibe iconsisted iof iin ithe ijob isummary.Creating 

ithe iproper icriteria ineeds istriking ian iequilibrium ibetween irequirements ithat iare ihigh 

isufficient ito iguarantee ioutstanding ihigh iquality iapplicants iadvancement, ibut inot iso istiff 
ithat iyou iare iscreening iout ia ilot iof iskilled ipeople. 
 

●​ The ishortlist istandards iought ito ibe ibased iupon ithe iattributes iand ialso 

icharacteristics iof itop-performing ipeople ipresently iin ithe ifeature. 
 

●​ The ishortlist istandards ineed ito inot iconsist iof iown ijudgement ior idigestive itract 
isense ion iwhat isupervisors ibelieve iare ineeded ifor isuccess ias iwell ias iindividual 
isimilarities ibetween icandidates iand ialso iemployers ior iworking iwith isupervisors. 
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Essential iCriteria iVs iDesirable iCriteria: 
 
The idistinction ibetween iessential iand idesirable icriteria: iEssential icriteria iare ithose ithat ia 

icandidate imust imeet iin iorder ito ibe ithought iabout ifor ithe isetting. iA ibasic iinstance iof ia 

irequired icondition iis iwhether ithe iprospect iis ilawfully iallowed ito ioperate iin ithe icountry. 
iThese itypes iof istandard iare itypically ireferred ito ias i"knockout iinquiries" ibecause ieither 

ithe icandidate ipossesses iit iand imight iproceed, ior ithey ido inot iand iare iquickly iremoved. 
 
Desirable icriteria, ion ithe iother ihand, iare ithose ithat iwould icertainly imake ia iperson ia ifar 

ibetter ifit ifor ithe iplacement. iThese iare iregularly iviewed ias inice-to-haves. iAn iexpert 
iqualification iis ian iinstance iof ia iwanted icriterion. 
 
Step i2: iMake ia iscorecard ifor ithe ishortlist. 
 
Produce ia ishortlist iscorecard ifor iyour iapplicants iutilizing ithe inecessary iand ialso iwanted 

irequirements iyou ispecified iabove. iThe igoal iof ithis iscorecard iis ito iinform ieach 

irequirement iso ithat iyou imight iprovide ia irating ito ieach iprospect iwho ihas iactually ibeen 

ievaluated. iTo ibegin iwith, iensure ithat iyour icriteria ido inot ibias iagainst iany itype iof ilawfully 

ishielded icategories. iThe itrick iright ihere iis ito iuse iyour istandards iregularly. iequitably, ias 

iwell ias ifairly ito iall iprospects. 
 

 
 
 
 
 
 
 i i ii i iFigure i1.5 iPurpose iof iShortlist iScorecard 
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Step i3: iEstablish ithe isize iof ithe ishortlist. 
 
It irefers ito ithe inumber iof ipeople iwho imust ishortlist iin iorder ito imake ian ieffective ihire. 
iMost ipeople ihave ia ifixed inumber iin imind iwhen iit iconcerns ifiguring iout ithe isize iof itheir 

ishortlist. iAs ian iexample, italking ito i4 ito isix ileads iin iorder ito iwork iwith ione. 
 
One imay ishortlist iany ikind iof iprospect ithat isatisfies iyour idemands ifor ihigh-volume 

irecruiting isettings isuch ias icustomer isupport irepresentatives, iwhen iyou irequire ito iwork 

iwith ithousands iof iindividuals. 
 
Working iin ireverse ifrom ithe itypical iconversion irates iin iyour ivery iown iemployment 
iprocess iis ithe imost ieffective imethod ito iestablish ithe isize iof iyour ishortlist. iAs ia ipoint iof 
icomparison, ithe imarket iaverage iapplication ito italk ito iconversion irate iis i13%, iinterview ito 

iprovide iconversion iprice iis i17%, ias iwell ias ideal ito iaccepted iconversion irate iis i89%. 
 
Step i4: iShortlisting iprospects iby iscreening iresumes. 
 
According ito iresearch idata, i75% iof icandidates iare iusually iunqualified, iand i88% iare inot 
istrong ienough ito ihead ito ian iinterview. iWhen ione ihas ito iscreen iaway i75 ito i88 ipercent iof 
ithe iresumes iyou ireceive ifor ian iopen ireq, iit's isimple ito isee iwhy ishortlisting iis ione iof ithe 

imost itaxing ielements iof irecruitment. iGenerally, itesting iand ishortlisting icandidates iwas 

idone iby ihand. iA icommon iwork iuploading iobtains i250 iapplications, iwhich ican ioccupy i23 

ihours iper ihire isimply ito icheck iresumes, iexamine ieach ipossibility iutilizing iyour iscorecard, 
iand ialso idecide iyour ilast icandidate ishortlist. 
 
Employers ias iwell ias italent iacquisition iprofessionals irecognised ithis iwas ia ihuge iissue ia 

ilong iperiod iof itime iearlier, iso ithey iturned ito itechnology: ithe iApplication iTracking iSystem 

i(ATS) iwas ideveloped. iATS isoftware ihas ibeen ia itrue iblessing iin iseveral imethods. iAn 

iATS iboosted ithe iworking iprocess ifor i94% iof ithe icompanies ithat imake iuse iof ione. 
 
Traditional iATS isoftware iprogram iwas inot iplanned ito iimprove iexactly ihow iit ishortlists 

icandidates iby ilearning iwhich iones iachieved isuccess iand ialso ifell ishort iworkers. iThat 
iindicates ithat iany ikind iof ibrand-new ireq ihas ito ire-invent ithe iwheel, ieven iif iyou ihave 

iactually ialready ifilled iup ithe isimilar ijob. iWhile iATS isoftware iapplication iis inearly ia 

idemand ithese idays ifor irecruiting ias iwell ias iability iacquisition igroups, iits irestricted iability 

iis iunderstandably iirritating. 
 
Yet, ilike iwith ithe icreation iof ithe iATS, iinnovation iis ionce imore istepping iin ito imake iit 
ipossible ifor ithe inext igeneration iof iprospective icandidate ishortlisting. 
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 i iFigure i1.6 iAdvantages iand iDisadvantages iof iATS 
 
 
 
 
The italking iprocess iis iwhere iyour ipossible icandidate iwill imake idirect icontact iwith iyou 

iafter icompleting ithe iapplication iform ior ireplying ito ithe iwork iadvertisement. iSo icurrently 

iit's iup ito iyou ito imake ia istrong iimpression ion ithem ias ia ifeasible icompany. iAnd ithis iis 

iwhen iyou ineed ito ibe imost iworried iconcerning iapplicant iexperience. iThe icandidate 

imeeting iis ian iimportant ipart iof ithe iemployment iprocess. iTo ihire ithe imost ieffective 

icandidates, ihuman iresource iprofessionals ias iwell ias ihiring isupervisors ihave ito ibe 

iwell-versed iin iinterview itechniques. iThis iweb ipage iprovides ian iintroduction iof ia inumber 

iof iarranged iand ialso iunstructured italking ito istrategies. iIt itakes ia ilook iat ione iof ithe imost 
icommon iforms iof iinterviewing- itelephone ipre-screening, istraight ione-on-one imeetings, 
iand ialso ipanel imeetings ias iwell ias ithe igoals iand istrategies iof ibehavioural, 
icompetency-based, iand isituational iinterviewing istrategies. 
 
Companies ishould ibe iaware iof ifederal iand istate ilaws iprohibiting icertain isorts iof iinquiries 

ifrom ibeing iasked iduring ijob iinterviews. iThis iwrite-up iprovides isome iessential iprinciples 

ifor ijob iinterviewers ito ifollow iin iorder ito iprevent ifees iof iworking iwith idiscrimination ior 

ibias, iin iaddition ito iinstances iof iquestions inot ito iask ijob icandidates. 
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When ithe iinterview iprocess iis imore ithan iwith, iwe imove iahead iwith ithe isixth istep, imaking 

ian ioffer. iNow iis ithe itime ito ispeak ito ithe icandidate's ireferences. iAnd iif ieverything ichecks 

iout, iyou're iready ito imake ia ideal. iHowever, ithere iis ia icapacity ithat ithe iinitial iencouraging 

icandidate iyou iselected imay idecline ithe isetting. iIn ithat iscenario, iyou ishould iagree ito 

iextend ithe ioffer ito ithe i2nd ior i3rd ibest iprospect. 
 
As ithe ilast istep iof iemployment, ithere's iemployee iorientation. iThis iis ithe istage iat iwhich 

iyou imake ithe inew istaff imember ifeel isecure. iThis iincludes igreater ithan isimply irevealing 

ithe ibrand-new iemployee iaround ithe iworkplace ias iwell ias ipresenting ithem ito iothers. iThis 

iincludes iaiding ithem iin irecognizing itheir icommitments iin iaddition ito isupplying ithe 

iessential idevices iand itraining ito iassist ithem iin idiscovering. iThis iconcern iis iexplored iin 

ifurther idepth iin ithese isites. 
 
 
1.1.2 iImpact iof iCOVID19 ion iEmployment: 
 
Covid-19 ihas ihad ian iincredible iimpact ion ithe ibusiness iworld's irecruiting imarket iaround 

ithe iworld. iBig ilosses iwere isustained iby iwell iestablished ifirms, isome ienterprises iwere 

icompelled ito iclose, idischarges iand ialso idiscontinuations icame ito ibe ithe istandard, ithe 

iunemployment iprice iclimbed, iand iso iforth. iResult of COVID-19 ipandemic, iworking iwith 

iprocesses iall iacross ithe iworld iare ifacing iunmatched idifficulties. iOrganizations iare 

iconcerned iabout itheir iemployees' isafety iand isecurity, iwhile iworkers iare iattempting ito 

iadjust ito ithe inew itask ineeds, ii.e. iworking ifrom ihome iin ithe imiddle iof ivarious iother itasks 

isuch ias ischool iclosures iand icancelled/deferred itasks. iGiven ithe icurrent iscenarios, 
ibrand-new ijob isearchers ias iwell ias ilaid-off iemployees iare inot isure iif ithey iwill ibe iable ito 

ifind iappropriate iwork. 
 
Given ithat iDecember i2019, ithe iadvancement iof iCOVID-19 ihas itrembled ithe iworld iand iall 
iaspects iof ilife. iCompanies iare ishutting idown, ifrequent ilock-downs, iterrifying ievents, 
irising iillness irates, ias iwell ias iother ielements ihave imade iit itough ifor iindividuals ito ilive ia 

itypical ilife. iNumerous iindividuals ihave ilost itheir iwork, iand ithey iare ifed iup iwith ithe imany 

ipressures ias iwell ias iconcerns iof ihow ito icontinue iliving iin ithe iface iof idangerous idangers. 
iAccording ito ithe iInternational iLabor iCompany i(ILO), i400 imillion itasks iwere ished 

iworldwide iin ithe isecond iquarter iof i2020, iwith iAfrica iseeing i400 ipercent iwork ilosses iin 

ijust ithe iinitial i3 imonths i(April-June i2020) igiven ithe icommencement iof ithe iCOVID-19 

iepidemic. iConsequently, ithe iAsia-Pacific iarea iis iresponsible ifor iabout i59 ipercent iof 
iemployment ilosses ifor ipermanent iwage iworkers, ileading ito i110 imillion itask ilosses iout iof 
ian ioverall iof i235 imillion iacross ithe iarea. iIn iterms iof imodifications ithroughout iworking 

ihours ias ia iresult iof ithe iCOVID iepidemic, ithe iILO irecords ithat iin iSoutheast iAsia, iworking 

ihours ihave ilowered istarting iin iMarch i2020, icausing ipermanent ijob ilosses. iSimilarly, iLatin 

iAmerica ihas ihad ithe igreatest idrop iin iworking ihours, iwith ia iprice iof i20%, islightly igreater 

ithan iSoutheast iAsia, iwhich ihas ia irate iof i18% iin ithe isecond ififty ipercent iof i2020. 
 
Battles ihave iactually ibrushed iup ithe ibusiness isector, ispecifically ithe ifinancial ifacets iand 

ialso ithe iboosting idamaging icompany iproblems, iwhich ihave icaused iunmatched ijob 

ilosses, iincome icuts, ithe iloss iof icrucial iworkers iand ialso iknowledgeable ipersonnel, iand 

ialso ithe iproblem iin ihiring inew iworkers, iespecially iforeigners. iNone ibesides ithe iUnited 
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iNations iprovided iconcerns iabout ithe irapid idecrease iin ifunctioning ihours ienforced 

iworldwide ias ia iresult iof ithe iextensive ilockdown ipolicies iestablished ito ifight iCOVID-19 

i(UN iInformation, i2021). iPrevalent itask ilosses iwere ilikewise iobserved iin iAfrica ias iwell ias 

iIndia, iwhere ian iapproximated i45 imillion ifull itime iworkers iwere ished ithroughout ithe 

icontinent, iin iaddition ito ian iincrease iin iIndia's ijoblessness irate ifrom i8.74 ipercent iin iMarch 

iof i2020 ito i23.52 ipercent iin iApril iof ithe ivery isame iyear. 
 
Its iimplications ifor ibusiness iare iconcerning, iparticularly ifor ilittle iand ialso imedium-sized 

iorganizations. iThe ifailure ito ipay iworkers ion itime, iless iworking ihours ias iwell ias ian 

iabsence iof iwork, iunderutilization iof ithe iworkforce, ias iwell ias iworsening ifunctioning 

iproblems ihave iall ibeen iconnected ito iincreasing iunemployment icircumstances iInterview 

iprocess 
 
 
 
 
 
 

 
 
 
 
 i i i i iFigure i1.7 iAspects iof iRecruitment iaffected iby iCOVID19 
 
 
 
 
 
 
 
1. iThe iin-person iinterview iprocess icould inot itake iplace: 
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Firms iall iover ithe iworld iare icreating iplans ifor itheir iworkers ito ifunction iremotely ifrom 

iresidence. iThe isuggestion iis ito iavoid iunnecessary itravel iand iin iperson iengagement. 
iTherefore, iemployment iinterviews icould inot ibe ikept iin ithe ioffice. 
 
2. iNew istaff imembers iwere ito ibe ionboarded ivia iremote iprocedure: 
 
We iare istaying iin iamazing itimes, iyet iour ifirms istill ihave ibrand-new iworkers ithat ineed ito 

ibe ionboarded. iIt iis itough ito ideliver ia ipositive ionboarding iexperience iwithout imeeting iin 

iperson ior igiving ian iexcursion iof ithe icompany. iIt iis, inonetheless, iworkable. 
 
3. iIncrease iin inumber iof idischarges iand ialso idecrease iin iopenings: 
 
Layoffs icause ia irise iin ithe inumber iof iunemployed ipersons, iwhich iis ia ivery iunpleasant 
icondition. iTherefore, ieven imore ipeople iwill iget iwork. iProspects iwill icertainly isend ia ilot 
imore iopen iapplications iwhen iorganisations imake iless ivacancies iobtainable. 
 
4. iReduction iin ireadiness ito itransform ijobs: 
 
Candidate isourcing imay icome ito ibe iprogressively idifficult. iIf ian iindividual iis iunder 

icontract iwith itheir ipresent iemployment ion ia ipermanent ibasis, itheir idisposition ito ichange 

iwill idecrease. iThroughout ithe idilemma, ipeople iwill icertainly iprioritise iprotection iover 

iunpredictability. iAt ithe isame itime, ileading iperformers iwho iare iworried iconcerning 

iprospective ilayoffs iat itheir iexisting iemployment imight ibe imuch imore ireceptive ito iother 

itask iprospects. 
 
1.1.3 iNew iAge iRecruitment ifor ithe inew iera: iOnline iRecruitment 
 
Online irecruitment iis iunderstood iby imany iother inames, iincluding inet irecruitment, 
iE-recruitment, iweb-recruitment, iand ialso imuch imore. iIn icontrast ito itypical irecruiting, 
ie-recruitment iuses iinfotech ito ihandle ithe irecruitment iprocess. iBreaugh iet ial. iestablished 

ia irecruiting idesign ithat ishows ithe iemployment iprocedure iat ia ihigh ilevel iand iconsists iof 
icomplying iwith itasks: isetting irecruitment ipurposes, ideveloping ian iapproach, iperforming 

ithe irecruitment iactivity, ias iwell ias igetting iand ialso iexamining iemployment iend iresults. 
iRecruiters idefend iapplicants i(jobseekers ithat iare isuitable ifor iavailable isettings), iwhile 

ijobseekers icompete ifor iemployment, iwhich ileads iboth iteams ito iaccept iinformation 

itechnology iat ifast irates iin iorder ito irelieve iseveral iof ithe istress iof irecruiting iinitiatives. 
i"For imost iwork iapplicants, ithe iNet iis iwhere ithe iactivity iis". 
 
 
 
 
 
 
 
 
There iare i5 iconceptualisations iof ionline irecruitment, iwhich icover ia ivaried isight iof 

ithis itype iof irecruitment iamong iorganisations. 
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 i i i i iFigure i1.8 iConceptualisation iof iOnline iRecruitment 
 
 
Advantages iof iE-Recruiting: 
 
a. iInexpensive iper icandidate ias icontrasted ito ithe itraditional irecruitment itreatment; iwide 

igeographical icoverage, ii.e. iprospects imight ibe iworked iwith ifrom ithroughout ithe iglobe. 
 
b. iBeneficial ifor iboth ithe iemployer iand ialso ithe itask iseeker, iorganisations imight ilocate 

ipossible icandidates iwith itheir iCVs ilinked ito ithe iinternet. iand iindividuals ican iproactively 

ipreserve ilooking ifor itheir ioptimal icompany iwhile iseeking iwork. 
 
c. iMuch iless itime iis irequired ito iemploy ia isuitable icandidate ifor ithe icompany. 
 
d. iWith iE-Recruiting, ithe iideal iindividuals ifor ithe iideal isetting imight ibe ireadily ilocated iby 

icomparing ithe iprospect's iCurricula ivitae iwith ithe itask iprofile, imaking ithe iemployment 
iprocedure ia ilot imore iefficient iand ialso imaking iit ieasier ito ivideotape ithe iapplicant's idata. 
 
 
1.2 iProblem iStatement 
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Recruitment iis iconsidered ito ibe ione iof ithe imost iimportant iaspects iof ihuman iresource 

imanagement ias iit iis ithe isource iof ibringing ithe iright italent iinto ithe iorganisation. iEvery 

iorganisation ifocuses ion ioptimising ithe ioverall irecruitment icycle iin iorder ito imake iit imore 

iefficient, icost ieffective iand ireduce itime ito ihire ias imuch ias ipossible. iThe ionset iof 
iCOVID19 ipandemic idisrupted ithe ifunctioning iof iall ithe iorganisations iand ithe idepartment 
ithat itook ithe ibrunt iof iit ithe imost iwas ihuman iresource imanagement isince ithis idepartment 
iwas iresponsible ifor itaking icare iof iall iemployees iin ithe isystem. iIncrease iin ithe inumber iof 
ilayoffs, isalary icuts, idecrease iin iemployment iopportunities, iprovisions ifor iphysical iand 

imental ihealth iof iemployees iand iensuring iproper itechnical isupport iwhile ishifting ito iwork 

ifrom ihome imodel iwas ilooked iover iby ithe ihuman iresource idepartment. iWith 

iorganisations ishifting ito iwork ifrom ihome, ithe irecruitment iprocesses ihad ito ibe iupdated 

iand iadapted iin iaccordance ito ithe idemand iof ithe isituation. iAll iorganisations itook ito ionline 

irecruitment ias ia iretort ito ithe icrisis iand idesigned ithe iwhole irecruitment icycle iaround iit. 
 
Since ithe iprocess iof ionline irecruitment iis inew ito iorganisations iand icandidates ialike, iit iis 

inecessary ito iunderstand ithe iperception iof ithe icandidates itowards ionline irecruitment ias 

ito iwhether iit ihelps iin iaccessing ithe iskills irightfully iand ido ithey ihave iconfidence iin ithe 

ionline irecruitment iprocess ior inot. 
 
 
1.5 iObjectives iof ithe iStudy 
 
This istudy ihas ibeen iconducted ito iunderstand ithe iperspective iof ithe iemployees itowards 

ithe ionline irecruitment iprocess. 
 
 
1.6 iScope iof iStudy 
 
The iscope iof istudy iis ito iunderstand iwhether icandidates ihave iconfidence iin ithe ionline 

irecruitment iprocess iand iwhether ithey iwould ilike iany ispecific ichanges iin ithe isame. iThe 

iexisting iliterature iaddresses ihow iemployers ihave iplanned ito iswitch ito ithe ie-recruitment 
iprocesses ibut ivery ilittle iliterature iexists iaddressing ithe iperspective iof ithe icandidates 

iwhich ihas ibeen iattempted ito ibe icovered iin ithe igiven istudy. 
 
 
 
 
 
 
 
 
 
 
 
 
 
2. iLITERATURE iREVIEW 
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According ito iBreaugh's iarticle, iworking iwith iskilled iemployees iis iimportant ito ia icompany's 

iprofitability iand ialso ibetter iefficiency, ihowever iin iorder ito idraw iin ione iof ithe imost iskilled 

iworkers, ia ireliable irecruitment iprocedure imust ibe idealt iwith. iThis iauthor icontends ithat 
ithere iis ino ioptimum itechnique ito ihire ithe ifinest italent, ihowever ithat ithe iscenario iat ithe 

itime idictates ithe imost ieffective itechnique ito iutilize. 
 
Anna iB iHolm ihas isubmitted ia iresearch ijob ilabelled i'E-recruitment: iTowards ian iUbiquitous 

iRecruitment iProcess ias iwell ias iCandidate iConnection iManagement. iThis istudy ipost 
ifocuses ion ithe iinfluence iof ie-recruitment ion itotal irecruitment. iIn ithe iyear i2008-2010, 
ithree iessential istudies ifor i3 ihuge ienterprises iin iDenmark iwere itaken iinto iconsideration. 
iE-Recruitment iis ia itime iand iarea iindependent imeans iof iworking ithat iachieves isuccess. 
iIn iaddition, ian iupdated ijob iwebsite iis ian iessential ipart iof iE-Recruitment. iThe ivarious 

iactions iof irecruitment imight ibe icarried iout iand ialso idocumented iin ian ieffective iand 

iorganized imanner. iPreserving ia icurrent icompany iwork iweb isite iis ialso ia ivital ielement iof 
ithe ionline irecruitment iprocess. 
 
According ito iAbia, iM., iand iBrown, iI. i(2020), ie-recruitment iis iunderstood iby inumerous 

iother inames, iconsisting iof iweb iemployment, ion ithe iinternet irecruiting, iand iweb 

irecruitment. iE-recruitment, iinstead iof iconventional irecruiting, imakes iuse iof iinformation 

itechnology iand ialso isoftware iprograms ito ihandle ithe icompany's irecruitment iprocedure. iA 

irecruiting iversion ithat idepicts ithe irecruitment iprocess imakes iup iactivities isuch ias 

ispecifying iemployment iobjectives, iintending irecruitment itechniques, icarrying iout 
iemployment itasks. ias iwell ias iexamining irecruitment ioutput. iEmployers icompete ifor ithe 

ibest-fit icandidates i(work iapplicants ithat iare ia igreat isuitable ifor ithe iavailable ijob), 
iwhereas ijob iseekers icompete ifor itasks ito iobtain ipicked; ithis iencourages iboth ithe 

iorganisation ias iwell ias ithe icandidate ito irapidly itake ion iinformation itechnology ito 

iminimize isome iof ithe ichallenges iin ithe irecruitment iefforts. 
 
Simón, iC. iand iEsteves, iJ. i(2015) imentioned ithat isolid iinstitutional ivariables imay 

iencourage ibusiness ito ipick ithe iaspects iof ithe icompany's irecruiting isites ithat iare ibased 

iupon iduplicating iand ialso ishowcase ithe iassociates iin itheir ireferral, inetworks, iand iteams. 
iTo isummarise, idigital irecruiting ihas ithe iprospective ito ibecome ian iessential idevice ias 

iwell ias itechnique ifor ibusiness ias iwell ias ihuman iresources ispecialists iin ilooking iand 

ifinding ileading iability iwhile idecreasing icosts irelated ito ithe iscreening iof iglobal iapplicants. 
iAlthough ie-recruitment ideals iclear ibenefits ifor iany itype iof ibusiness, iit iadditionally icreates 

ia ivariety iof iobstacles ifor ibusiness. 
 
Dr. iBhupendra iSingh iHada iand iSwati iGairola ioffered ithe isubject i'Opportunities i& 

iChallenges iof iE- iRecruitment' iThis iresearch ipaper imainly ihelped iin iunderstanding ithe 

iconcept iof iE-Recruitment, ias iwell ias ithe iobstacles, iextent, ias iwell ias iadvantages iof 
iE-Recruitment. iPoaching, isocial inetworking, iand ialso ion ithe iinternet iscreening iof ia 

iCompany's iwebsite iare ithe ifoundations iof iE-Recruitment. iE-Recruitment ibenefits iconsist 
iof: itime iand ialso iexpense ifinancial isavings, ithe icapability ito isearch ifor iapplicants iswiftly 

ias iwell ias isuccessfully iusing isearch iphrases, ias iwell ias iadvertising iand imarketing 

ibenefits. iSome iof ithe idifficulties iconnected iwith ie-recruitment iare ias ifollows: iNot iproper 

ifor imany itypes iof iprofessions, iimpersonal, iand iprivacy iissues. 
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Prof. iPriya iUnadkat isupported ithe i'Need ifor iE-Recruitment iStrategies iin ithe iArising 

iCircumstance. iThis iresearch istudy ishort iarticle ifocuses ion isuccessful iE-Recruitment, 
iwhich iis irequired ifor ihiring iqualified iindividuals. iData iwas icollected iutilizing ia imix iof 
iprimary iand iadditional iresources. iIt icovers ithe iprimary isorts iof iE-Recruitment, itheir 

iadvantages, idiscoveries, iand ialso idetermining ithe ifuture iand iscope iof iE-Recruitment. 
iOutsourcing, iE-Recruitment, iand ialso iRaiding iare iseveral iof ithe iconcepts iof irecruitment. 
 
Organizations imight ileverage isettlement, ibrand iname iacknowledgment, ireference, iand 

iemployment isecurity ias isubstantial iaspects iin ibringing iin iand ialso iemploying ioutstanding 

iindividuals, iaccording ito iAdeosun, iO. iT. iand iOHIANI, iA. iS. i(2020). iFurthermore, 
idigitization iis ia ikey istrategy ifor iattracting, ihiring, iand ialso ichoosing ione iof ithe imost 
icompetent iindividuals. iUsing isocial inetworks, istandard imedia, ion ithe iinternet imeetings, 
iand ialso iin-person imeetings ihas ibeen ishown ito iaid iin ithe iselection iof itop istaff. 
Gignac iet ial. i(2021) iinvestigated iimpact of COVID-19 ion ihealth iand iwellness, ifinancial 
iresources, iand ialso iorganisational iassistance. iAccording ito ithe idata, ithose iwith iphysical 
ias iwell ias ipsychological ihealth iand iwellness iproblems ishowed iextra ifear iand imuch iless 

isupport ithan ivarious iother igroups ithroughout ithe iearly istages iof ithe iCOVID-19 ioutbreak. 
iThe isearchings ifor iadditionally iemphasised ithe ivalue iof iworkplace iconditions iin 

iunderstanding iCOVID-19, ialong iwith ithe idemand ito iexamine idifferences iin iCOVID-19 

iassumptions iand ialso icomprehend ijust ihow iwork ieffects ipoint iof iviews iand ican 

icontribute ito iinequalities ithat imay idevelop ias ia iresult iof ia ipandemic. iMoreover, ithe 

iimportance iof ifunctioning iconditions iis inot ilimited ito iCOVID-19. iIt irequires igreater 

iresearch ifocus iin ithe ifuture iand ialso ihighlights ithe isignificance iof isupplying imuch imore 

icomprehensive iwork ichoices ifor ithose iwith iphysical iand imental ihealth iproblems. 
 
Al-Zagheer, iH. iand iS. iBarakat i(2021) iinvestigated iand iintroduced ithe iconcept iof 
ielectronic irecruiting, ialong iwith iits ibenefits ifor iboth ibusiness iand ialso iwork iapplicants. 
iThe icomplying iwith iare ia ifew iof ithe ibenefits iof ionline iemployment: iBringing ithe 

icompany's iexpenses idown. iAdditionally, iproducing iemployment iinfo ionline iis icheaper 

ithan iadvertising iit iin inewspapers isince ithere iare ino imiddlemen. iOn itop iof ithat, ithe itime 

irequired ifor irecruiting iis ireduced. iE-recruitment isustains iand ihelps iin ithe ihiring iof ithe 

imost ieffective icandidate iwith ithe ibest icapabilities, iincreasing ithe ieffectiveness iof ithe 

iemployment iprocess iand ialso igiving i24/7 iaccessibility ito ia igreat ideal iof ionline ireturns ifor 

iboth icandidates iand ialso icompanies. iE-recruitment ihas iits ivery iown iset iof ipros iand ialso 

idisadvantages, iseveral iof iwhich iare itaxing, isuch ias iscreening iand iverifying icapabilities. 
iB. iA idefect iis ialso ia islow inet ilink, ia ilack iof ion-line iaccessibility, ior ia ilack iof 
iunderstanding. iC. iOrganizations ican inot icount ijust ion ion-line iemployment istrategies. iD. 
iIn iIndia, iboth ithe irecruiter iand ialso ithe iinterviewee ichoose ito imeet ipersonally ias 

iopposed ito icommunicating iover iemail. 
 
Dr. iVashisthaa, iGoelb, iand iDhiman idiscovered ithat ithe iCovid-19 ipandemic icircumstance 

ihas ia isignificant iinfluence ion ithe irecruiting iprocess, iinfluencing iboth ithe istandard 

iemployment iprocess iand ialso ithe ie-recruitment iprocedure iin itheir iresearch istudy. 
iAccording ito ithe ireport, ie-recruitment ihas ia iconsiderable iimpact ion iIT icompany 

ipersonnel. iE-recruitment ibenefits icompanies iin ia iselection iof imeans, iconsisting iof itime 

isavings, iminimized irecruiting iexpenditures, ian iefficient iemployment iprocess, ias iwell ias 

ithe iability ito ichoose. 
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3. iRESEARCH iMETHODOLOGY 
 
3.1 iResearch iDesign 
 
The iframework iwithin iwhich ia istudy iis icarried iout iis ireferred ito ias ithe iresearch idesign. 
iThis ienables ithe iresearcher ito iutilise ia iresearch iinstrument ithat iis iappropriate ifor ithe 

istudy itopic iand idifficulties. 
 
as iwell ias isecondary iresearch ifor ithe iacquisition iof irelevant iinformation ithat iData ifor ithe 

istudy iwas icollected ithrough iprimary iresearch ior iquestionnaires, icomplements iand 

ienhances ithe istudy. iConvenience isampling iwas iused ito icollect iinformation ifrom 

iparticipants. 
 
The iresearch idesign iused iwas icross isectional idescriptive iresearch idesign. iTools iused ifor 

idata ianalysis iwas iMicrosoft iExcel iand itechnique iused iwas iMultiple ilinear iregression iand 

idescriptive ianalysis. 
 
The iquestionnaire icollected idata iusing ia i5-point iLikert iscale. 
 
3.2 iData iCollection 
 
The idata iwas icollected ithrough ia iGoogle iform iadministered ibetween i3rd iMarch ito i3rd 

iApril, i2022 iamongst iworking iprofessionals ithroughout idifferent istates iof iIndia. 
 
Variables ineeded ito iconduct ithe istudy iwere ias ifollows: 
 
a. iAge 
 
b. iHighest iEducational iQualification 
 
c. iSex 
 
d. iYears iof iexperience 
 
e. iLocation 
 
f. iExperience iwith ionline irecruitment 
 
g. iSuggestions ion iimproving ionline irecruitment 
 
A itotal iof i137 iresponses iwere icollected, ibut idue isome iincomplete iresponses iwe 

iconsidered ionly i119 iresponses. 
 
 
3.3 iHypothesis iTesting 
 
Statement: iTo iunderstand iemployee isatisfaction itowards ithe ionline irecruitment iprocess. 
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Where, i iHo iFactors ilike iage, igender, ieffectiveness iof iprocess, ipotential iassessment, 
itechnological iglitches, irecruitment iprocess ispeed, irecruiter's ibias, ionline itests ihave ino 

isignificant iimpact ion iemployee isatisfaction iwith ionline irecruitment iprocess. 
 
H₁= iFactors ilike iage, igender, ieffectiveness iof iprocess, ipotential iassessment, itechnological 
iglitches, irecruitment iprocess ispeed, irecruiter's ibias, ionline itests ihave ia isignificant iimpact 
ion iemployee isatisfaction iwith ionline irecruitment iprocess.. 
 
 
 
 
 
 
 
 
 
 
4. iANALYSIS, iDISCUSSION iAND iRECOMMENDATIONS 
 
4.1 iData ianalysis 
 
4.1.1 iParticipant iDetails: 
 
At ithe ibeginning iof ithe isurvey, ia iset iof iquestions iwere iadministered iin iorder ito 

iunderstand ithe idemographics iof ithe iparticipants. iFollowing iis ithe iresult iof ithe isame: 
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 i i i ii i iFigure i4.1 iGender iof iParticipants 
 
 
Interpretation: iMajority iof ithe iparticipants iwere imale, iwhich iconstituted iabout i69.5% iand 

ithe irest i30.5% iparticipants iwere ifemales. 
 
 
 
 
 
 
i i i i i iHighest iEducational iQualification 
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 i i i i i ii iFigure i4.2 iHighest iEducational iQualification iof iParticipants 
 
 
 
Interpretation: iFor ithe imajority iof iparticipants, ithe ihighest ieducational iqualification iwas 

ipost-graduation iin iMBA/PGDM/PGDBM i(77.1%), ifollowed iby iB.Tech/B.E. i(7.6%), iB.Com 

i(5.1%), iB.Sc. i(5.1%) iand iM.A.(2.5%). 
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 i i i i i iFigure i4.3 iAge iof iParticipants 
 
Interpretation: iThe iparticipants iin iterms iof iage iare iin ithe irange iof i22 iyears ito i40 iyears, 
iwith ithe imajority iof ithem ibeing iaged i25 iyears i(33%), ifollowed iby i24 iyears i(25%), i23 

iyears i(21%) iand i22 iyears i(7%). iRest iof ithe i14% iparticipants iwere iof ithe iage i26 iyears, 
i28 iyears, i29 iyears, i34 iyears iand i40 iyears. 
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 i ii iFigure i4.4 iYears iof iExperience iof iParticipants 
 
 
Interpretation: iMajority iof ithe iparticipants iare iof iexperience i0-1 iyears i(65%), ifollowed iby 

i2-4 iyears i(16%). i6% iof ithe iparticipants ihave ian iexperience iof i10-15 iyears iand i13% 

iintern. 
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 i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i iFigure i4.5 iLocation(State) iof iParticipants 
 
Interpretation: i64.4% iof ithe iparticipants iare ilocated iin iDelhi, ifollowed iby iUttar iPradesh 

i(20.3%) iand iMadhya iPradesh i(7.6%). iThe iremaining i7.7% iparticipants iwere ilocated iin 

iHaryana, iKarnataka iand iAndhra iPradesh. 
 
4.1.2 iMultiple iLinear iRegression, 
 
From ithe iform iresponses ireceived, imultiple ilinear iregression iwas iperformed iby itaking 

iemployee isatisfaction ias ithe idependent ivariable iand igender, ihighest iqualification, iage, 
iyears iof iexperience, ieffectiveness, ipotential iassessment, itechnological iglitches, iprocess 

ispeed, irecruiters' ibias, ionline iassessment iand ifairness ias iindependent ivariables. 
 
 
 

 i i i i i i i i i i i i i i i i i i i i i i iRegression iStatistics 

Multiple iR 0.886670707 

R iSquare 0.786184943 

Adjusted iR iSquare 0.763996588 

Standard iError 0.4521586 

Observations 118 

 
 i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i iTable i4.1 iRegression iStatistics 
 
 
The iregression ianalysis iis ihelping iin iunderstanding ithe irelationship ibetween ithe ifactors 

igiven iabove iand iemployee isatisfaction. iIn ithis icase ithe iMultiple iR ishows ithat ithe 

ivariables iare i88% ipredicting ithe iEmployee isatisfaction. iThe ivalue iof iR2 iis i0.78. iThis 

imeans ithe ifactors iare iable ito iexplain i78% ivariation iin ithe idependent ivariable iemployee 

isatisfaction. 
 

 
 
 i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i iTable i4.2 iCoefficients itable ifor ithe ifactors 
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The icoefficients itable of the regression iline ithat iwill ibe for the data ianalysed. iAll ithe 

iindependent ifactors iare icontributing itowards ithe idependent ivariable, iemployee 

isatisfaction. iAccording ito ithe iabove itable, ifactors iwith ithe ihighest it-stat ivalue, ii.e., 
iFairness i(t-stat ivalue= i7.82, ip-value=0.00%) ipotential iassessment i(t-stat ivalue= i7.30, ip- 
 
value=0.00%) iand ieffectiveness i(t-stat ivalue i6.11, ip-value=0.00%) iare ihighest icontributors 

iand itheir ip-value iis ialso ithe ileast. iThe ifactors ifor iwhich ithe ip-value iis imore ithan i0.05 iare 

iunable ito iimpact ithe iemployee isatisfaction iwell. 
 
ANOVA 
 
 

 
 
 i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i iTable i4.3 iANOVA 
 
 
The iANOVA itable iis iexplaining ithe ivariance ithat iEmployee isatisfaction ihas iwith ithe 

iindependent ifactors. iAccording ito iit, ithe ivariance iof i79.68 iout iof i101.35 iis iexplained. iThe 

isignificance iF ivalue iis ibelow i0.05 iand if-value iwhich iis ithe iratio iof imean isquare iis igood 

iwhich ishows ithat ithe imodel iis ia igood ifit ifor iexplaining ithe irelationship ithat iis ipresent 
iamong ithe ivariables. iOn ithe ibasis iof ithe iabove ifindings, iwe ireject ithe inull ihypothesis 

iand iaccept ithe ialternate ihypothesis. 
 
Regression iModel: 
 
Y=2.672523489-0.06922327x1+0.0323737x2- 
 
0.0662868x3+0.026022x4+0.3617842x5+0.4244676x6-0.03479824x7- 
 
0.1025165×8-0.2132954x9+0.0233484x10+0.3356671x11 
 
Where, 
 
X₁=gender 
 
X-highest iQualification 
 
X3= Age 
 
X=Year iof iExperience 
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X5-Effectivenesses 
 
X6-Potential iAssessment 
 
X1=Technology iGlitches 
 
Xa-Process iSpeed 
 
X9-Recruiters' ibias 
X9 iRecruiters' ibias 
 
X10=Online iAssessment 
 
X11=Fairness 
 
 
 
 
 
4.1.3 iEmployee iexperience: 
For ithis, ia imix iof iyes-no, i5-point ilikert iscale iand idescriptive iquestions iwere iused ito 

iunderstand ithe iopinion iof ithe iindividuals iabout ionline irecruitment: 
 
Question i1: 
 
Have iyou iexperienced ian ionline irecruitment iprocess? 
 

 
 i i i i i iFigure i4.6 iChart iof iExperience iwith iOnline iRecruitment iof iParticipant 
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Interpretation: 
Looking iat ithe inumber iof iyears iof iexperience ifrom ithe idemographics istudy, ithe imajority 

iof ithe iparticipants ihave iyears iof iexperience ibetween i0 ito i4.5 iyears. iThis ishows ithe 

iprevalence iof ithe ionline irecruitment iprocess iin ithe icurrent iscenario. 
 
 
Question i2: iProcess iOnline irecruitment iprocess iis ias ieffective ias iOffline 

irecruitment 
 
 

Table4.4: iOnline iRecruitment iis ias ieffective ias iOffline irecruitment iProcess 
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S.No Response Percentage 

1 Strongly iAgree 13% 

2 Agree 47% 

3 Neutral 26% 

4 Disagree 8% 

5 Strongly iDisagree 6% 



 iFigure i4.7 iPie iChart iOf iParticipants' iresponse ito i'Online iRecruitment iis ias 

ieffective i i i i i i i ias iOffline irecruitment iProcess' 
 
 
Interpretation:60% iof ithe iparticipants iare iof ithe iopinion ithat ionline irecruitment iand ioffline 

irecruitment iprocesses iare iequally ieffective. iThis ishows ithe isuccess iof ithe iHR 

idepartments iof ivarious iorganisations iin iadapting ito ithe icrisis isituation ithat idawned iupon 

idue ito ithe iCOVID19 ipandemic. 
 
 
Question i3:Online irecruitment iprocess ihelped iassess imy ipotential irightfully. 
 
 
 
 

 
Figure i4.8 iParticipants' iresponse ito i'Online iRecruitment iProcess ihelped iassess imy 

ipotential irightfully' 
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S.No Response Percentage 

1 Strongly iAgree 13% 

2 Agree 40% 

3 Neutral 20% 

4 Disagree 19% 

5 Strongly iDisagree 8% 



 
 
Interpretation: 
54% iof ithe iparticipants iare iof ithe iopinion ithat ithe ionline irecruitment iprocess ihas iaided iin 

iassessing itheir ipotential irightfully. iThis iindicates ithat ithe iprocesses ihave ibeen idesigned 

iin ia iway ithat icover iall ithe ipossible iaspects iof iunderstanding ithe icandidate ifitment ieven 

iwith ithe irestrictions icaused iby ithe ilack iof iphysical isetting. iThis ican ibe idone ithrough 

iincluding ivarious ie-recruitment itools, iproviding ithe iease iof iappearing ifor idifferent irounds 

iof irecruitments ifrom ithe icomfort iof itheir ihomes iand iproviding iflexibility ito ithe irecruiter 

iand ithe icandidate ithroughout ithe iprocess. 
 
 
Question i4: i iTechnological iglitches ilike iinternet iconnectivity idoes inot iaffect imy ipossibility 

iof iselection 
 

 
Table i4.6 iTable iof iParticipants' iresponse ito i'Technological iglitches ilike iinternet 
iconnectivity idoes inot iaffect imy ipossibility iof iselection' 
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S.No Response Percentage 

1 Strongly iAgree 15% 

2 Agree 15% 

3 Neutral 28% 

4 Disagree 17% 

5 Strongly iDisagree 25% 



Figure i4.9 iChart iof i iParticipants' iresponse ito i'Technological iglitches ilike iinternet 
iconnectivity idoes inot iaffect imy ipossibility iof iselection 
 
 
 
Interpretation: 
42% iof ithe iparticipants ibelieve ithat itechnological iglitches ican iaffect itheir iselection 

ipossibility. iThese iglitches imay iinclude iunstable iinternet iconnectivity, isystem ihanging, 
iweb-camera iand imicrophone iissues isystem icompatibility 
with ie-recruitment isoftwares ior iplatforms iused iby ithe icompany ietc. iThese imay ihinder ithe 

iflow ior icommunication ibetween ithe itwo iparties iand imay igive ian iundue iadvantage ito 
another icandidate. iSometimes iit imay icreate ia inegative iimpression iresulting iin irecruiter's 

ibias. 
 
Question i5: iOnline irecruitment ihas ihelped ispeed iup ithe irecruitment iprocess. 
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S.No Response Percentage 

1 Strongly iAgree 43% 

2 Agree 45% 

3 Neutral 10% 

4 Disagree 0% 

5 Strongly iDisagree 2% 



Table i4.7 iTable iof iParticipants' iresponse ito i'Online iRecruitment ihas ihelped ispeed iup ithe 

irecruitment iprocess' 
 
 
 

 
Figure i4.10 iChart iof iParticipants' iresponse ito i'Online iRecruitment ihas ihelped ispeed iup 

ithe irecruitment iprocess' 
 
 
Interpretation: i88% iof ithe iparticipants ibelieve ithat ithe ionline irecruitment iprocess ihas 

isped iup ithe iwhole irecruitment icycle. iPossible icauses ifor ithe isame ican ibe ithe ipossibility 

iof iconducting imore ithan ione iround iof iselection iin ia isingle iday, iautomation iof ithe iprocess 

iand iaccessibility iof ithe icandidates iand ivisibility iof ithe iwhole iprocess ito ithe icandidates. 
iFor iexample, iif ia irecruitment iprocess iconsists iof ian iaptitude itest iand i3 iinterviews ito ibe 

itaken iby idifferent ipanelists, ithe iavailability iof ithe iinterviewers iin ithe ioffice icannot ibe 

iconstrained iin icase iof ionline irecruitment iprocess isince ithe iinterviews ican ibe itaken 

ithrough ia ivideo iplatform. 
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Question i6: iOnline irecruitment ihelps iremove irecruiter ibias iduring ithe iselection 

iprocess. 
 

Table i4.8 iTable iof iParticipants' iresponse ito i'Online iRecruitment ihelps iremove 

irecruiter's ibias iduring iselection iprocess' 
 

 
Figure i4.11 iChart iof iParticipants' iresponse ito i'Online iRecruitment ihelps iremove 

irecruiter's ibias iduring iselection iprocess 
Interpretation: 
46% iof ithe iparticipants iare iof ithe iopinion ithat irecruiter ibias iis ireduced ithrough ithe ionline 

irecruitment iprocess. iThis imay ibe idue ito iblind iresume iscreening, iuse iof iAl iand iuse iof 
iATS ifor ishortlisting icandidates. iSince ithe iscreening itakes iplace ipurely ion ithe ibasis iof 
iskills iwithout ishowing ithe igender, icaste, irace, isocioeconomic istatus ietc iof ithe icandidate, 
ithe ionline imodes iof iscreening iand ishortlisting imay ibe iconsidered ito ibe imore ifair iand 

ifree ifrom ibias. 
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S.No Response Percentage 

1 Strongly iAgree 18% 

2 Agree 28% 

3 Neutral 30% 

4 Disagree 19% 

5 Strongly iDisagree 5% 



Question i7:Online iassessments iare irun ismoothly iduring ithe ionline irecruitment 

iprocess. 
 

 
Table i4.9 iTable iof iParticipants' iresponse ito i'Online iAssessments iare irun ismoothly 

iduring ionline irecruitment iprocess' 

 
 
Figure i4.12 ichart iof iParticipants' iresponse ito i'Online iAssessments iare irun 

ismoothly iduring ionline irecruitment iprocess 
Interpretation: 
68% iof ithe iparticipants iare iof ithe iopinion ithat ionline itests ilike iaptitude itests, 
ipsychometric itests, imetrics itests ietc iare irun ismoothly iduring ithe ionline irecruitment 
iprocess. iThe ipossible ireasons ifor ithe isame ican ibe iflexibility iof itime ias icompanies 

iusually igive i12-24 ihours islot ito icomplete ithe iassessment iconsidering ithe itechnical 
iglitches, iappearing ifor ithe iassessment ifrom ithe icomfort iof itheir ihomes, ietc. iThe iprocess 

ialso ihelps icut idown itime iand imoney iinvested iboth ifrom ithe iorganisation's iside iand ithe 

icandidate's iside. 
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S.No Response Percentage 

1 Strongly iAgree 25% 

2 Agree 43% 

3 Neutral 27% 

4 Disagree 2% 

5 Strongly iDisagree 3% 



 
 
Question i8: iOnline irecruitment iis ifree iof ihuman ierrors iand ifair ifor iall. 
 
 

Table i4.10 iTable iof iParticipants' iresponse ito i'Online iRecruitment iis ifree iof ihuman i 

ierrors iand ifair ifor iall' 
 

Figure i4.13 iChart iof iParticipants' iresponse ito i'Online iRecruitment iis ifree iof ihuman ierrors 

iand ifair ifor iall' 
Interpretation: 
36% iof ithe iparticipants idisagree iwith ithe istatement ithat ionline irecruitment iis ifree iof 
ihuman ierror iwhile i33% iof ithe iparticipants iagree ito ithe isame. iThere iis ia igood imixture iof 
iopinion ifor ithis istatement. iPossible ireasons ifor ithe isame icould ibe isubject ito ipersonal 
iexperience iof ithe iparticipants iwith idifferent iorganisations' iprocesses. 
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S.No Response Percentage 

1 Strongly iAgree 10% 

2 Agree 23% 

3 Neutral 31% 

4 Disagree 22% 

5 Strongly iDisagree 14% 



 
Question i9: iI iam isatisfied iwith ithe ionline irecruitment iprocess. 
 
 
 

 
Table i4.11 iTable iof iParticipants' iresponse ito i'I iam isatisfied iwith ithe ionline 

irecruitment iprocess' 
 

 
 
Figure i4.14 iChart iof iParticipants' iresponse ito i'I iam isatisfied iwith ithe ionline 

irecruitment iprocess 
Interpretation: i 
 
72% iof ithe iparticipants ibelieve ithat ithe ionline irecruitment iprocess iis isatisfactory ito ithem. 
iThis ican ibe iowed ito ithe ioverall idesign iof ithe irecruitment iprocess ionline imore. iThis 

iincludes iless itime ito ihire, iimproved icommunication, ieasy iaccessibility ito ithe itools, iquick 
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S.No Response Percentage 

1 Strongly iAgree 18% 

2 Agree 54% 

3 Neutral 17% 

4 Disagree 8% 

5 Strongly iDisagree 3% 



iand ismooth irunning irounds iof iinterviews, iincreased ireach ito iapplicants iacross ithe 

iinternet ietc. 
 
 
Question i10: 
 
How ican ithe ionline irecruitment iprocess ibe iimproved? 
 
Interpretation: i 
The ipurpose iof ithis iquestion iwas ito iunderstand ifrom ithe iemployee's iperspective ias ito 

iwhat imeasures ican ibe itaken ito iimprove ithe ionline irecruitment iprocess. iThere iwas ia imix 

iof iopinion iin iterms iof iresponses ireceived iand ithe imost icommon iresponses ireceived iare 

ias ifollows: 
 
1. iIncreasing itransparency iof ithe iresults. 
 
2. iThe iprocess ishould ibe ia imix iof ionline iand ioffline irounds. 
 
3. iCoordination iand iproper icommunication ican ibe iimproved ifrom ithe iorganisation's iside. 
 
4. iUsage iof itechnology ican ibe iimproved ito ihelp iin ianti-cheating imeasures iduring ionline 

iassessments. 
 
5. iConsideration ifor iinternet iconnectivity iespecially iin ithe iremote ilocation ishall ibe 

iconsidered. 
 
6. iPlanning iproper islots iand ipanels ito imaintain ischedules iand iorder. iThis ican imake ithe 

iprocess ihassle ifree ifor iboth irecruiter iand icandidate. 
 
7. iRecruitment ishall ibe idesigned iwell iwhile irecruiting ifor ihigher ipositions. 
8. iReal ioffice iscenarios ishould ibe iincluded iin ithe irecruitment iprocess. 
 
9. iUseful iand ispecific idetails iabout ithe iopen iroles ishould ibe igiven ibeforehand. 
 
10. iOverall irefining iof irecruitment iprocess irequired. 
 
This ishows ispecific icomplaints iwhich iare imore ior iless idependent ion ithe ipersonal 
iexperience iof ithe iparticipants iwith ithe ionline irecruitment iprocess. 
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4.2 iFindings iand iRecommendations 
 
Through ithe iabove ianalysis, iit ican ibe iseen ithat ithe imajority iof ithe iparticipants ihave ia 

ipositive ioutlook itowards ithe ionline irecruitment iprocess. iClose ito i95% iof ithe iparticipants 

ihave iexperienced ionline irecruitment iwhich ishows ithe iprevalence iof ithis imode iof 
irecruitment iamongst ithe iorganisations. iThe ipositive iperception iof icandidates iin iterms iof 
ianalysing itheir ipotential, ireduced itime ito ihire iand ismooth irunning iof iassessments iwas 

iobserved iwhile inegative iperception itowards irecruitment ibias iand itechnical iglitches 

ihindering ithe iprocess iof irecruitment iis ivisible ifrom ithe iresponses icollected. iA iclearer 

iinsight iinto ithe ipossibility iof iimprovement ican ibe iseen ithrough ithe iresponses icollected iin 

ithe ilast isubjective iquestion. iIt iindicates ithe ishortcomings iof ithe iprocess iwhich, iif itaken 

iinto iconsideration, imay ihelp iorganisations ibuild ia imore icomprehensive irecruitment 
iworkflow. 
 
 
 
4.3 iLimitations iof ithe istudy iand ifuture iscope 
 
The imajor ilimitation ito ithe istudy iwas ilimited ireach iof ithe iquestionnaire. iThe iquestionnaire 

iwas ishared iwith iworking iprofessionals ifrom iacross ithe icountry ito iget ia iholistic iview iof 
ithe irecruitment ipractices ibut iturned iout ito ibe ilimited ito iDelhi iNCR, iMadhya iPradesh, 
iUttar iPradesh, iHaryana, iKarnataka iand iAndhra iPradesh. iThe istudy ican ifurther ibe idone 

ito iinclude iall ithe istates iand idiversified iamongst idifferent iindustries. 
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4 iCONCLUSION 
 
The iabove istudy ishows ihow iorganisations imoved itowards ionline-recruitment ias ia isolution 

ito itheir irecruitment iin ithe itimes iof icrisis iand ihow iit imay ibe ithe ifuture iof irecruitment 
ineeds. iOnline irecruitment ihas iproven ito ibe itime-effective. icost-effective, ismoother iand 

iover itime ihas ialso igained iconfidence iof ithe icandidates iin iunderstanding iand ijudging itheir 

iskills iand icompetencies ilegitimately. 
 
As imentioned iby isome iparticipants, isome iaspects iof ionline-recruitment ican ibe iworked 

iupon ilike iconsideration ifor itechnical iglitches, irecruiter ibias, iimproved icommunication ietc. 
iDue ito ithe iabsence iof ia iphysical iwork ienvironment, inew iemployees imay inot ibe ijudged 

iproperly iin iterms iof ialignment iwith iwork iculture iof ithe iorganisation iwhich ican ibe iincluded 

iin ithe irecruitment iprocess ifor iprofiles iwhere icollaboration iand iteam iwork iis ian iimportant 
iaspect iof ithe ijob irole. iIn iterms iof itechnology, ithe iuse iof iAl ican ibe ienhanced iin iorder ito 

iimprove ithe iproctoring iof iassessments, iblind iscreening iand iremoving ibias iand ierror ifrom 

ithe irecruitment iprocess. 
 
While ithere iare isome icons iattached ito ithe ionline-recruitment iprocess, imost iorganisations 

ihave isuccessfully iadministered itheir iE-recruitment ipractices iin itheir iHRM idepartments 

idue ito isome imajor iperks iassociated iwith iit. iFlexibility iof itime iand ilocation iprovided iby 

ithe ionline-recruitment iis ione iof ithe imost ibeneficial ipros iof ithe isame. 
 
To isum iup, iwe ican isay ithat ieven ithough ionline-recruitment ibecame irelevant idue ito ithe 

icrisis ibut igiven iits iacceptance iamongst ithe iorganisations iand icandidates ialike, iit iis ihere 

ito istay. 
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ANNEXURE: 
 
Questionnaire; iRecruitment iPractices ipost iPandemic iera: iEmployee 
 
 
 
 

Questions Responses 

 i i i i i i i i i i i i i i i i i i i i i i i iPart i1 

Sex Male Female Others 

Highest 
iEducational 
Qualification 

B.Tech/ iB.E BBA B.COM B.Sc B.A M.T
ECH 

MBA/PG
DM/PGD
BM 

M.A 

Age (Descriptive) 

Years iof 
iExperience 

(Descriptive) 

Location 
i(State) 

(Descriptive) 

 i i i i i i i i i i i i i i i i i i i i i i i i iPart i2 

Have iyou 
iexperienced 
ian ionline 
irecruitment 
iprocess 

Yes No 

Online 

irecruitment 
iprocess iis ias 

ieffective ias 

iOffline 

irecruitment 
 

Strongly 
iagree 

Agree Neutral Disagree Strongly iDisagree 

Technological 
iglitches ilike 

iinternet 
iconnectivity 

idoes inot 
iaffect imy 

Strongly 
iagree 

Agree Neutral Disagree Strongly iDisagree 
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ipossibility iof 
iselection 
 

Online 
irecruitment 
ihas ihelped 
ispeed iup ithe 
irecruitment 
iprocess 

Strongly 
iagree 

Agree Neutral Disagree Strongly iDisagree 

Online 

irecruitment 
ihelps 

iremove 

irecruiter ibias 

iduring ithe 

iselection 

iprocess. 
 

Strongly 
iagree 

Agree Neutral Disagree Strongly iDisagree 

Online 

iassessments 

ilike 

ipsychometric 

iassessment, 
iBymetrics 

itest, iaptitude 

itests iare irun 

ismoothly 

iduring ionline 

irecruitment 
iprocess 
 

Strongly 
iagree 

Agree Neutral Disagree Strongly iDisagree 

Online ifree iof 
ihuman ierrors 

iand ifair ifor 

iall. 

Strongly 
iagree 
 
 
 
 
 
Strongly 
iagree 

Agree Neutral Disagree Strongly iDisagree 

I iam isatisfied 

iwith ithe 

ionline 

irecruitment 
iprocess. 

Agree Neutral Disagree Strongly iDisagree 

How ican ithe 

ionline 

irecruitment 

(Descriptive) 
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iprocess ibe 

iimproved? 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

50 



 
 
 
 
 
 

51 


	 i i i i i i i i i i i i i i i i i i i i i i iRegression iStatistics 

