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Abstract 

E-recruitment has emerged as a transformative force in modern Human Resource Management (HRM), 
revolutionizing traditional hiring practices and significantly impacting organizational effectiveness. This paper presents a 
comprehensive analysis of the impact of e-recruitment on HRM effectiveness, focusing on key areas such as talent 
acquisition, cost efficiency, process optimization, data-driven decision-making, candidate experience, and employer 
branding. The shift towards digital recruitment methodologies has enabled HR departments to reach a wider pool of 
candidates, transcending geographical boundaries and accessing diverse talent pools. This expanded reach not only 
enhances the quality of hires but also contributes to workforce diversity and innovation within organizations. E-
recruitment has a profound impact on HRM effectiveness by expanding candidate reach, reducing costs, optimizing 
processes, facilitating data-driven decisions, improving candidate experiences, and strengthening employer branding. 
Embracing digital recruitment practices is essential for organizations seeking to thrive in the dynamic landscape of talent 
acquisition and retention. 
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INTRODUCTION 

E-recruitment, the practice of using digital platforms and technology for talent acquisition, has brought about a 
paradigm shift in Human Resource Management (HRM) effectiveness. This introduction sets the stage for understanding 
the profound impact e-recruitment has had on modern HR practices. 

In the traditional recruitment landscape, HR departments relied heavily on physical job postings, newspaper 
advertisements, and face-to-face interactions during hiring processes. However, the emergence of e-recruitment has 
revolutionized this approach, offering a plethora of advantages that directly contribute to enhancing HRM effectiveness. 

Firstly, e-recruitment enables HR professionals to cast a wider net in their search for talent. Through online job 
portals, social media platforms, and professional networking sites, organizations can reach a global pool of candidates, 
transcending geographical boundaries and tapping into diverse skill sets and experiences. 

Secondly, the cost-effectiveness of e-recruitment cannot be overstated. Compared to traditional methods that 
incur expenses such as printing materials, travel for recruitment events, and physical infrastructure, digital recruitment 
significantly reduces these overhead costs, allowing HR departments to allocate resources more strategically. 

Moreover, e-recruitment streamlines the entire hiring process, from candidate sourcing to onboarding. 
Automation tools and applicant tracking systems enable efficient screening of applications, saving time and effort for HR 
teams. This increased efficiency translates into quicker time-to-fill positions, reducing recruitment cycles and ensuring 
organizations have the right talent in place when needed. 



 L.Sankari Priya 

 

Library Progress International| Vol.44 No.1 |January-June 2024   389 

Additionally, the data-driven nature of e-recruitment empowers HR departments with valuable insights. 
Analytics tools integrated into digital platforms provide actionable data on recruitment metrics, candidate demographics, 
and sourcing channels. This data-driven approach allows HR professionals to make informed decisions, optimize 
recruitment strategies, and align hiring practices with organizational goals. 

Furthermore, e-recruitment enhances the candidate experience, fostering positive employer branding. User-
friendly interfaces, personalized communication, and transparent application tracking contribute to a seamless candidate 
journey, reflecting positively on the organization and attracting top talent. 

In essence, e-recruitment has transformed HRM effectiveness by expanding candidate reach, reducing costs, 
improving efficiency, providing actionable insights, and enhancing the overall recruitment experience. Embracing digital 
recruitment practices has become imperative for modern HR departments seeking to stay competitive, agile, and 
responsive to evolving talent demands. 

STATEMENT OF THE PROBLEM  

The emergence of e-recruitment has brought about significant changes in the landscape of Human Resource 
Management (HRM), raising questions and challenges regarding its impact on HRM effectiveness. This study aims to 
address the following key aspects related to the impact of e-recruitment on HRM effectiveness they are Talent Acquisition 
and Quality of Hires, Cost Efficiency and Resource Allocation, Process Optimization and Time-to-Fill Positions, Data-
Driven Decision Making, Candidate Experience and Employer Branding, Challenges and Limitations. By addressing these 
key aspects, this study aims to provide insights into the complex relationship between e-recruitment and HRM 
effectiveness, offering valuable recommendations for organizations looking to optimize their talent acquisition strategies 
in the digital era. 

REVIEW OF LITERATURE  

 Yaser mah’d Harazneh (2021) in his article entitled “The Impact of E-HRM Usage on HRM Effectiveness: Highlighting 
the Roles of Top Management Support, HR Professionals, and Line Managers”. This study investigated the impact of 
electronic human resource management (e-HRM) implementation on the effectiveness of the HRM system. The 
framework of this study was guided by three theories: unified theory of acceptance and use of technology, the social 
exchange theory, and the leader-member exchange theory. Covariance-based structural equation modelling was used to 
test the proposed model and hypotheses. The sample consisted of 282 responses from the employees of two 
telecommunications companies in Jordan. The research findings suggest that performance expectancy had a significant 
positive effect on behavioural intention to use an e-HRM system, whereas effort expectancy did not. Facilitating 
conditions had a positive significant impact on e-HRM system usage. Top management support and the HRM role of line 
managers positively affected behavioural intention to use e-HRM and actual usage of e-HRM, whereas the effect of HR 
professionals on e-HRM usage was negative. Finally, the actual usage of e-HRM had a significant impact on HRM system 
effectiveness. 

 Felix Pratamajaya Kwan et.al (2019) in their study entitled “E-HRM: PAIN OR GAIN FOR HRM EFFECTIVENESS. 
This study will explain factors HRM effectiveness through UTAUT analysis of E-HRM in the organization. We assume 
that E-HRM will help the organization by increasing its effectiveness. We are measuring eight company with E-HRM 
implementation. Using a quantitative method, we collect data with a questionnaire at eight companies in Indonesia, 
Structural Equations Modelling (SEM) being used in this research. The result analyzed from questionnaire shared to our 
respondent showed performance expectancy and social influence has a positive effect on e-HRM usage. E-HRM usage 
with behavioural intention as a mediating variable also serves a good effect on e-HRM effectiveness. However, 
performance expectancy not really affect E-HRM usage through behavioural intention as a mediating. 

RESEARCH GAP 

The impact of e-recruitment on HRM effectiveness is the need for comprehensive studies that delve into the long-
term effects and sustainability of e-recruitment strategies on organizational performance and employee retention. While 
many studies have examined the immediate impacts of e-recruitment, such as cost reduction, time savings, and improved 
candidate reach, there is a gap in understanding how these benefits translate into sustained HRM effectiveness over time. 

OBJECTIVES OF THE STUDY  
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 To identify the job portals, help in the e-recruitment process for the employees. 
 To analyse the preference of e-recruitment media among HR recruiters in India. 
 To identify the reason for e-recruitment in India 

RESEARCH METHODOLOGY 

Source of Data Collection: In this study, the researcher has collected data from secondary data sources. 

Secondary data: The secondary data has been collected through reports, books, journals and periodicals, newspaper, 
articles and websites. 

RESULTS & DISCUSSION 

Objective 1 

 To identify the job portals, help in the e-recruitment process for the employees. 

In the olden days candidates used to visit many cities in search of jobs with their resumes. But today we are 
having many job portals, where recruiters can fill up their vacancies. Here is the list of Best Job Sites in India provided 
and the top 10 are Naukri, Monster India, LinkedIn, Indeed, Glassdoor, TimesJobs, FreshersWorld, Shine.com, 
FreshersNow.Com, and Upwork.  

TABLE NO 1 

S.No Job Portals Rank 

1 Monster India II 

2 Upwork X 

3 Naukri I 

4 Indeed IV 

5 Times Job VI 

6 Glass door V 

7 Fresher world VII 

8 FreshersNow.com IX 

9 LinkedIn III 

10 Shine.com VIII 

Source: Freshers Now (Secondary Data) 

The job portals, which aid in the employees' electronic recruitment process, are displayed in the above table. 
Naukri comes in first, followed by Monster India in second place, linkedIn in third place, Indeed in fourth place, Glass 
Door in fifth place, Timesjob in sixth place, Fresher World in seventh place, Shine.com in eighth place, FreshersNow.com 
in ninth place, and Upwork in last place, in that order. 
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Objective 2 

 To analyse the preference of e-recruitment media among HR recruiters in India. 

The preference of e-recruitment media among HR recruiters in India can vary based on factors such as the type 
of industry, the level of the position being recruited for, company size, and regional preferences. However, there are 
several commonly preferred e-recruitment media platforms among HR recruiters in India. 

TABLE NO 2 

S.No Preference of e-recruitment media among HR recruiters 
in India 

Rank 

1 Corporate websites II 

2 Referral Programs IV 

3 Professional websites I 

4 Recruitment agencies and consultants III 

5 Job fairs and virtual events V 

Source: Secondary Data 

 The table displays Indian HR recruiters' preferred e-recruitment media. Professional websites score first, 
corporate websites rank second, recruitment agencies and consultants rank third, referral programs rank fourth, and job 
fairs and virtual events rank lowest, in that order. 
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Objective 3 

 To identify the reason for e-recruitment in India. 

E-recruitment in India has become prevalent due to several key factors 

TABLE NO 3 

S.No Reason for e-recruitment in India Rank 

1 Remote Work Trend VI 

2 Data Analytics V 

3 Cost-Effectiveness II 

4 Efficiency and Speed III 

5 Digital Penetration I 

6 Wider Reach IV 

7 Competitive Advantage VII 

Source: Secondary Data 

 The reasons for e-recruitment in India are displayed in the above table, with digital penetration ranking as the 
primary cause. The ranking is as follows: second is cost effectiveness; third is efficiency and speed; fourth is wider reach; 
fifth is data analysis; sixth is the trend toward remote work; and lowest is competitive advantage. 

Preference of e-recruitment media among HR 
recruiters in India

Corporate websites Referral Programs

Professional websites Recruitment agencies and consultants

Job fairs and virtual events
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SUGGESTION 

 E-recruitment systems enable better collaboration between hiring managers, HR teams, and other stakeholders. 
Centralized platforms facilitate communication, feedback sharing, and decision-making, leading to more effective hiring 
processes. 

 With the rise of remote work, e-recruitment offers flexibility in hiring remote employees. HRM can leverage digital tools 
for virtual interviews, assessments, and onboarding, ensuring a smooth transition to remote or hybrid work environments. 

 E-recruitment platforms often offer user-friendly interfaces, streamlined application processes, and quicker feedback 
loops. This enhances the overall candidate experience, positively impacting employer branding and attracting top talent. 

CONCLUSION 

In conclusion, e-recruitment significantly impacts HRM effectiveness by enhancing efficiency, reducing costs, 
expanding access to talent, improving candidate experience, enabling data-driven decisions, fostering collaboration, and 
adapting to remote work trends. Embracing digital recruitment strategies not only streamlines administrative tasks but 
also allows HR professionals to focus on strategic activities like talent development and employee engagement. Overall, 
e-recruitment plays a crucial role in optimizing recruitment processes and driving organizational success in today's digital 
age. 
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