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Abstract

The rise of internet and virtual
technology has had significant impact on the
way organisations choose or hire its new
resources. The very word recruitment was a
logistics nightmare for the human resource
personal of different organizations. It has
been seen, in this rapid changing world, that
various sourcing recruitment channels, such
as social media (LinkedIn, Facebook, etc.)
have been developed and used, in addition to
the  traditional ones  (advertisements,
employee referrals, recruitment agencies,
etc.). The key to achieving this goal is to
implement human resource management
policies that attract, develop, and retain the
best talent. This chapter will focus on
briefing the importance of Virtual
recruitment, various technologies in use these
days and the integration of technologies and
factors affecting on briefing the outcomes or
organisation performance in addition to the
challenges faced by implementing them is
also listed out.
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I. INTRODUCTION

Advancement in information technology has given new ways of functioning of
businesses all over the world in their life today and has prepared variations in the entire
functioning of departments, while success has started depending on electronic devices and
inventions in the virtual world. This development of new concepts is necessary to achieve
success and survive in this competent world where human capital is the foundation. Earlier
hiring and firing was done by humans or experts with their insights and deeper judgments
that were required to select the right one for the organizations. Bringing the right people on
board will save you thousands and keep your business running efficiently and effectively. Mr
Narayan Murthy's statement, my companies' assets are walking out the door every night, truly
captures the dynamics of the new economy.

With so much emphasis on human capital, it is essential for any company to resort to
resources that offer quality recruitment solutions at competitive prices. The internet is no
longer just a rage; now it has become a very powerful and effective tool.

Online recruitment started in the form of autonomous jobs known as bulletin board
systems in the 80's. A very new global trend was started in the USA when Jeff Taylor
launched Monster.com in 1994 with 20 clients and 200 jobs. Today, more than 3/4 of the
Fortune 500 companies use the e-recruitment concept. A Charted Institute of Personnel
Development survey found electronic way of recruitment sections of employer websites are
now the fourth leading method of recruitment. More than seven out of ten employers
advertise vacancies on their company website, while job boards are used by four out of 10,
with 73% citing lower costs due to using E-Recruitment in Europe. A 1996 survey found
more than 1.2 million job postings, 3512 websites and 5,800 companies recruiting via online
mode. One additional survey reported by Business Network places the number of online job
posting about 28 million in 1998 on sites and estimated that by the year 2004 it will be at
least 30 million which is a great number.

According to Microsoft studies — 54% of developers think their company is not
empathetic enough, where according to the Times of India, India's tech industry faces its
biggest human resource challenge yet, with more than 2 million people to hire and skill. In
addition, a study by the Internet Advertising Bureau reports that online recruitment accounted
for 22.1 percentage of all online advertising in the year 2005, with The World Advertising
Research Center (WARC) adding that the advertising associated union estimates that
projected advancement in online acquiring advertise is forecast to increase from £. 158
million in 2005 to around £262 million in 2007. McKinsey research shows that at present
day’s labour market, many companies are providing 20% compensation premium to hire new
staff across the departments, while US figures show a year-on-year salary increase of more
than 4% compared with the historical norm of 2%.

According to Statista.com
Applications received through job boards accounted for a fifth of recruitment
worldwide, second only to career sites in the year 2018 whereas in similar year job boards

accounted for nearly half of global job applications. Recruiting decision makers in North
America recorded 58% of respondents viewed the social professional network as a source of
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quality employees which is designated in global survey. Despite the frequent use of job sites
and online career sites, only 37% of Internet users believed that the screening of job
applications was unbiased. The most effective social network according to US recruiters in
2016 is LinkedIn. February 2022 accounted nearly 11 million new job openings in the US,
with the latest and updated labour statistics declared on 4" January, 2022 showing that a
record 4.5 million people voluntarily left their positions and jobs in November due to
different reasons.

Il. TECHNOLOGIES USED IN E-RECRUITMENT

Living in a world of candidates where the name and brand of an organization is not a
part that is enough to consider to attract people. Active recruiting and a strong attention on
the candidate experience are critical regardless the size of organizations these days.

1. Chatbots: Chatbots can work to perform initial candidates filtering from various
applications received and then will update applicant for their status of application and
placement phase in which they lies in. Additionally it also provide them with job post that
best suit their requirements.

2. Face recognition: The use of facial detectors for acquiring a new employee is a kind of
grey segmented area that is untouched, and its effective use requires continuous huge
debias training. However, software like Hire Vue and Human both use data and
algorithms to evaluate candidate interpretations through the facial recognition software
which in turn helps to take decision about hiring the person or applicant who will best suit
the designated job.

3. Block chain: The use of block chain concept for recruitment is not currently mainstream
and not even popular but several companies and people in field have highlighted its
potential to greatly simplify the whole recruitment process whereas it seems that this
concept is not a part of daily activities of HR department. Abakar Saidov, CEO of
Beamery, states: “The beauty of block chain is that companies can get verified candidate
data while keeping it anonymous and complying with privacy regulations. Having
verifiable data is key because talent acquisition departments deal with critical information
such as background checks, educational institutions, salary history and more. And
accurate candidate data is absolutely essential for organizations to make informed hiring
decisions.”

4. Video interviews: This technology gained popularity especially in the last 2 years when
no one was allowed to meet physically, living the possibility of a virtual world where
every task was performed without any rush and hustle. Video Interviews has removed
many barriers and proved to be the blessings in extreme times.

5. Artificial intelligence and virtual reality: Artificial Intelligence and Virtual Reality
found their fame in gaming phenomenon such as Pokemon Go and Oculus Rift, but these
days they are increasingly being adopted in HR processes and setups such as recruitment.
AR and VR are used in the recruitment process to add the components of gamification, a
concept that uses game theory, mechanics and game design to engage via online modes
and motivate people across the organization. Gamifying recruitment can help HR teams
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and professionals to move away from old systems of application processes and shift the
balance towards a smarter, accurate and more interactive approach. For example,
companies like Acti View offer Virtual reality techniques for hiring smart professionals
who use these techniques to measure the behavioural and cognitive profile of candidates
in real-life simulations, helping to select the best fit candidate.

Technologies in use

* Chatbots

E- Recruitment «  Artificial Intelligence
and Virtual Reality
¢ Virtual Interview
« Block chain
/—_\ ¢ Cloud

Factors affecting
Recruitment and selection
Process

¥

¥

Organisation Size
Cost

Image of organisation
Recruitment and
selection policy
Labour market

Outcomes in Organisation
Performance

High Productivity

Selection of best fit

Increase in Emplovee Engagement
Saves time and energy

Use of advance technology
Increase in gffectivity of
operations in organisation

CONCEPTUAL FRAMEWORK ON RELATION OF E- RECRUITMENT AND
TECHNOLOGIES USED WITH FACTORS AFFECTING OUTCOMES IN
ORGANISATIONS

1. Advantages of E-recruitment

Time Saving: Moving back to the time when recruiters use to post job requirements
and started depending on publicity via mouth to find job candidates, at that point of
days it has felt to be the most time-consuming process to hire a single potential
candidate, even in a smaller location. Then the concept of E-recruitment has
innovated, where resumes of under qualified candidates can be separated and a larger
pool of job applicants can be found. The new recruitment process has now been
simplified and narrowed in terms of time constraints, which has increased efficiency.

Minimizes rental costs: Recruitment costs are high these days in terms of
advertising, travel costs, third-party or agent recruitment fees and therefore the
recruitment process usually takes longer period of time and therefore it resulted in
increasing the costs accordingly. However, with online recruitment methods, labour
costs such as of these can be minimized by installing and implementing the different
soft ware’s that allows both job seekers and recruiters to post job vacancies on
multiple social media platforms with the click of a single tip.

Copyright © 2022 Authors Page | 218



Futuristic Trends in Management

ISBN: 978-93-95632-91-1

I1P Proceedings, Volume 2, Book 5, Part 3, Chapter 3
E - RECRUITMENT AND ITS TRENDS

e Expands the pool of candidates: With the use of digital tools and the web, recruiters
can also increase the number of applicants in the pool. When any organisation post
information about a job opening or new job, it allows them to trigger into a larger
number of qualified candidates, which also broadens their selection decision. Thanks
to this, they now able to select suitable candidates for companies both in local and
international area.

e Filters by criteria: Recruiting systems these days have filtering tools that helps the
human resource professional to find ideal candidates with competencies that match
the job position. The tools that segregate has been provided by E-Recruitment
systems therefore it accelerate the whole procedure of sorting candidates according to
their job experience, education, competencies and by other competent factors that are
required.

e Dynamic content: Accumulating unique written content could successfully build an
employer image and brand that possibly attract top talent and foster company culture
and growth for a longer time. Using a social media account to spread the word and
drive more traffic to the organisations website and social media accounts of concerns
would be a great matter of choice.

e Sophisticated management tools: The whole process of acquisition of people is
managed from one place from one centre with single person which allows the
employer to post the requirement and then receiving the resumes, screen them,
prioritize and contact the applicants individually or collectively who applied for job,
and at the end monitor all activities from the one confines of the employer's own,
private and highly functional workspace system. In these system job seekers would be
able to track the progress of their application at each stage of the recruitment flow
from their own mobile workspace.

IV. CHALLENGES

Since its inception, E-Recruitment has proven to be successful, but it collectively have
numerous challenges and obstacles on its way to get the success in organisation. Some do
not provide accurate and correct information online because they are not have knowledge
about computers and new software system. They tend to make some common mistakes
regularly like filling the name of candidate in wrong way, sometimes wrong place of origin,
the qualification of candidates etc. Online resumes are easily copied, duplicated and so they
are likely to neglect genuineness of candidates’ opaqueness instead of duplicate trips at a high
pace. As resumes are uploaded online via different portals and websites, there is no guarantee
of the authenticity and correctness of the information provided by individuals who are
primary applicants. A small number of challenges in the quality and quantity of candidates
are identified through the tools available in webs. Many organizations reported that they
receive a great number of applicants from people who are unqualified for job posts.
Applicants cannot check any portal or site in case of unavailability of internet connection
(Bhupendra Swati, 2015).

o [Fake profiles
e Fess for access Employer
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e Using the Internet cannot be a priority for all job seekers
e Lack of personal contact
e Lack of awareness about E-recruitment and technology

e Privacy and security issues
e Outdated job postings

e No response from the company Applicant
e Internet availability

According to Armstrong (2009), the benefits taken in to account with online
recruitment comes with challenges which are more in numbers and cannot be avoided. By
getting big and wide exposure of jobs, the employers or professionals can also get more
unqualified applicants for posting. Recruitment through electronic means has created another
pile of extra work for recruiters who at present checking more applications and resumes,
additional emails and the need to install one of the most expensive software to track
numerous applications. The concern that is related to that is, many people across the segment
are accessing the job sites merely for browsing or surfing and never been looking for a job
actively to work. Another major concern is that some pool of applicants may have limited and
poor Internet accessibility, in particular to mention is the people from lower socioeconomic
groups and from certain regions over the world. In addition, another potential disadvantage of
this new process is privacy: sharing information obtained from people who may have applied
for jobs many times or even companies has started sharing their websites commonly these
days, but the concern is the sharing of information is done in a lost ways that raise ethical
issues and violate discrimination policies. (Omolawal, 2015).

The pointed and concerned issues with e-recruitment center is on the quantity and
actuality or fairness of candidates those who are using web-based tools, the absence of e-
recruitment knowledge within the human resource professionals or community which has
limited commitment to new adopted technology of online or virtual recruiting within the top
management or senior managers. For example those organizations used virtual recruiting
received resumes from many incapable candidates within the systems, at the same time, the
lack of knowledge of new software’s among HR professionals and the limited commitment
of senior managers have hindered the effective acceptance and implantation in some of the
leading organizations. Furthermore, recruiting through the internet or online platform has
enormously increased the problems among segmented potential applicants with the relation
for keeping or hiding their personal information secure and confidential to the concern
authorities. It has been also many times seen that organizations’ recruitment sites display
privacy sentences or statements that has in depth details about how the information applicants
provide will be stored and used for the further purpose. However, data security remains an
important issue, particularly when it is in relation to online testing and making hiring
decisions. (Omolawal, 2015).
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V. CONCLUSION

Internet and technology has indispensable physical lines that are need to be
considered which are coordinating and when it comes to professional mobility and the
search for talented, skilled and genuine workforce at peak level n regional areas this
medium is going to be definitely here to stay for longer period of time. It has been
rightly said that : Recruitment is not only acquiring the best amongst those who applied
for a particular post or designation rather it’s the question to choose the right candidate
in one’s human capital. The most new and discussed head these days is of E-recruitment,
if considered and featured as a strongest stem of a tree, it will create magical output in
HR departments and it also covers so many other aspects which can be called as its
branches like e-recruitment revolution, linkage between HRIS and e-recruitment, e-
recruitment market and its players, process in e-recruitment. E-recruitment has come out
to be a significant and untouched part of the recruitment strategy. It can be used to track
and manage candidate applications, particularly among gigantic organizations across the
world.

E-recruitment can provide some remarkable benefits in terms of efficiency, cost
and time to the organizations. In the wake of above discussion, a continuous
improvement in understanding the technological issues related to e-recruitment is highly
recommended. Organizational leaders and human resource managers who have
implemented or expect to implement e-recruitment systems must commit to ensure the
system's success in the future by systematically evaluating virtual recruitment
procedures and outcomes with its strategies, and increase the training of human resource
personnel to operate the system effectively and efficiently for making organization
profitable and achieving the goals for a longer period of time.
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