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Abstract: One of the most important responsibilities of a human resources staff is recruitment. 

Recruitment is the collection of actions and procedures that are used to lawfully discover an insufficient 

number of people with the appropriate place and time experience. This is done so that individuals and 

organizations may be picked in their own best interests, both in the short term and the long term. On the 

topic of recruiting and selection practices in the city of Vadodara, a research has been carried out, and 

its findings have been analyzed and presented. The sample was chosen from among forty different private 

businesses located in the Vadodara area. 40 cores HR was chosen to be the department that picked 

persons at random, and the data collection technology was used to gather information from those 

employees. The use of the internet portal to execute data collecting for the research was done in 

observance of the precautionary measures taken for the pandemic scenario involving the Covid-19 virus. 

Forms were developed by Google, and the company gathered primary data using them. In addition to 

that, there were calls made to acquire the data. 
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1. INTRODUCTION 

According to Breaugh and Starke (2000), recruitment consists of "those processes and actions carried out 

by the company with the principal objective of discovering and enticing prospective personnel." It is a 

vital component of human resource management because it fulfils the critical job of recruiting significant 

resources, also known as human capital, into the business. This makes it an essential component of 

human resource management. One of the current tendencies seen in HR operations throughout the globe 

is the use of online recruiting, commonly referred to as E-recruitment. It has evolved into a sophisticated 

interactive engine that is capable of essentially automating each and every part of the recruiting process. 

The process of selecting applicants may be made simpler with the use of the internet, particularly when 

there are significant distances involved. E-recruitment has seen significant expansion over the last 10 

years, and as a result, it is now extensively used by recruiters as well as job searchers in a variety of 

countries and regions. Within the realm of electronic human resource management (E-HRM), the internet 

has shown itself to be an effective medium for the delivery of a variety of services, including HR 

planning, HR assessment, HR incentives, and HR recruiting. 

E-recruitment involves the following platforms:  

 Company web site for recruitment  

 Commercial jobs boards (such as “Monster.com” and “Naukri.com”) for posting job 

advertisements  

 Social networking sites (like “LinkedIn”) 

Candidates are encouraged to check the company website often for updates on upcoming employment 

opportunities. The websites each provide a link that leads to the most recent available position. If, on the 

other hand, the organization decides to use job boards for recruiting by posting advertisements for its 

open jobs on alternative websites such as "Naukri" or "Monster," then they are using job boards. In most 

cases, organizations choose for a way of hiring staff that is suitable for their size and the amount of 

money they have available for recruiting. In addition, the manner in which an organization communicates 

the availability of job openings to potential applicants is a factor in the total number of applications 
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received by the organization. Despite the fact that it is generally acknowledged that E-recruitment 

ultimately results in an increased chance of finding the right candidate, facilitates geographical spread, 

quickens turn-around time/cost savings, and results in applicants of a higher quality, there is a great need 

for additional empirical proof to know the impact of E-recruitment. 

Over the course of the last decade, electronic recruiting has emerged as a topic of discussion. The internet 

is often regarded as the most cutting-edge instrument for the recruiting industry. It is a true revolution 

that is sweeping across the employment market and the world of job seeking. In this article, we will 

discuss online recruitment, often known as E-recruitment, cyber recruiting, or internet recruiting. These 

terms refer to the process of formally sourcing employment information online. The publications 

published in the middle of the 1980s are where the first allusions to electronic recruiting can be found. 

While systematic references to electronic recruiting didn't start appearing in HR journals until over 

twenty years later, in the middle of the 1990s, when IT companies and colleges started making 

widespread use of the internet, At the end of the twentieth century, there was a significant amount of 

discussion over how human resource management should react to the changing external and internal 

environment of a company. Since the year 2000, job searching and recruiting activity that takes place 

online have undergone massive transformations. During this time period, a really unique paradigm for 

online recruiting emerged and for the first time achieved a level of critical mass. This was the time when 

these events took place. Nevertheless, despite the fact that it has gained a lot of attention, the research in 

this field has not yet been as dominating as many scholars and practitioners had anticipated it would. 

The present research is based on research that was descriptive. In the firms that fall under the category of 

"private" in the Vadodara district, the process of recruiting and selection is broken out in excruciating 

detail. In order to collect primary data for this study, the researchers are making use of Google's way 

surveys. Statistical software and methods are used to conduct in-depth examinations of compiled data 

sets. The primary sources of information have been used for the purposes of making discoveries and 

providing interpretations. The sample was chosen from among forty different private businesses located 

in the Vadodara area. The data collecting tool was used to gather information from forty of the key HR 

employees, who in turn picked persons at random. Forms were developed by Google, and the company 

gathered primary data using them. In addition to that, there were calls made to acquire the data. Every 

piece of data that is gathered undergoes thorough examination and interpretation using various statistical 

methods and tools. Analysis of data makes use of things like average means, correlation, and even 

software like Microsoft Excel. The analysis and interpretation of the data are helpful for determining how 

the findings of the research should be interpreted. Tables, charts, graphs, and other visual representations 

of the data are used to show it. 

2. LITERATURE SURVEY  

Sneha Mankikar(2014) investigated the impact of the many elements that play a role in the selection 

and recruiting processes. Changes in the process of recruiting have been brought about as a result of 

strategic involvement in the recruitment process. HR Consulting businesses have significantly increased 

their influence to the market by serving as a primary contributor to talent acquisition. This research 

project made use of a method known as convenient random sampling, and the total number of 

participants in the sample was 105. Interviews and questionnaires were the major means of data 

collection for this particular research project. The kind of work performed at an organization and the 

sector in which it competes both have a role in determining its recruiting strategy. The recruiting policy is 

impacted by a number of elements both inside and external to the organization. The circumstances of 

employment in the local community. The location of the organization will have an effect on the recruiting 

efforts that the organization undertakes. 

Rlmjhim Gupta and Tanuja Jain (2014), according to one piece of research, "Recruitment constitutes a 

crucial aspect of an organization's overall resourcing plans," which are meant to "identify and secure 

personnel required for the company to survive and prosper in the short to medium-term." "Candidates for 

employment go through a process called selection, during which they are separated into two groups: 

those who are given work, and those who are not to be offered employment." When recruitment and 
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selection procedures are improved, organizations see improvements in their overall performance. The 

purpose of the study paper that was written and given the title "Recruitment and selection" was to shed 

light on the process of recruiting candidates and choosing those who would be offered positions. The 

primary purpose is to identify the general practices that are used by the company to recruit and choose 

workers, and the secondary objective is to establish how the general practices of recruitment and 

selection affect employees. 

Ibrahim Yaro (2014), examined the fact that Recruitment and selection are the tools used by the 

Nigerian public service to ensure its continuity. This means that employees who leave the service due to 

retirement or withdrawal are immediately replaced, and this keeps the public service's operations running 

smoothly. i.e. A continual procedure. However, in order to be considered competent and qualified, one 

must go through the recruiting and selection process. The staff members are now being sorted and 

provided jobs. To a larger degree, it assists in the preservation of mental health in addition to the growth 

that is essential in the work of the government. Even though the recruitment system is characterized by a 

number of irregularities, the majority of which are sentimental, it is believed that a great deal can be 

accomplished if the recruiters keep the status quo and ensure that merit is considered to be the number 

one priority, followed by impartiality, equality, and then impartiality. This is because it is believed that 

you can accomplish a great deal if you maintain the status quo. Last but not least, it is anticipated that 

hiring agencies in Nigeria's public service sector would make every effort to implement the proposals that 

have been provided. In the experiments, which are thought to be the key to solving the issues that have 

been uncovered. 

"The process of seeking for individuals for employment and encouraging them to apply for positions in 

the business," according to Flippo, is what we mean when we talk about recruitment. Recruitment is the 

process that brings together prospective employees and potential employers. The process of discovering 

and luring qualified individuals to apply for open positions is referred to as recruitment. The procedure 

starts with the search for new recruits and concludes with the application submissions of those 

candidates. The end result is a collection of resumes from which potential new workers are chosen. 

According to Yoder, "recruitment is the process of discovering the sources of manpower in order to meet 

the requirements of staffing schedule and of employing effective measures in order to attract the 

manpower in order to facilitate effective selection of able workforce." In other words, the goal of 

recruitment is to find people who are qualified to work. 

3. OBJECTIVE OF THE STUDY 

1. To contrast the process of conventional recruiting with that of online recruitment and to have a 

conversation about the advantages and disadvantages of online recruitment. 

 

2. To get an understanding of the current trends and practices of e-recruitment in the context of an 

organization's hiring process 

4. METHODOLOGY OF THE STUDY 

The HR managers of various private organizations provided the participants for the study's sample, which 

was then analysed. The sample was chosen from among forty different private enterprises located in the 

Pune District. In the course of the study, both primary and secondary sources of information were used. 

When gathering the main data, we did it primarily via the use of questionnaires. The descriptive research 

design is the one that is used, and it begins with defining the goals of the study before moving on to the 

questionnaire approach. In the course of this investigation, Google form surveys have been used to 

collect primary data. All of the data that was collected is analyzed and interpreted using various statistical 

tools and methods. The analysis of data makes use of average mean, correlation, and other methods. In 

order to find out the results of the research, analysis and interpretation are both very helpful. Tables, 

charts, graphs, and diagrams are used to illustrate the data that has been collected. 
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5. DATA ANALYSIS  

NAUKRI.COM- Job: portal Founded - March 1997 Its database has information on more than 44 

million job seekers who have registered with the company. On a daily basis, an average of 11,000 

resumes is uploaded to the database, while 130,000 are edited. "Naukri.com" received payment from 

51,000 corporate clients for a variety of services, including database access, advertising and listing on 

site, and others. 

 

MONSTER.COM Job: search engine Founded- January 1994 Services, Jeff Taylor, founder of the 

online job industry In the year 2001, "Monster" India began doing business. Its cutting-edge technology 

enables it to give premier career and recruiting tools to businesses and job seekers across industry 

verticals, experience levels, and geographical locations. These resources are applicable to all positions. 

More than 200 million individuals all around the globe are connected to the "Monster" network. It has its 

activities in more than 40 countries and offers highly developed job finding, career management, 

recruitment, and talent management features all over the globe. 

LINKEDIN: Website for social networking Established on December 14, 2002, its primary functions are 

professional networking and the advertising of employment opportunities. It is a social networking site 

with an emphasis on business and employment, and it enables its users, both employees and employers, 

to establish profiles for themselves and interact with one another in the social world via links that are 

based on their professional relationships. LinkedIn is quickly becoming one of the most important 

resources for employment recruiters, HR managers, and head hunters to use when looking for new 

prospects. It offers sophisticated search capabilities that enable recruiters to locate potential members by 

using a particular set of keywords. Additionally, it offers In Mail messaging services, which enable 

recruiters to communicate with prospects about a particular job opening. 

It turns out that employee recommendations are the best source for finding great workers. In addition to 

some more conventional approaches, a social professional network is one option that has shown to be 

reliable. 

 

 Figure 1: Employment preference  
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Traditional versus online job applying 

 

 
Figure 2:  Job application preference 

 

6. CONCLUSION 

As a result of our findings, it became clear that the norms about recruitment experienced a significant 

shift. Since the advent of the internet, online recruitment has grown to become a considerable portion of 

the entire market for recruiting. Because of the support that it provides, large companies are now in a 

better position to manage the applications of possible employees and to keep track of who has submitted 

them. Another area that may be enhanced to make the recruitment process more efficient for firms is the 

cost-effectiveness of the many options available. Candidates that make use of social media throughout 

the application process have the capacity to drastically reduce the total amount of time spent doing so. 

They also exude an air of self-assurance throughout. On the other hand, recruiters are able to rapidly and 

effectively communicate with prospective a prospect, which helps to preserve the credibility of the 

business. This helps to retain the reputation of the organization. Therefore, it is feasible to arrive at the 

conclusion that electronic recruitment is not always the most advantageous choice for job prospects that 

are currently on the market for a new position. It must be used by the proper person at the appropriate 

time in the suitable way by the relevant individual in order to achieve the highest potential benefits. 
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