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 The Traditional Recruitment process involves job opening request preparation and 
approval , Job opening posting, profile collection, screening and interview. This process 
is time consuming, involves more paper work and it is very expensive. To fill the gap in 
the traditional recruitment process, there came E-recruitment.Currently the emerging e-
mediums like Social Media Recruiting and Mobile recruiting plays a very important 
role in recruitment process. Many employers are finding it necessary to incorporate 
mobile strategies into their overall recruitment program to connect with their target 
audience from anywhere, at any time. Mobile recruitment options, such as texting and 
mobile job search applications, provide employers with extended reach into both active 
and passive job seeker communities who search for jobs directly from their mobile 
device. This study finds out the emerging e-mediums in e-Recruitment and how to use 
them  effectively for our HR purposes. 
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INTRODUCTION 

 
 The Manufacturing industry is chosen as the 
research background for this study. As it is one of the 
olden and consistent industry over the decades. There 
is a myth that only the software people are in update 
with current technology and the remaining industry 
people are not. But the technology growth and 
communication mediums enormous growth after 
1990’s made almost every Indian to use the mobile 
phone, and now it’s becoming smart phone. So the 
mobile apps, social media and all become common to 
all people around the globe , in which many are free 
of cost, easy to access and easy to communicate. In 
this study the manufacturing industry is taken as a 
background to identify the penetration of the e-
medium among its employees. The study results shall 
be useful for the Manufacturing industry recruiters to 
go digital and step in to or enhance their recruitment 
strategy in digital for the upcoming days. 
 The traditional recruitment method involves 
advertising through newspapers and job portals by 
posting the job openings, forums, in their own 
company website etc. This process is time 
consuming and involves more paper work. These 
methods may be effective in few cases, but these 
ways of advertising may bring fake profiles and 
candidates with irrelevant criteria. Hence, finding the 
right candidate is a challenging task for the recruiters 
in an organization. The job seekers should have a 
right platform to showcase their skills. If the job 

seekers do not gets sufficient information regarding 
the requirement they may apply for irrelevant 
opening or will miss the right opportunity. Also there 
should be a strong communication medium between 
job seekers and recruiters to bring right talents in to 
the organisation   
 
Objectives: 
Primary Objective: 
 To Study the current trends in the e-recruitment 
and identification of emerging communication e-
mediums (social networking medium, mobile apps 
etc.) that could be effectively used from job seeker's 
perspective 
 
Secondary Objectives: 
1. To study how emerging e-mediums helps in 
recruiting right people 
2. To identify the spread of job posting information 
through Electronic medium. 
3. To identify the expectations in job information 
sharing 
4. To give a note to recruiters about talented 
passive (inactive) job seekers 
5. To identify how emerging e-medium helps in 
improving competitive branding of the organization 
6. To identify the effectiveness of emerging e-
mediums in building relationship among 
professionals  
7. To know the view of job seekers on emerging e-
medium for e-recruitment in future 
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Literature Review: 
 Jennifer Kavur,2009 believes that the online 
social networks are a great way to recruit the "best 
and brightest". Employers who fail to use social 
networking sites in recruiting initiatives miss out on 
an opportunity to target a specific 
demographic(Jennifer Pierrier-Knox,2009).The 
Author suggests that rather than passively sit back 
and wait for a bunch of résumés -- that may be totally 
irrelevant -- to come in, employers can use social 
networking sites to target who they want to apply for 
a role. Thus this journal gives information that social 
networking sites would play an important role in 
selecting right candidate for the required job opening 
 Anria Sophia van Zyl,2009 stated that an 
individual's success in society depends on the shape 
and size of his/her social network and ability to 
network and form connections with other social 
groups. Organizations which can harness this innate 
human ability to manage knowledge will be able to 
lower transactions costs and become more profitable. 
This paper provides insight on how social networks 
can be used for business purpose and how it reduces 
the recruitment cost.  
 Mathew Jefery ,2012, states that mobile 
recruiting is going to become a dominant channel in 
e-recruitment.  Companies draw data to profile 
candidates based on online habits and trends. Mobile 
now accounts for 10% of Internet usage worldwide 
(this has more than doubled over last 18 months), 
Apple and Android represent more than 75% of the 
smartphone market, Over 1/3 of Facebook’s users 
access Facebook Mobile; 50% of Twitter’s users use 
Twitter Mobile. Tells us how to reach the target 
people over the mobile, for the recruitment purpose! 
 Dana Manciagli,2014, talks about mobile 
recruiting and few ways to improve mobile 
recruiting. Mobile recruiting has become the go-to 
channel for job seekers exploring new opportunities. 
According to a 2013 survey by LinkedIn, 72 percent 
of job seekers have visited a company’s career site 
on their mobile devices. Job board sites like Indeed 
and Monster are seeing up to 40 percent of their 
traffic coming from mobile devices. As one of the 
way to improve mobile recruiting, the author has 
suggested to use social media like linkedIn,Twitter 
and facebook. 
 (Susan M Heathfield,2012, lists the use of 
LinkedIn for the individuals in both Networking and 
Recruiting. The potential of such Social Networking 
sites plays a major role in Employee Recruitment 
strategy. This article also explains how the Job 

seeking candidates can use the LinkedIn to sell their 
talents to the intended employers to get the best fit 
and outcome out of it. It tells the way to showcase 
their key skills, talents and other qualification to the 
potential employer. And it list the way how to 
expand the professional network and stay in touch 
with the current, previous employers to have a good 
professional relationship. 
  
Methodology: 
 The Research approach used for this study is 
Descriptive Research- Survey Method. In this 
research study, Questionnaires were used as the 
measurement tool. It contains closed and open ended 
questions. Questions related to the primary and 
secondary objectives were framed. This helped to 
collect the primary data and convert it to analyzable 
form. The sample size selected for this study is 102 
samples. Among 102 samples 30 Respondents have 
been selected from different wings of the 
organization who were considered as passive job 
seekers. The remaining 72 samples consists of active 
job seekers of both males and Females belonging to 
different age groups and different departments from 
manufacturing sector. Chi-Square test and weighted 
average analysis were used to analyse the data 
collected. 
 
Data Analysis 
4.24 Chi Square Test: 
 Gender V/S  Convenience Level In Using Mobile 
Apps: 
Null Hypothesis H0: 
 There is no significant difference between 
gender andConvenience level in using Mobile Apps. 
 
Alternate Hypothesis H1: 
 There is significant difference between gender 
andConvenience level in using Mobile Apps. 
 
Chi Square Test : Social Networking Site Used V/S 
Impact On Passive Job Seekers: 
Null Hypothesis H0: 
 There is a  no significant difference on the 
Social networking site that is used to target passive 
job seekers. 
 
Alternate Hypothesis H1:  
 There is a  significant difference on the Social 
networking site that is used to target passive job 
seekers. 
 

 
Table 1: Observed Frequency Table Gender v/s Convenience level in using Mobile Apps. 

 
Male Female Total 

Strongly Agree 15 7 22 
Agree 48 12 60 

Neutral 9 1 10 
Disagree 4 4 8 

Strongly Disagree 1 1 2 
Total 77 25 102 
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Table 2: Chi Square Calculation. 
Observed Frequency Expected Frequency O.F-E.F (O.F-E.F)^2 ((O.F-E.F )^2) /E.F 

15 16.61 -1.61 2.59 0.16 
48 45.29 2.71 7.34 0.16 
9 7.55 1.45 2.1 0.28 
4 6.04 -2.04 4.16 0.69 
1 1.51 -0.51 0.26 0.17 
7 5.39 1.61 2.59 0.48 
12 14.71 -2.71 7.34 0.5 
1 2.45 -1.45 2.1 0.86 
4 1.96 2.04 4.16 2.12 
1 0.49 0.51 0.26 0.53 

   
Σ (O.F-E.F)^2/E.F 5.95 

Degrees of Freedom = 4 (no of  rows-1) * (no of columns -1); Calculated χ2 value=  5.95 
Tabulated χ2 value  = 9.488 (at df=4 5% level of significance); Calculated χ2 value < Tabulated χ2 value;  
Interpretation: Since the Calculated χ2 value is lesser than the Tabulated χ2 value, H0 is accepted. 

 
Table 3: Observed Frequency Table -Social Networking site used v/s Impact on passive job seekers. 

 
Yes No Total 

LinkedIn 38 10 48 
Facebook 26 12 38 
Twitter 3 1 4 
Others 3 1 4 
None 3 5 8 
Total 73 29 102 

 
Table 4: Chi -Square Calculation. 

Observed 
Frequency 

Expected 
Frequency 

O.F-E.F (O.F-E.F)^2 ((O.F-E.F )^2) /E.F 

38 34.35 3.65 13.32 0.39 
26 27.2 -1.2 1.44 0.05 
3 2.86 0.14 0.02 0.01 
3 2.86 0.14 0.02 0.01 
3 5.73 -2.73 7.45 1.3 
10 13.65 -3.65 13.32 0.98 
12 10.8 1.2 1.44 0.13 
1 1.14 -0.14 0.02 0.02 
1 1.14 -0.14 0.02 0.02 
5 2.27 2.73 7.45 3.28 

  
Σ (O.F-E.F)^2/E.F 6.19 

Degrees of Freedom = 4;Calculated χ2 value=  6.19; Tabulated χ2 value  = 9.488 (at df=4 5% level of significance); Calculated χ2 value < 
Tabulated χ2 value; 
Since the Calculated χ2 value is lesser than the Tabulated χ2 value, H0 is accepted. 
 
Chi square Test: Experience V/S Acceptance of 
Emerging E-Mediums: 
Null Hypothesis H0: 
  There is no direct relationship between 
Experience level and acceptance of emerging e-
mediums in recruitment process. 
 
Alternate Hypothesis H1: 
  There is a direct relationship between 
Experience level and acceptance of emerging e-
mediums in recruitment process. 
 
Weighted Average Calculation: 
1. Knowing Personal/Professional information of Job 
seekers 

 = (17*5 + 65*4 +16*3 + 4*2 +0*1)/102 = 3.931 
2. Job Information sharing 
 = (19*5 + 57*4 +24*3 +1*2 +1*1 )/102= 3.901 
3. Knowing about organisation 
 =( 16*5 + 68 *4 + 12*3 + 5*2 +1*1 )/102=3.911 
4.Job Referral 
 = (2*5 +26*4 +38*3 +29*2 +7*1 )/102= 2.87 
 From the above weighted average table it has 
been inferred that respondents have given 3.93 
weightage to using social networking site for 
knowing personal or professional information of  the 
job seekers,3.911 weightage to know about an  
organization, 3.901 weightage to job information 
sharing and 2.87 weightage to job referral 

 
Table 5: Observed Frequency Table -Experience v/s acceptance of emerging e-mediums in recruitment process. 

 
0-5 Years 5-10 Years >10 Years Total 

Strongly Agree 20 7 6 33 
Agree 25 17 12 54 

Neutral 3 5 5 13 
Disagree 0 1 0 1 

Strongly Disagree 0 0 1 1 
Total 48 30 24 102 
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Table 6: Chi Square Calculation. 
Observed Frequency Expected Frequency O.F-E.F (O.F-E.F)^2 ((O.F-E.F )^2) /E.F 

20 15.53 4.47 19.98 1.29 
25 25.41 -0.41 0.17 0.01 
3 6.12 -3.12 9.73 1.59 
0 0.47 -0.47 0.22 0.47 
0 0.47 -0.47 0.22 0.47 
7 9.71 -2.71 7.34 0.76 
17 15.88 1.12 1.25 0.08 
5 3.82 1.18 1.39 0.36 
1 0.29 0.71 0.5 1.72 
0 0.29 -0.29 0.08 0.28 
6 7.76 -1.76 3.1 0.4 
12 12.71 -0.71 0.5 0.04 
5 3.06 1.94 3.76 1.23 
0 0.24 -0.24 0.06 0.25 
1 0.24 0.76 0.58 2.42 

  
Σ (O.F-E.F)^2/E.F 11.37 

 Degrees of Freedom = 8; Calculated χ2 value=  11.37; Tabulated χ2 value  = 15.507 (at df=8 5% level of significance);Calculated χ2 
value < Tabulated χ2 value; 
 Since the Calculated χ2 value is lesser than the Tabulated χ2 value, H0 is accepted. 

 
 Weighted Average : Significance Of Social Networking Sites In Job Search: 
 
Table 7: Weighted Average : Significance of Social Networking Sites in Job Search. 

Usefulness of Social 
Networking Site 

Strongly Agree Agree Neutral Disagree Strongly Disagree 

Knowing Personal/Professional 
information of Job seekers 

17 65 16 4 0 

Job Information sharing 19 57 24 1 1 
Knowing about organisation 16 68 12 5 1 

Job referral 2 26 38 29 7 

 
Findings: 
 89% of the respondent use emerging e-
mediums(Social Networking Sites, Mobile Apps) for 
job search  23% respondent access the SNS ‘Once in 
a day’, 16% access ‘2-3 days once’, 29 %  access 
‘Weekly Once’ and 21% access ‘Monthly once’ for 
job search. 47% of the respondent use 
'LinkedIn',37% use 'Facebook' and 4% use 'Twitter' 
and 4% use 'others' for  job search. 52% of 
respondents use "Social Networking App",14% use 
"Job search engine Apps" and 30% use "Messaging 
apps" for job search using mobile as a medium. 16% 
of respondents have "strongly agreed"  and 57%  
have "agreed" that they use  mobile apps for job 
related information sharing through chats, groups and 
social networking sites. With respect to 
enhancements that need to be added to emerging e-
mediums ,28% of respondents selected "Text chat" 
,14% of respondents have selected "voice 
calling",34% have selected "Video chat" and 26% 
have selected "File sharing". It has been inferred in 
targeting passive job seekers  72% of respondents 
read the job alerts in social networking sites, mobile 
apps even if they are not currently looking for a 
job/job change. Among the difficulties faced by 
respondents in using emerging e-mediums 39% of 
respondents  have faced " No accurate information  
or partial information",36% faced "No relevant 
information", 9% faced " networking issue" and 16% 
faced communication issue 

 Suggestions: 
 Recruiters shall post their company profile and 
other official information on social mediums to 
improve their visibility and reputation among the job 
seekers. They can have an account in social 
networking sites for building the professional 
network. As the mobile internet usage is growing 
fast, the recruiters shall consider their website is 
compatible for smart phone. Recruiters shall launch 
the mobile app for their company profile and website 
information. Whatsapp and other mobile chat group 
can be formed with various targeted resources to 
increase the speed of job information sharing. 
Sufficient information regarding the job opening like 
requirement, description, roles and responsibilities 
can be posted by the recruiters in the social 
networking groups. Networking among people could 
be used to find right person for the right job. 
Recruiters shall form different groups in the e-
mediums based on the key skills, domain expertise 
etc. Common social networking sites shall consider 
adding text message service, voice call feature and 
information, attachment sharing features in it. This 
will be useful for the recruitment purpose. Video/live 
conference facility can be added in the e-mediums 
for quality recruitment. Advertisement and 
awareness programs shall be planned and executed 
about the better usage of the emerging e-mediums 
role and usage in the recruitment process.If the 
awareness gets increased the e-recruitment shall be 
enhanced and this will reduce the recruitment cost of 
the management. 
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5.3 Conclusion: 
 Social networking site and mobile apps will be 
the emerging trend of the recruitmentin the near 
future. As the smart phone and internet are now 
easily accessible by everyone, the conventional 
recruitment way is getting replay by electronic 
one.The correct and balanced usage of the trending e-
mediums such as chat apps, social media pages will 
be useful for the recruiters to find out the right 
candidate to their requirement. Now the recruiters 
having the speedy medium to reach the large 
community in a short time. This in turn will reduce 
their fixed expense of recruitment. The cost involved 
in the paper advertising, hard copy resume receiving, 
screening and back ground check etc are well 
reduced with the e-medium usage in the recruitment 
process.  
 The communication with the recruiter is now 
more easy and comfortable over the e-medium, so 
they need not to wait for the HR response for a 
month and more. Also they can easily display their 
skills and expertise in a professional way to more and 
more recruiters with a single app. The job seekers 
has a great place to showcase their talents, with that 
they can attract and cover most of their targeted jobs, 
around the globe. 
 The communication within the networking 
groups will help both side to know the current trend 
andbe in line with that.The facilities offered by the 
emerging e-mediums shall be utilized properly by the 
job seekers and the recruiters to enhance a better 
relationship between them. The reliability created 
through networking shall play a vital role in 
recruitment. The reliable personal information over 
the networking sites shall be used to screen the job 
seekers. In this way the e-mediums shall be used for 
back ground verification also.This will avoid 
bringing up the fake profiles/people in to the 
organisation. Thus, the human resources of an 
organisation will be more strengthened and healthy 
which will lead to the growth of the organization and 
have a competitive advantage in the market 
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