
   
 

13 

 Emperor International Journal of Finance and Management Research 

Emperor International Journal of Finance and Management 

Research 

 

Emperor International Journal of Finance and Management Research 

  ISSN: 2395-5929 

 

    www.eijfmr.com 

 

      © Mayas Publication 

 

 

Volume-V                                                   Issue-3                                                 March -2019 

 

Online Recruitments Methods  in select software companies in 

Chennai 

Dr. P. Balaji 

Assistant Professor, Department of Commerce 

Sri Chandrasekharendra Saraswathi Viswa Mahavidyalaya 

Kanchipuram 

 

ABSTRACT 

Online recruitment has developed keen on a cost and time efficient suggestion for the 

HR departments for searching and hiring potential talents. in spite of its advantages, Online-

recruitment has so far failed to create appreciable response from job-seekers across the world 

due to perception about need of reliability of the intermediate over traditional media such as 

newspaper advertisements and employment. Studies have also shown that poor design of online 

recruitment websites can have negative impression on job seeker s attitude towards the portals 

and may lead to their reluctance to apply for the jobs posted in such websites. 

               Keyword- E-Recruitment, Internet portals, Online Recruitment 

 

I. INTRODUCTION 

Human resource management (HRM) willhelp the enterprise to achieve its goal more efficiently 

and effectively in the several ways. The main function in HRM is to evaluate the corporate in attracting 

and retaining the required talent through effective human resource planning, selection, recruitment and 

also developing the necessary skills and right attitudes by giving the employees proper training, 

development and performance appraisal. It also involves securing willing cooperation of employees 

through participation, motivation, grievance handling and utilizing the effectively available human 

resources and then the only enterprise will have a team of dedicated and competent employees. 

Effective management of human resource helps in a professional level and to improve the quality 

of work life. It allows the team work among the employees by providing a healthy working environment. 

It also contributes to the professional growth in many ways by providing maximum opportunities for 

personal development of an each employee and then maintaining their healthy relationships among the 

individuals and different work groups. From the point of view of the people on the  sound HRM has a 

great significance. It helps to enhance the dignity of labour in several ways by giving them the suitable 
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employment that provides the social and psychological satisfaction of the people to maintain their balance 

between the jobs available and the jobseekers in terms of numbers qualifications, needs and aptitudes and 

to eliminate the waste of human resources among  theconservation of physical and mental health. 

1.1 Recruitment 

Recruitment includes the practices and activities maintained by the organization with the primary 

purpose of identifying and also to attract the potential employees. It is an important section in HRM to 

perform the essential function to draw human assets into the organization. Recruitment is a process of 

searching the candidates to filling the vacant staff positions in any organizations. The recruitment 

processis attracting andsecuring the services of capable personnel with effective and optimum utilization 

of the human resources. Recruiting is the process of matching individuals to jobs in organizations. 

Organizations to perform the personnel marketing which aims to motivate to the many people who have 

the right qualifications to apply for the  positions and  those who apply then go through the organizations 

selection process and those who are selected and  integrated into the organization. 

2.1 Online Recruitment 

Online basic web is vital role in the recruitment resources in a current scenario they basic on 

locating proper qualified jobs to the candidates not only jobs they related to cover making newspaper 

advertising an obsolete recruitment method. The process of using Webtorecognise and attractthe budding 

employees to the institute has been defined as online recruitment/internet-based recruitment/e-

recruitment/e-HRM. Online basic recruitment has been proved to be a boon for the job searchers overall 

the past one decade. The website is which connects the job finder and the job provider-(employer) for the 

recruitment purpose virtually.‘Online recruitment, takes care of the entire recruitment process through 

placing the job displaying opportunity ,  by receiving the Bio-data and selecting the right candidate for the 

right job in a simplified and cost effective manner’. 

3.1 Scope of Online Recruitment  

 A decisive step towards a paperless office 

 A higher internal profile for HR leading to better work culture 

 More transparency in the system 

 Adaptability to any client and facilitating management 

Integral support for the management of human resources and all other basic functions. 

4.1 Hypotheses of the Study 

1. There is no significant association between the  recruitment methods and the quality of 

employees in the selected companies 
2. There is no significant difference in the cost of recruitment incurred by the selected companies 

Demographic and Employment Characteristics of  the Sample Respondents 

Table - 4.1 Gender-wise Classifications of the Respondents 

Company 
Gender 

Total 
Male Female 

Infosys 

42 31 73 

57.5% 42.5% 100.0% 

18.4% 17.0% 17.8% 

Wipro 

41 30 71 

57.7% 42.3% 100.0% 

18.0% 16.5% 17.3% 

TCS 

57 58 115 

49.6% 50.4% 100.0% 

25.0% 31.9% 28.0% 

HCL 43 33 76 
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56.6% 43.4% 100.0% 

18.9% 18.1% 18.5% 

Tech Mahindra 

45 30 75 

60.0% 40.0% 100.0% 

19.7% 16.5% 18.3% 

Total 

228 182 410 

55.6% 44.4% 100.0% 

100.0% 100.0% 100.0% 

                                    Source: Field survey 

 The respondents belong to different age groups and Table – 4.2 presents their gender-wise age 

levels. 

 It is noted that out of the 410 respondents, 66 (16.1 %) belong to the age group of 21-25, 137 

(33.4 per cent) come under the category of 26-30 year age group and 113 (27.6 per cent) fall in the age 

group of 31-35 years and there are 94 respondents (22.9 per cent) who belongs to the above 35 year age 

group. 

 Gender wise among the 228 male respondents, 30 (13.2 per cent) come under the 21-25 year age 

segment, 74 (32.5 per cent) are found in the 26-30 year age category, 63 (27.6 per cent) belong to the 31-

35 year age class, while 61 respondents (26.8 per cent) come under the above 35 year age  

Table - 4.2 Gender wise Age Level of the Respondents 

Age Level 
Gender 

Total 
Male Female 

21-25 

30 36 66 

45.5% 54.5% 100.0% 

13.2% 19.8% 16.1% 

26-30 

74 63 137 

54.0% 46.0% 100.0% 

32.5% 34.6% 33.4% 

31-35 

63 50 113 

55.8% 44.2% 100.0% 

27.6% 27.5% 27.6% 

Above 35 

61 33 94 

64.9% 35.1% 100.0% 

26.8% 18.1% 22.9% 

Total 

228 182 410 

55.6% 44.4% 100.0% 

100.0% 100.0% 100.0% 

                                            Source: Field survey 

Group and in the case of the 182 females, 36 (19.8 %) belongs  to the agegroup of 21-25, 63 (34.6 per 

cent) come under the 26-30 year age group, 50 (27.5 per cent) fall in the age group of 31-35 years and 33 

respondents (18.1 per cent) belong to the above 35 year age group. Hence the overall 49.5 % of the 

respondents are less than 30 years age which is (45.7, 54.4 %) among males and females respectively. 

Thus the percentage of younger respondents is higher among the females than in the case of male 

respondents. 

 Companies recruit employees with the different levels of educational qualifications, since the 

practice of recruiting those from the Arts and Science Colleges, apart from the Professional Colleges is 

also on the rise, since the companies opine that it will reduce the rate of attrition. In this background the 

Table – 4.3 grants the circulation of the respondents on the basis of their gender andthe  educational 

qualifications. 
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Table - 4.3 Gender-wise Educational Qualifications of the Respondents 

Educational Qualification 
Gender 

Total 
Male Female 

B.A./B.Sc./B/Com 

22 19 41 

53.7% 46.3% 100.0% 

9.6% 10.4% 10.0% 

B.E./B.Tech 

128 126 254 

50.4% 49.6% 100.0% 

56.1% 69.2% 62.0% 

PG 

78 37 115 

67.8% 32.2% 100.0% 

34.2% 20.3% 28.0% 

Total 

228 182 410 

55.6% 44.4% 100.0% 

100.0% 100.0% 100.0% 

                                        Source: Field survey 

 

  From the above  table shows  that the  out of 410 respondents, 41 (10 per cent) have Under Graduate 

(UG) non-professional degrees like B.A./B.Sc./B.Com as their qualification, 254 (62 per cent) have 

professional degrees like B.E./B.Tech, while 115 respondents (28 per cent) have Post Graduate (PG) 

level qualifications like M.E./M.Tech/M.C.A. 

 On the basis of their gender, in the case of the 228 male respondents, 22 (9.6 per cent) have 

B.A./B.Sc./B.Com degrees, 128 (56.1 per cent) have B.E./B/Tech degrees and 78 respondents (34.2 per 

cent) have PG level qualifications; and among the 182 female respondents, 19 (10.4 per cent) have UG 

degrees like B.A./B.Sc./B.Com, 126 (69.2 per cent) have UG professional degrees and 37 respondents 

(20.3 per cent) have M.E./M.Tech/M.C.A. level qualifications. Hence, one-tenth of the respondents have 

UG level qualifications from the Arts and Science colleges, while 62 per cent have UG professional 

qualifications, which are 69.2 per cent among females, while more than 34 per cent of the male 

respondents have PG level qualifications. Thus the bulk of the respondents have professional 

qualifications at the UG level, meanwhile most of the companies recruit from the campus and also 

through online. 

 The educational qualifications of the respondents are also examined on the basis of their age level 

and the required data is presented in Table – 4.4. 

Table - 4.4 Age Level-wise Educational Qualifications of the Respondents 

Age Level 
Educational Qualification 

Total 
B.A./B.Sc./B/Com B.E./B.Tech PG 

21-25 

41 25 Nil 66 

62.1% 37.9% Nil 100.0% 

100.0% 9.8% Nil 16.1% 

26-30 

Nil 81 56 137 

Nil 59.1% 40.9% 100.0% 

Nil 31.9% 48.7% 33.4% 

31-35 

Nil 71 42 113 

Nil 62.8% 37.2% 100.0% 

Nil 28.0% 36.5% 27.6% 

Above 35 

Nil 77 17 94 

Nil 81.9% 18.1% 100.0% 

Nil 30.3% 14.8% 22.9% 

Total 

41 254 115 410 

10.0% 62.0% 28.0% 100.0% 

100.0% 100.0% 100.0% 100.0% 

                            Source: Field survey 
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 The table specifies that out of the 41 respondents who have B.A./B.Sc./B.Com level 

qualifications, all of them fit in to the age group of 21-25 years, in the case of the 254 respondents who 

have B.E/B. This suggests that all those who have non-professional UG level qualifications belong to less 

than 25 year age segment, which is only 9.8 per cent among those who have professional UG level 

degrees. On the other hand, more than 51 per cent of the PG level degree holders come under the more 

than 30 year age segment. This is clearly shown in Chart – 4.1. 

Chart - 4.1 Age Level-wise Educational Qualifications of the Respondents 
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Wilcoxon Test: Testing the Relationship between Gender and Monthly Income of the 

Respondents  

Descriptive Statistics 

 N Mean Std. Dev. Mini. Max. 

Gender 410 1.1439 0.49745 1.00 2.00 

Monthly Income 410 1.4951 0.50059 1.00 2.00 

Ranks 

 N Mean Rank Sum of Ranks 

Monthly Income - Gender 

Negative Ranks 84 145.00 12180.00 

Positive Ranks 205 145.00 29725.00 

Ties 121   

Total 410   

Test Statistics 

 Monthly Income - Gender 

Z-statistic -6.388*** 

Asymp. Sig. (2-tailed) 0.000 

                      Note: Indicates the 1 % level of significance 

                      Source: Computed from the field survey data 

 It is inferred from the result that the calculated z-statistic value of 6.388 is statistically significant 

at 1 per cent, which underscores the significant relationship  

Between gender of the respondents and their monthly salary. The negative symbol of the statistic also 

brings out the fact that the proportion of those who higher is less among the females and vice versa. 
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Friedman Rank Test: Usefulness of Online Recruitment Method 

Statement N Mean SD Mini. Max. Mean Rank 

Usefulness of recruitment process 103 3.311 1.559 1.00 5.00 2.83 

Useful inreform of recruitment operations 103 3.311 1.489 1.00 5.00 2.85 

Useful in building and managing record of received 
applications 

103 3.757 1.368 1.00 5.00 3.77 

Useful in rising positive image of the organization 103 3.398 1.389 1.00 5.00 3.04 

Useful in better exposure of the applicants as recruiters can 
request candidates additional  information 

103 3.165 1.502 1.00 5.00 2.50 

Chi-Square 119.075* 

Ds 4 

Asymp. Sig. 0.000 

Note: * indicates 1 per cent level of significance 

Source: Computed from field survey data 

 Its shows from the above table that between the given reports, the most significant one which 

has managed the highest mean rank is that the online method is active in building and managing the 

database of received applications with a score of 3.77, which is followed the ‘effective in developing 

positive copy of the organization’ with a mean rank value of 3.04, while, ‘effective in reform of 

recruitment operations’ has attained the third position with a mean rank score of 2.85. The summary of 

this statistics also directs that the mean values of these statements also vary accordingly. The table also 

indicates that the calculated Chi-square value of 119.075 is statistically substantial at 1 per cent level, 

signifying fact that there is the significant association betweenthe online method of recruitment and the 

factors that influence them. Thus, the top three factors that influence the usefulness of the online method 

of recruitment are useful in building and managing databank of received applications’, ‘useful in 

developing helpful image of the organization and  also useful inreformation of recruitment operations. 

II. CONCLUSION 

Online recruitment is better in providing a wider choice of candidates and in reducing the cost and time 

involved in selecting them. The vast talent pool that is globally available comes into the net of recruitment 

for any company under the online method. 

Online recruitment is better in providing a wider choice of candidates and in reducing the cost and time 

involved in selecting them. The vast talent pool that is globally available comes into the net of recruitment 

for any company under the online method. However, the recruiters opine that campus recruitment 

provides better scope for hiring most suitable candidates, those who can fit the requirement in the best 

possible manner and those who can contribute to product development in a better way. This might look 

quite paradoxical, since only raw and fresh candidates can be recruited through the campus method. 

However, unlike the online method, where  candidates come with secure idea and notion, under the 

campus method, the raw and untrained candidates are moulded according to the exact requirements of 

the company, and thus, it provides greater scope for retaining them for a longer time and thereby 

reducing the problem of attrition. Finally, attracted by the huge pay pocket, huge chunk of the youth 

eagerly pursue degrees related to computer science or information technology. 
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