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ABSTRACT

This study sought to look at the perceptions of &mmesource managers on costs and
benefits associated with e-recruitment strategyrgyrsiate corporations in Kenya. The
costs of e-recruitment were addressed as welleabehefits of e-recruitment and finally
looked at which of the two components outweighsdtier. Many researches especially
those done in Kenya touching on e-recruitment teag looked at the application of e-
recruitment however this study sought to look atewed costs and benefits associated
with e-recruitment a gap which had not been addrebgfore. The research study was a
case study involving state corporations in KenylaisTstudy used systematic sampling
where the researcher chooses every third corparatiom the list of 166 state
corporations in Kenya. The questionnaire was aditered to the human resource
managers in the sampled corporations. Data obtaugsdthen analyzed using SPSS and
presented using descriptive statistics. Theserfgglwill imply that state corporations in
Kenya will save the taxpayer a lot money associatihl other forms of recruitment in
addition to enabling the state corporations bencknbevel of service delivery and
efficiency in the private sector.

Equally the findings will assist in dealing withreeruitment as a standalone component
linked to other aspects of recruitment. The stualyctuded that e-recruitment strategy is
steadfastly becoming embraced by the Human resamaegonent within organisations
particularly the state corporations, while at thens time it will save costs and benefit
taxpayer in efficiency and service delivery. Theearch came up with recommendations
that there is need for the e-recruitment strateghe treated not only as a stand-alone
human resource tool but should be integrated ia&vadl recruiting and selection strategy
that includes, among other things, sophisticatelaberal and skills assessment,
interviewing, research, and additional means ofntiflgng needs and sourcing

candidates.



CHAPTER ONE: INTRODUCTION

1.1Background of the study

Effective recruitment and selection are criticaldi@anizational success. They enable
companies to have high-performing employees whalksie satisfied with their jobs, thus

contributing positively to the firm’s bottom lin€@n the contrary, poor recruitment and
selection often result in mismatches which can haggative consequences for an
organization; Piotrowski & Armstrong (2009). Effee recruitment and selection are

therefore not only the first step towards orgamizetl excellence, but are important cost

control mechanisms as well.

Since the late 1990s, many countries and orgaoizmtcontinue to adopt web-based
technologies in the process of attracting, selgctamd retaining prospective new
employees. Leading countries in the use of e-tdolgyosuch as USA, Denmark,
Sweden, UK, Taiwan, India, Malaysia, and Singapgumee managed to achieve major
transformations in the last decades by leadingwhg in the adoption of web-based
online recruitment and selection computerized Bses in terms of applicability,

functionality and affordability; UN, 2004; Van-Bies (2006).

In 2001 the Kenya Government came up with the Rgveeduction Strategy Paper
(PRSP) and identified it as a one of the prioritregrowth and poverty reduction and a
strategic tool for the global digital economy. Thias the starting point in establishment
of e- services in public sector. Therefore the afle-Government in delivery of service

in the public sector cannot be over emphasized.gLbefore the introduction of e-
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Government, services in the public sector wereatttarized by duplication, uneconomic
use of resources through manual and paper baseensyshat lacked transparency,
accountability and good governance. All these tedhefficiency and ineffectiveness in
delivery of service. In realization of these, thev&rnment in the year 2004 came up with
a framework dubbed the “e-Government strategy” ddress these shortcomings. The
strategy was meant to provide a strategic framewadkninistrative structure, training
requirements and standardization framework aimeckaizing the national goals and
objectives for Economic Recovery Strategy for Wealid Employment Creation (GOK;
ERS, 2003-2007). It was also aimed at encouragiagicpation of citizens in
Government and empowering all Kenyans in line \thig national development goals as

envisaged in the vision 2030 (GOK;-Sector PlanFoblic Sector Reforms, 2008-2012).

The goal of e-Government strategy was to enhaocearacy of information, consolidate
Government services by developing systems that dvaulnimize duplication of
processes, reduction of costs by creating a pagsedelture, foster integrity and ensure
timely delivery of outputs. On the same threshetd@uitment is part of a wider move in
HR away from transactional activities, which arer@asingly automated or outsourced,
towards strategic activities supporting organizaiogoals. E-recruitment can produce
cashable savings, such as reduced advertising isgenidpostage costs and non-cashable
productivity gains as HR staff are freed up to gaut higher value tasks. The Internet as
a recruitment and selection medium has enabledvitiespread adoption of computer-
based assessment and is predicted to replace dgmaper as the default medium before

very long; Andersomt al. (2004).



1.1.1 The Concept of Perception

Perception can mean a view or views held by a pessa group of persons in a given
aspect with intention of having a proper understagndand insight into the object.
Perception also refers to practical and inhererdetstanding of a concept which a
researcher is investigating with a view of gettimgpre thoughts on the subject. In
research perception sometimes means the basis fingngm investigation as to why a

particular segment in society perceives a giveresp a particular way.

There are a few studies which have been done invtr&l touching on E-Recruitment
and perception. However Sylva (2009) in a resedarte in Amsterdam University on E-
Recruitment: A Study into Applicant PerceptionsanfOnline Application System it was
found that features of the website, perceived iefficy and user-friendliness, were by far

the most important determinants of applicant fatt®n.

1.1.2 Background of E-Government

In 2001 the Government came up with the PovertyuBgah Strategy Paper (PRSP) and
identified it as a one of the priorities in grovehd poverty reduction and a strategic tool
for the global digital economy. This was the staytpoint in establishment of e- services
in public sector. Therefore the role of e-Governtriardelivery of service in the public
sector cannot be over emphasized. Long before rihreduction of e-Government,
services in the public sector were characterizeddbplication, uneconomic use of

resources through manual and paper based systeats ldoked transparency,



accountability and good governance. All these tedhefficiency and ineffectiveness in
delivery of service. In realization of these, thev&rnment in the year 2004 came up with
a framework dubbed the “e-Government strategy’ddrass these shortcomings (GOK;-

Sector Plan for Public Sector Reforms, 2008-2012).

The strategy was meant to provide a strategic fwasrle administrative structure,
training requirements and standardization frameveamied at realizing the national goals
and objectives for Economic Recovery Strategy faralth and Employment Creation
(GOK; ERS, 2003-2007). It was also aimed at enagngaparticipation of citizens in
Government and empowering all Kenyans in line \thign national development goals as

envisaged in the vision 2030 (GOK;-Sector PlanFoblic Sector Reforms, 2008-2012).

The goal of e-Government strategy was to enhanceracy of information, consolidate
Government services by developing systems that dvauinimize duplication of
processes, reduction of costs by creating a pagsedelture, foster integrity and ensure
timely delivery of outputs (Kandiri, 2006). On tekame threshold e-recruitment is part of
a wider move in HR away from transactional actegtiwhich are increasingly automated
or outsourced, towards strategic activities suppgrorganizational goals. E-recruitment
can produce cashable savings, such as reducedisithgespending or postage costs and
non-cashable productivity gains as HR staff aredrep to carry out higher value tasks.
The Internet as a recruitment and selection mediasnenabled the widespread adoption
of computer-based assessment and is predictedplaceepen and paper as the default

medium before very long; Andersenal. (2004).



1.1.3 E- Government

E-Government is basically a digital bridge linkingeople and/or businesses to
government and vice versa. It optimizes governmerkking procedures without time
and space restriction (Yung, Lu and Yu, 20@5)Government strategy is meant to be a
tool for enhancing transparency, accountability @odd governance by making the
Government more result oriented, efficient andzeiti centered, by enabling citizens and
other customers to access Government services rdodmiation efficiently and as
effectively as possible through the use of intermetbsites, e-procurement, e-pay and e-
recruitment among others. Human Resource deparsmeme required to be
simultaneously strategic, flexible, and efficiemdacustomer focused. To achieve this,
some authors have suggested the use of techn@egguitment) (Lepak & Snell, 1998;

and Ruél, Looise, & Bondarouk, 2004).

1.1.4 E-Recruitment Strategy

The term e-recruitment is one of the e-governmdrdtegies which mean using

information technology (IT) to speed up or enhapeés of the recruitment process. It
ranges from the applicant interface for advertisiagancies and making job applications,
to the back office processes, which allow a liaibetween human resources (HR) and

line managers to set up a talent pool or datablagetential recruits Slyva, (2009).

The e-government strategy in public service theeeifiocludes the e-recruitment strategy.
E- Recruitment strategy is the integration andiasilon of internet technology to
improve on efficiency and effectiveness of recraibinprocess. Most corporations and

companies understood this and have integratedraiment into their hiring process,



indeed Bussler & Davis (2002) assert that intehreet made considerable impact on the
human resource field especially in e- recruitme{s usage of the internet became
widespread, the first wave of e recruitment innmratvas the creation of career sections
on corporate web sites which achieved worldwidepéida in major corporations in the
world by 2002. Borck (2000) and Caggiano (199%9uarthat internet based recruiting
will not replace traditional practices, but will ke e-recruitment strategy more

successful.

1.1.5 Costs and Benefits of E-Recruitment Strategy

There are potentially significant savings in agefess and advertising costs that can be
achieved by adopting e- recruitment strategy. $theéng of administration procedures
through online application facilities will delivestill further cost savings. According to
Sylva (2009) the e-recruitment costs can be tyljicathieved by reducing the size of
advertisement in conventional print media the padtertisement only needs limited
information, directing applicant to the e-recruitthgystem to view a much richer range

of information and the opportunity to apply onlinemediately.

In addition, the cost is achieved through gainirggasional candidates for free by
ensuring the e-recruitment website is easily fotmodh the front page of the corporate
website, interested applicants have the opportuaigpply for specific vacancies which
are available now or registering a speculative iappbn for the future and building a
Talent Pool of candidates retaining speculative stadl candidates for the future, and
then contacting them when an appropriate vacan@agdvertised effectively generating

applicants for free. Moreover, reduced Administnatias all applicants are held on a



single e-recruitment system they can be contactigtidually or collectively with ease at
the click of a mouse, reducing the time, effort @odt of the administration staff (Borck,

2000).

Pre-filtering candidates the use of job specifiléR questions and selection techniques
allows the employer to focus quickly on the mogprapriate applicants and efficiently
communicate with them very important in a candidatert market where good
candidates have many options and expect instapbmee to their applications. Using e-
recruitment rather than conventional print mediagencies - offering considerable cost

savings (90% or more) and extensive candidate reachost roles (Borck, 2000).

Additionally, applicants received a much higherldgyaf service, ranging from prompt

and timely communications through to the ability delect their own interview time

through an online interview zone all of which entesithe employer's brand making it
easier in the long term to attract staff; redudgedetto hire all major employers using e-
recruitment systems report reduced time to hirelwian have a major economic impact
for the employers, getting productive employeesoile quicker as well as management
reporting giving the employer the knowledge to &eothe e-recruitment process. But
these are not the only significant benefits thdt adgcrue to an organization. Importantly,
such an approach to your recruitment and retentizallenges will also provide an

opportunity for developing an insight into jobseekehaviours that will enhance and

sustain the effectiveness of an HR programme (B&aR0).
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1.1.6 Kenyan State Corporations

A state corporation is a government business gm$éer or a government owned
corporation or a government entity or state ownechgany. A State corporation is un
elected bodies with an internal hierarchy theirpmse being to exert control over the
social and economic life of their respective ardasording to the state corporations Act
chapter 446 of the laws of Kenya a state corpanasoa body Corporate established by

or under an act of parliament or other written ([&0OK, 1987).

The Kenya government forms state corporations tetrbeth commercial and social
goals. They exist for various reasons includingcaorect market failure, to exploit social
and political objectives, provide education, healthdistribute income or develop
marginal areas. At independence in 1963 parastatate retooled by Sessional Paper
No. 10 of 1965 into vehicles for the indigenizatimfithe economy. Thus majority of key
parastatals that exist today were establishedarl@60s and 1970s. By 1995 there were

240 parastatals. The main economic activitiesaphgtatals are as follows;

Table 1: Distribution of Parastatals by type of Ecamomic Activity or sector, 1994

Economic activity/sector Percentage of parastatals the different
sectors

Manufacturing 60 %

Distribution 18%

Finance 15%

Transport electricity & other services 7%

Source; Swamy Gurushri (1994), population and dgrekent / World Bank Working
Papers
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After privatization of non performing state corpmvas there are only 166 state
corporations in Kenya today as per report fromestairporations advisory committee,
which are spread all over the country. State Catpams in Kenya have been revamped
and revitalized to make them more competitivedrvise delivery to match the private
sector experiencing a myriad of problems, includiogruption, inefficiency, nepotism,

and mismanagement (Daily Nation, March 12, 2003).

1.2 Research Problem

Studies on E-recruitment have touched on recruitraed selection processes and other
strategies in human resource management. HoweNeratlre which addresses e-
recruitment as a strategy on its own is scantyle@u2001) also supports the argument
that e-recruitment is not treated as a stand-almmean resource tool but is integrated
into overall recruiting and selection strategy thatludes, among other things,
sophisticated behavioral and skills assessmergyvietving, and additional means of
identifying needs and sourcing candidates. Mora a6 of HR professionals are now
using Internet job boards in addition to traditibrecruiting methods (HR Portal, 2003).

This emphasizes the importance of e-recruitment.

Since independence, the performance of the KerBablic sector had been less
impressive due to overemphasis on compliance wihgsses than results. This has been
compounded by problems such as corruption, dupmicatiengthy procedures, and
wastage of resources through manual and paper ®stem which is laborious in
nature, repetitive, time consuming, bulky, and lgogKamar and Ong’ondo (2007);

Siambi (2008). Overtime, the government started lementing strategies such as

12



structural adjustments, privatization and evenyualHgovernment and e-recruitment to
address these challenges. Since the year 2006usastate corporations have embraced
e-recruitment with a view to enhancing efficienaydaeffectiveness. Although this has

achieved several benefits, it also has inherernscos

What is not clear, however, is the extent to whilkis goal has been achieved. Past
studies have generally looked on the applicatioa-tdcruitment without looking into the
perceived benefits and costs of the same. For eéear@phunguli (2003) did a survey on
e-recruitment services among commercial banks myKelagat (2006) investigated the
extent of use of electronic recruitment by statgpomtions in Kenya. Other researchers
did not narrow down to e-recruitment including Mag#2004) who investigated
recruitment & selection practices of pilots amormgneercial aviation firms in Kenya.
For this reason this paper seeks to fill this gépis research project will look at
perceived costs and benefits associated with agidit of e-recruitment strategy by state
corporations in Kenya. In the literature searchedam Kenya no research has been
conducted touching on e-recruitment costs and srefsociated on its application by
state corporations in Kenya. Specifically, the papié seek to answer the question: what
are the costs and benefits associated with apiplicaf e-recruitment strategy by state

corporations in Kenya?

1.3 Research Objectives

The objective of the study was to:
i) Establish human resource managers’ perceptiortosts and benefits

associated with e-recruitment strategy in Kengtate Corporations

13



1.4 Value of the study

The study was important because it gave informationways of a changed face of
human resource recruitment process and the wagsiaggions think about the recruiting
function; the findings of the study will assist iiecruitment process by including and
placing job advertisements costs and benefits,iviege resume and building human
resource data base with candidates and incumb#rgsstudy will also provide a
knowledge base on e-recruitment for scholars asdarehers alike. The study therefore
will assist to assess the extent to which the eiroent strategy has been applied by the

public corporations in Kenya.

The findings will help in advising the Governmenadequacies in service delivery and
areas they will need to improve on so as to endlgleitizens to spend fewer resources to
receive information and services pertaining to augment. Also, it will help in
increasing availability of and access to serviced mformation so as to empower the
citizens and create value for money. The inforrmatwll further enable the state
corporations benchmark the standards of serviceesgland information, which will
play an important role in assisting the public teasure the departments services, which
will in turn enhance service improvement plans as the vision 2030 development

framework.
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CHAPTER TWO: LITERATURE REVIEW

2.1 Introduction

This chapter deals with the literature review areha to be covered in the review are
E-government, e- recruitment strategy, costs afoeditment, benefits of e-recruitment,
concept of perception and the Kenyan state corpoiatin reviewing the literature there

will be always need to bring out the gap which hasessitated the study.

2.2 E- Government

In Malaysia E-government has been defined as aimmedia networked paperless
administration linking government agencies withiatrBjaya with government centres
around the country to facilitate a collaborativevgmment environment and efficient

service to businesses and citizens (Afrika-Asi@20

E-Government is also defined as basically a digiigtige linking people and/or
businesses to government and vice versa. It omsngovernment working procedures
without time and space restriction Yung, Lu and (2005) E-Government strategy is
meant to be a tool of enhancing transparency, atability and good governance by
making the Government more result oriented, efficend citizen centered by enabling
citizens and other customers to access Governneevitses and information, efficiently
and as effectively as possible through the usatefnet, websites, e-procurement, e-pay
and e- recruitment among others. Human Resourcartegnts are required to be

simultaneously strategic, flexible, efficient andstomer focused to achieve this some

15



authors have suggested that the use of technolayyemable them achieve these goals

Lepak &Snell (1998); and Ruél, Looise, & Bondar¢lR04).

To oversee and coordinate the implementation ofeti&overnment Strategy in Kenya,
an institutional framework and structure has be@nipplace called the Directorate of e-
Government. The Directorate is under the Head difli®uService charged with the
responsibility of coordinating the e-Governmenttggy including the implementation
plan and monitoring and evaluation of the procdsp#ék & Snell, 1998; and Ruél,

Looise, & Bondarouk, 2004).

2.3 E-Recruitment Strategy

Recruitment may be conducted internally throughpitemotion and transfer of existing
personnel or through referrals, by current staffniers, of friends and family members.
Where internal recruitment is the chosen methdiliofg vacancies, job openings can be
advertised by job posting, that is, a strategylatipg notices on manual and electronic
bulletin boards, in company newsletters and throaffite memoranda. Referrals are
usually word-of-mouth advertisements that are a-dost-per-hire way of recruiting

(Kandiri, 2006).

Internal recruitment does not always produce thaber or quality of personnel needed;
in such an instance, the organization needs taitetom external sources, either by
encouraging walk-in applicants; advertising vacascdn newspapers, magazines and
journals, and the visual and/or audio media; ugimgployment agencies to “head hunt”;

advertising on-line via the Internet; or throughb jdairs and the use of college

16



recruitment. Public service agencies enjoy great@osure to scrutiny than most private
sector organizations; therefore, openness andp@aa@scy in recruitment and selection
practices are crucial. The discussion that follomi#i identify some of the options

available for attracting applicants to the pubkevice job market and discuss strategies

for managing the process.

Since the late 1990s, many countries and orgaoizmtcontinue to adopt web-based
technologies in the process of attracting, selgctamd retaining prospective new
employees. Leading countries in the use of e-tdolgyosuch as USA, Denmark,
Sweden, UK, Taiwan, India, Malaysia, and Singapgumee managed to achieve major
transformations in the last decades by leadingwiag in the adoption of web-based
online recruitment and selection computerized @ses in terms of applicability,

functionality and affordability; UN, 2004; Van-Bies (2006).

Online recruitment and selection despite its toubedefits has come to Kenya only
recently. A number of reputable private organizagicn Kenya such as Kenya Airways,
Google (K) Ltd, Shell (K) Limited, Price Water Hausnd Coopers list their vacancies
online and some no longer accept paper applicati@akiria (2004); Kandiri (2006). E-

recruitment and selection helps these organizatiorattract, test, recruit, employ and

retain quality staff with a minimal amount of admstnation.

The term e-recruitment is one of the e-governmeategies which utilise information
technology (IT) to speed up or enhance parts ofrélceuitment process. It ranges from

the applicant interface for advertising vacancies making job applications, to the back

17



office processes, which allow a liaison between &nimesources (HR) and line managers

to set up a talent pool or database of potent@blits.

The e-government strategy in public service tlmeefincludes the e-recruitment
strategy. E- recruitment strategy is the integratind utilization of internet technology to
improve on efficiency and effectiveness of recraibinprocess. Most corporations and
companies understood this and have integratedraiment into their hiring process,
indeed (Bussler & Davis 2002) aver that internet hreade considerable impact on the
human resource field especially in e- recruitme{s usage of the internet became
widespread the first wave of e recruitment innavativas the creation of career sections

on corporate web sites, this reached adoption jomearporations in the world by 2002.

Borck (2000) and Caggiano (1999) argue that intelbased recruiting will not replace
traditional practices, but will make e-recruitmestitategy more successful. The Public
Service Commission of Kenya has embraced thisitiadily processing recruitment
online, selection and short listing of candidatés done onlinethis is applicable to
serving civil servants, however not much has bemounted for on the same in state
corporations recruitment process. This paper witlkl at perceived costs and benefits
associated with application of e-recruitment sgggtby state corporations in Kenya. In
the literature search done in Kenya, Gakiria,(206&mal & Ong’ondo 2007, Langat
2006, have not mentioned costs and benefits assdardth its implementation though

they have highlighted advantages and impact of &@ E-recruitment therefore no
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research has been done touching on the same hHescegearch project will address that

gap.

E-Recruitment Methods

There are quite a number of e-recruitment metholistware in use, key among them
are;

1 Job boards: These are the places where the employers postgonlissearch for
candidates. Candidates become aware of the vasae of the disadvantages is, it is

generic in nature. Special skill candidates to learched by certain job boards.

2 Employer web sites: These sites can be of the company owned sites, sitea
developed by various employers. For example, Beraployers.com is the first
cooperative, employer-owned e-recruiting consortifmnmed by Direct Employers
Association. It is a non profit organization formed the executives from leading U.S

corporations.

3 Professional websitesThese are for specific professions, skills andgesteral in nature. For
example, for HR jobs Human Resource Managemert gitbe visited like www.shrm.org. The

professional associations will have their own sitsociety

2.4 Benefits of E-Recruitment Strategy

Kullik (2004) observes that the Internet offersiaexpensive way to let wider pool of
potential applicants know about the available pmsitn the company. This is because

the organization advertises on sites that appegketeral or specialized audiences and
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anyone who visits the global corporate web sitethasability to utilize this facility. One
of the pros of e-recruitment is that e-recruitmfacilitates the organisation to reach the
large target and bring the qualified candidateslnhéin (1998) cited in Rozelle & Landis
(2002) suggested that online recruitment offereféinient way to identify and classify a

virtually unlimited number of job seekers.

Similarly, e-recruitment allows employers to broadee scope of their search, as a result
significantly increasing the likelihood that highality candidates will be found
Markevieius, (2000). It has been sustained thatceditment can bring the qualified
candidates to the employers. Caggiano (1999) cdatéimat besides e-recruiting being
cheaper than conventional recruiting methods, firoves the recruiter’s ability to handle
job applications and job postings by minimizing eapork and automating key
recruiting activities. Indeed, in e-recruitment teér predetermined parameters can be
used to automatically sift through various CV aggiions and narrow down to the
desired candidates. Online recruitment and selectespite its touted benefits has come
to Kenya only recently. A number of reputable pirgvarganizations in Kenya such as
Kenya Airways, Google (K) Ltd, Shell (K) LimitedriPe WaterHouse and Coopers list
their vacancies online and some no longer acceperpapplications; Gakiria (2004);
Kandiri (2006). E-recruitment and selection helpsse organizations to attract, test,

recruit, employ and retain quality staff with a mmal amount of administration.
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2.5 Costs of E-Recruitment Strategy

E-recruitment, on the other hand, has costs rel@tets application. The first issue that
relates to drawback of e-recruitment and that & discrimination issue forwarded to
Internet non-user (Flynn, 2000; Hogler, Henle & BmmM1998). It is claimed that e-
recruitment may have a disparate impact on certgawups of particularly ethnic
minorities. People may lack access to computedoarot have the skills necessary to use

online recruitment.

Therefore, employers need to remember that althdhghinternet has increased the
geographic scope of recruitment, at the momenentains limited in its demographic
scope (Hogleket al, 1998). Moreover, organizations find it difficult tecruit executive
level talent on the Internet. Arkin and Crabb (1P@®nclude that executive job
applicants still prefer personal contact. Similadypoint from Seminerio (2001) is that,
many companies will want to continue to use moaglitional recruitment services for
hiring certain employees, such as executive letedf.sArboledas, Ferrero and Vidal
(2001) similarly argued that using e-recruitmemntd® to use only looking for junior
positions and from recent university graduatesisliinot suitable for recruiting top
management. Also, there are some positions thatsarally better resourced by using a

newspaper or using both newspaper and website tashraent.

An organizational economic framework suggests éhattronic recruiting will make up
an important dimension of human resource managemetitity in the future. The
technology, however, may have a disparate impactertain groups of particularly

ethnic minorities. People may lack access to coerpubr do not have the skills
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necessary to use online recruitment. They suggastsuich a drawback could make it
difficult for a company to achieve diversity goasd could represent a potential legal
threat (Hogleget al, 1998). The use of the Internet to hire can crdeterimination issues
(Flynn, 2000). Employers need to remember thabalgh the Internet has increased the
geographic scope of recruitment, at the momentrnitains limited in its demographic

scope.

2.6 The Concept of Perception

Perception can be an attitude or understandingdbesewhat is observed or thought.
According to the dictionary dot.com perception isntal grasp of objects qualities etc by
means of senses, awareness, comprehension, iosigituition or understanding about
something (Siambi, 2008). Perception can mean & vieviews held by a person or a
group of persons in a given aspect with intentibknmwing more information. There are

a few studies which have been done in the worlctchimg on E-Recruitment and

perception for instance Slyva (2009) did an expentnin Amsterdam University on

applicants’ perceptions of web based recruitmet selection Procedures. This study
examined applicants’ perceptions of web as ped fs#idy among 1360 applicants to a
multinational financial services organization apptyfor jobs in Britain, Netherlands and
Belgium where it was found that features of welssperceived efficiency and user -
friendliness were by far the most important deteanis of applicant satisfaction. In
Kenya there is hardly any literature touching omcpered or perceptions of costs and

benefits associated with application of e-recruiitrstrategy (Kandiri, 2006).
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CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction

This chapter covers the research design, targetlg@ign, data collection procedures,

data analysis and presentation.

3.2 Research Design

The research design to be used in this study wik Isurvey involving state corporations
in Kenya. This design will be used because it keepsind the budget constraints and
availability of staff and also the researcher waatdetermine a method which elicits the
most responses from a sample of individuals predunee have experienced the
phenomenon of interest Nachimias, & Nachimias (2008addition, descriptive survey

often provides concrete facts describing the sinabn the basis of reasonable definite

plans that may be made for further action.

3.3 Target Population

The study population will comprise 166 state compons in Kenya as per 2011 state
corporations advisory committee (SCAC, 2011).

3.4 Sample design

Out of the 166 state corporations a survey samipég 80% of state corporations in the
country was done. Sampling was done on random bgselecting 50 corporations from

the existing list, which was the 30% of the 166pawations. This was done by selecting

23



every third corporation in the list until all 50rporations were selected. This systematic
method of sampling is preferred because it givesh edement an equal chance to be

selected and thus minimizes bias.

3.5 Data Collection

Questionnaires were administered by the resear@see means of data collection and
the data was mainly primary data. The respondeetg the human resource managers
drawn from the selected state corporations. Thestgqprnaire used for data collection
was structured into two sections, section A loo&edthiodata information and section B
was questions as per the research objective. Thpled managers were those who use
the e-recruitment portals in performing their rétnent work regularly and hence better

informed in all human resource activities which émgghe e-recruitment procedure.

3.6 Data Analysis and Presentation

The data was analyzed using measures of centdgiey namely means, standard
deviations, frequencies and percentages and thri@agbr analysis. The findings were

then presented by means of tables, bar graphpiaraharts.
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CHAPTER FOUR: DATA ANALYSIS AND INTERPRETATION

4.0 Introduction

This chapter focuses on descriptive statisticsadsal presents the results of factor

analysis of the respondents.

4.1 Demographic background of the respondents

The demographic profile of the surveyed respondisnpsesented in the following tables

and figures.
Figure 1: Distribution of the respondents by gender
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Male Female Total
M Frequency 25 15 40
Percent 62.5 37.5 100

As shown in figure 1, majority of the respondentsevmale (62.5 %) while the minority

were female (37.5%).
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Figure 2: Distribution of the respondents by higheslevel of education
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Masters bachelors Total
W Frequency 37 3 a0
Percent 92.5 7.5 100

As shown in figure 2, majority of the responderi2.7%) were masters degree holders
while the minority (7.5%) were bachelor holdersisTehows that most of the Human

resource managers are highly trained professiomdls can adopt and use latest
technology in their day to day activities.

Majority of the respondents (62.5%) had work exgraze of 16-22 years, while the

minority (5%) had work experience of 2-7 years. sTBhows that Human resource
managers worked for a reasonable period, which esigghat their experiences are a

resource to the Management of Organizations.
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4.2 E-recruitment strategy of the respondents’ orgaizations

Figure 3: Distribution of the corporation for having a functioning website
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As shown in figure 3, majority of the responder85%) reported that their respective
organisations had a functioning website. This metret e-recruitment activity is
potentially possible in most of the state corporagi Majority of the respondents (52.5%)
reported that their organisations had an e-recantnplatform, while the minority

(47.5%) reported that their organisations lackeé-aecruitment platform.

Figure 4: Distribution of the corporations reasonsof lack of e-recruitment platform
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As shown in figure 4, the minority (47.5%) reportedt in the absence of having an e-
recruitment platform in their organisations, theyght the consultative services of
consultants such as Deloitte & Touche, among othersdvertise, interview and shortlist

new recruitment positions for the respondents’ piggtions.

Table 2: Main uses of the e-recruitment platform inthe respondent’s organization

Main uses of the corporations’ e-recruitment platfam Frequency | Percentage
as a cost effective way to build a talent bankiditure vacancie 7 17.t
By use of IT systems to reach ede pool of applicants & hel
handle high volume job applications in a consistesy e *
Not applicabl 2 5
Not applicabl 3 7.t
Reinforcing employer branding and giving an indimatof

4 10
organization culture
To make internal vacancies widely lwn across iultiple sites anc
separate divisions providing the image of an ugdte organization . =5
To make use of IT systems to manage vacancies effeively
and coordinate recruitment processes ’ °
To reach a wide pool of applicants & help hle high volume jot
applications in a consistent way ° e
Total 40 100

As shown in table 2, majority of the responden&/} reported that the main uses of the

e-recruitment platform in their organisations wagdach a wide pool of applicants and
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help handle high volume job applications in a cstesit way. This shows that e-
recruitment has wide audience that can be readiexdhaking it open, accessible and
competitive. Majority of the respondents (47.5%)aeed that the e-recruitment system
in their organisations had been in use for a peobd — 3 years. Majority of the

respondents (55%) reported that they had emplogesden 1 — 50 employees using the
e-recruitment strategy. This shows that e-recruitimie popular and is used by key
institutions and corporations and therefore isafptm for saving on costs incurred in

recruitment of staff into organizations.

Figure 5: Awareness by the staff of use of e-recriment strategy in their
organization
120

100

80 —

60 [

40 =

b l »
o0 I

Not at all small extent large extent Total
H Frequency 3 32 5 40
Percent 7.5 30 12.5 100

As evident in figure 5 concerning the extent of ae-recruitment strategy, majority of
the respondents (80%) reported that all the stafevaware to a small extent of the use of
the e-recruitment strategy in their organisationfiere were almost 8% of the
respondents who were not aware completely aboatmitment. This shows that there

are people still in organisations who do know here@uitment works.
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4.3 Costs of E-Recruitment Strategy

Figure 6: Limited access by potential applicants taomputers
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As shown in figure 6 concerning the extent of ascewmajority of the respondents

(62.5%) reported that limited access by some ptlendpplicants to online
advertisements was a cost for e-recruitment inrtleeganizations. From the 40
respondents in the study, majority (55%) reportet timited access to computers to a

moderate extent was a cost for e-recruitment iim trganizations.
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Figure 7: Cost of e-recruitment of top managers
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As shown in figure 7, majority of the responderiS%) reported that recruitment of top
management only to a moderate extent, was a castefecruitment in their
organisations. Majority of the respondents (80%jorted that recruiting for junior
positions and from recent university graduates wiasie to a moderate extent.
Respondents were asked to indicate which positwase better sourced using e-

recruitment and majority (35%) reported that targé extent, some positions.
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Figure 8: Discrimination inherent as a cost of e-reruitment
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Respondents were asked to indicate the extent ichvdiscrimination inherent in

internet mode of recruitment was a cost to thegaaization. The results are presented in
figure 8. As shown in the figure, 40% of the regmts answered the question
positively, thus accepted that such an indireatrdignation in e-recruitment was a cost

to organisations.

4.4 Benefits of E-Recruitment Strategy

Figure 9: Extent of benefits of e-recruitment
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As shown in figure 9, majority of the respondem®.5%) reported that there were
moderate cheap recruitment process from the intekfegority of the respondents (60%)
also reported that reaching a large audience todemate extent, through e-recruitment
enabled their organizations incur only modest castbthis was a benefit.

Figure 10: Search for benefits of e-recruitment
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The respondents were asked to rate the extent ichvaeliowing employees broaden the
scope of search for a job constituted a beneft-dcruitment. The results are captured in
figure 10. The figure reveals that majority of ttespondents (57.5%) reported allowing
employers broaden their scope of search to a mmdexéent. They further suggested that
this was a benefit for e-recruitment in their ongations. In addition, majority of the
respondents (37.5%) reported that minimising papgkvand automating key recruiting
activities were practiced in the organizations. yraegued that this represented a benefit

of e-recruitment to their organization.
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Figure 11: Extent of high quality employees as befiés of e-recruitment
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The respondents were asked to rate the extent tchwhigh quality employees
constituted a benefit of e-recruitment. The resates captured in figure 11. The figure
reveals that, majority of the respondents (50%)mepl to a large extent, that high

guality employees were found to be a benefit foe@uitment in their organisations.

Figure 12: Aspects of e-recruitment most beneficigb the organization
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From the 40 respondents represented in table 2@ryityaof the respondents (37.5%) tied
in their response that both to a moderate and lasgent, improving efficiency in
selection and recruitment was a benefit for e-rigoent in their organisations

From the 40 respondents represented in table 2fgritgaof the respondents (40%)
reported that selection was the main aspect otreitenent that was most beneficial to
their organisations. This implies that e-recruittnismot treated as a stand-alone human
resource tool but is integrated into overall retimgi and selection strategy that includes,
among other things, sophisticated behavioral anilsskssessment, interviewing,

research, and additional means of identifying nesdkssourcing candidates.

4.5 Factor Analysis for Costs and Benefits of E-reaitment

4.5.1 Factor Loadings for Exploratory Factor Analyss with Varimax

Rotation for the Cost Dimension / Factor

Table 3: Factor Analysis for Costs and Benefits dE-recruitment

Costs Dimension / Factor Factor Loadings

To what extent is demographic limitation a costdearecruitment in your

organization? 87
To what extent is limited access to computers & foose-recruitment in 82
your organization? '
To what extent is recruitment of top managemeny @nicost for e- 76
recruitment in your organization? )
To what extent is recruiting junior positions amdnh recent university 58
graduates a cost for e-recruitment in your orgdiun@ '
To what extent is some positions better sourcealithit newspapers and 84
website advertisement a cost for e-recruitmenbur yrganization? '
To what extent is use of internet causing discratiimg issues a cost for 87

e-recruitment in your organization?

Note: Factor loadings are significant at 0.6 levadf confidence and above
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A factor analysis for the cost dimension/factortieé questionnaire was performed to
indicate the significant factor loadings of theuattendorsed items by the subjects. Any
item that scored less than zero point six (<0.6p wat significant to the factor
(dimension). The results in table 26, revealed thatems (demographic limitation,
limited access to computers, recruitment of top agament, some positions better
sourced through newspapers and website advertisemeand internet causing
discriminating issues ) from the costs dimensionhef questionnaire scored significant
factor loadings as they were greater than zerot m»n(>0.6), while one item (recruiting
junior positions and from recent university graésaj was not significant(.58) to the
factor. This insignificance could be due to thekla€ clarity, redundancy, or irrelevance
of the item as interpreted by the subject(s). THegkBngs among the research subjects
can then be generalized to the total populatiorRf personnel within their respective
state corporations in that, there is a signifigaerception of the costs associated with the

application of the e-recruitment strategy in Kenya.
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4.5.2 Factor Loadings for Exploratory Factor Analyss With Varimax

Rotation for the Benefit Dimension / Factor

Table 4: Factor Loadings for Exploratory Factor Analysis With Varimax Rotation for the Benefit

Dimension / Factor

enhances and sustains effectiveness a benefitrmreitment in your

organization?

Benefits Dimension / Factor Factor
Loadings

To what extent is cheap recruitment process a lidoeg-recruitment

in your organization? o

To what extent is reaching a large audience a kidoeg-recruitment

in your organization? 2

To what extent is allowing employers broaden * scope of search

benefit for e-recruitment in your organization? o

To what extent iminimizing paperwork and automating key recruit .83

activities a benefit for e-recruitment in your angaation?

To what extent is high quality employees are foarmbnefit for - 7€

recruitment in your organization?

To what extent is improving efiency in selectio and recruitment 94

benefit for e-recruitment in your organization?

To what extent is prompt and timely response te &ibenefit for - 7S

recruitment in your organization?

To what extent is providing insight into jobseekisehiavor that .64

Note: Factor loadings are significant at 0.6 levadf confidence and above
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A factor analysis of the benefits dimension/facibthe questionnaire was performed to
indicate the significant factor loadings of theuattendorsed items by the subjects. Any
item that scored less than zero point six (<0.6p wat significant to the factor
(dimension). The results in table 3 above, revediead all 8 items (cheap recruitment
process, reaching a large audience, allowing erepdolgroaden their scope, minimizing
paperwork and automating key recruiting activitiegh quality employees, improving
efficiency in selection and recruitment, prompt aintkly response to hire and providing
insight into jobseekers behavior that enhances sargfains effectiveness ) from the
benefits dimension of the questionnaire scoredifgignt factor loadings as they were
greater than zero point six (>0.6). These findiag®ng the research subjects can then be
generalized to the total population of HR personngthin their respective state
corporations in that, there is a significant petimepof the benefits associated with the

application of the e-recruitment strategy in Kenya.

38



CHAPTER FIVE

DISCUSSION, CONCLUSION AND RECOMMANDATIONS

5.1 Introduction

This chapter presents the discussions findings eadclusions as well as the

recommendations made from the study and the wayafd.

5.2 Discussion

The purpose of this study was to establish hunesource managers’ perceptions of
costs and benefits associated with e-recruitmenategty in Kenyan state corporations.
From the study’s findings, (52.5%) of the resporidaeported that their organisations
had an e-recruitment platform, whose main aspeselefction was found to be beneficial,
while (47.5%) reported that in the absence of hgan e-recruitment platform in their

organisations, they sought the consultative sesvifeconsultants such as Deloitte &
Touche among others, to advertise, interview amudltl$t new recruitment positions for

the respondents’ organisations.

Of the 52.5% who had the e-recruitment platforre,dther beneficial aspects of the
e-recruitment strategy following selection includessearch (25%) and interviewing
(20%). This implies that e-recruitment is not teehas a stand-alone human resource
tool but is integrated into overall recruiting aselection strategy that includes, among

other things, sophisticated behavioral and skslseasment, interviewing, and additional
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means of identifying needs and sourcing candidaldss finding therefore corroborates

well with studies done by Sylva (2009), Borck (2p@6ad Caggiano (1999).

The costs of e-recruitment that were majorly idédi by the respondents included the
aspect of demographic limitation to a moderate rexi®2.5%), limited access to
computers to a moderate extent,(55%), recruitmdntop management only to a
moderate extent (55%), recruiting junior positiamsl from recent university graduates to
a moderate extent (80%), and to a large extentesoositions better sourced through

newspapers and website advertisement (35%).

The benefits of e-recruitment majorly identified reeethat it was a cheap recruiting
process reaching a large audience to a moderagmtef@0%), allowing employers to
broaden their scope of search to a moderate ebarege extent (50%), that high quality
employees were found providing insight into jobssekbehaviour that enhances and
sustains effectiveness to a large extent (47.5%)inmsing paperwork and automating
key recruiting activities to a moderate extent §3%). prompt and timely response to hire
to a moderate extent (42.5%) and both to a mod€B8at®&%) and large extent (37.5%),
improving efficiency in selection and recruitmemhese findings are in consonant with
results of previous studies done by Sylva (2009ycB (2000) and Caggiano (1999).
These findings will imply that state corporatiomsKenya will save the taxpayer a lot
money associated with other forms of recruitmentaddition to enabling the state

corporations benchmark level of service deliverg afficiency.
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5.3 Conclusion

The major conclusions drawn from this study inclutle fact that the e-recruitment
strategy is steadfastly becoming embraced by thmaturesource component within
organisations particularly the state corporatidiss study’s findings have noted that the
benefits of the strategy far outweigh the cost® Jtudy results also do indicate that as a
transformation to improved service delivery, effiaty, cost saving and quality services
coupled with low administration costs will make Ireation of vision 2030 a reality for

Kenya as e-recruitment will inform a move towardg@en economy.

5.4 Recommendations

There is need for the e-recruitment strategy ttrésted not only as a stand-alone human
resource tool but should be integrated into oversdtuiting and selection strategy that
includes, among other things, sophisticated belnalvicand skills assessment,
interviewing, research, and additional means ofntifligng needs and sourcing
candidates.

All state corporations and government agencies ldhde able to adopt modern
technology and more so e-recruitment to realizestisnof information communication

technology in service delivery.

5.5 Limitations of the study

The researcher was limited by finances which cdwdde enabled him to conduct an
indepth study of all the state corporations.

The study was also limited to time.
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5.6 Suggestion for Further Research.

The research would recommend that another reseésrdbne covering perceptions of
human resource managers in the private sectorngekto compare and corroborate the
findings. There is also need to look at the peroaptof employees of state corporations
so that their points of view are considered in oridehave a comprehensive study on
costs and benefits associated with e-recruitmdmg.fact that the study covered the
areas of e-recruitment means that there is neddoto at emerging behaviors which
compliment e-recruitment like level of knowledge bfiman resource managers in
application of information technology soft and haade which facilitate service
deliverly. Finally need to look at other comporgewf recruitment like shortlisting,

interviewing and selection as part of the wideeerunitment process.
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APPENDIX 1: LIST OF STATE CORPORATIONS IN KENYA
A sample of 40 participants from 40 state corporaiwas selected via strategic
sampling where each participant was selected efteny fourth (4) count. The sample
consisted of the following state corporations:

1 National Housing Corporation

2. National Social Security Fund

3. Kenya Copyright Board

4. National Crime Research Centre

5. National Aids Control Council

6. Rural Electrification Authority

7. National Oil Corporation of Kenya

8. Kenya Power & Lighting Company

9. Energy Regulatory Commission

10. KENGEN

11. Kenya Pipeline Company Ltd.

12. National Campaign Against Drug Abuse Authorit
13. National Commission on Gender & Development.
14. Kenya National Trading Corporation

15. Industrial & Commercial Development Corporatio
16. Export Process Zones Authority

17. Kenya Wine Agencies Limited

18. Export Promotion Council

19. Local Authorities Provident Fund

20. National Irrigation Board
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21

22

23.

24.

25.

26.

27.

28

29.

30

31.

32

. Water Resources Management Authority

. Tana Water Services Board

Kenya Water Institute

Athi Water Services Board

Rift Valley Water Services Board

Lake Victoria North Water Services
National Water Conservation & Pipeline Cogtion
. Tanathi Water Services Board

Northern Water Services Board

. Water Services Regulatory Board

Lake Victoria South Water Services Board

. Coast Water Services

33. Catering and Tourism Development Levy Teast

34.

35.

36.

37.

38.

39.

40.

41

42.

43.

Hotels & Restaurant Authority

Kenya Utalii College

Bomas of Kenya

Kenya Safari Lodges & Hotels

Kenya Tourist Development Corporation
Kenyatta International Conference Centre

Kenya Tourist Board

. Numerical Machining Complex

IDB (Capital) Ltd

Kenya Industrial Estates
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44,

45,

46.

47.

48.

49.

50.

51.

52.

53.

54.

55.

56.

57.

58.

59.

61.

62.

63

64.

65

66.

67.

East African Portland Cement

Kenya Bureau of Standards

Kenya Industrial Property Institute

KIRDI

Kenya National Bureau of Statistics

Kenya Institute for Public Policy Researcrafmsis

National Coordinating Agency for Populatiorddevelopment
Cooperative College of Kenya

New Kenya Co-op. Creameries

Kenya Institute of Administration

Kenya Marine & Fisheries Research Institute

National Hospital Insurance Fund

Kenya Medical Supplies Agency

Kenyatta National Hospital

Moi Teaching & Referral Hospital

Kenya Ordinance Factories sCorporation60. yeafildlife Service
Kenya Forest Service

Kenya Forest Research Institute

. National Environment Management Authority

Kenya Institute of Special Education

. Jomo Kenyatta Foundation

Kenya Literature Bureau

Kenya Education Staff Institute
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68.

69.

70.

71.

72.

73.

74.

75

76.

77.

78.

79.

80.

81.

82.

83.

84.

85.

86

87.

88.

89.

90.

School Equipment Production Unit
Teachers Service Commission
Kenya National Examination Council
Kenya Institute of Education

Youth Enterprise Development Fund
Sport Stadia Management Board

Council of Legal Education

. Kenya Medical Research Institute

Kenya Civil Aviation Authority
Kenya Airports Authority
Kenya Ferry Services Ltd.
Kenya Ports Authority

Kenya Maritime Authority
Kenya Railways Corporation
Kenya National Shipping Line
Kenya Meat Commission
Kenya Dairy Board

Coast Development Authority

. Ewaso Ngiro North Dev. Authority

Ewaso Ngiro South Dev. Authority
Kerio Valley Dev. Authority
Lake Basin Dev. Authority

Tana & Athi Rivers Dev. Authority
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91. National Council for Persons with Disabilities
92. National Museums of Kenya

93. Kenya National Library Service

94. NGO Coordination Board

95. Kenya Roads Board

96. Kenya Urban Roads Authority

97. Kenya Rural Roads Authority

98.Kenya National Highways Authority

99. Kenya Engineers Registration Board
100.University of Nairobi

101. Moi University

102. Maseno University

103 Masinde Muliro University

104. Kenyatta University

105. Commission for Higher Education

106. Jomo Kenyatta University of Agriculture anechinology
107 Egerton University

108. Higher Education Loans Board

109. Kenya Broadcasting Corporation

110. Kenya Film Commission

111. Multimedia University College of Kenya(formgienya College of
Communications Technology

112. Brand Kenya Board
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113.

114.

115.

116.

117.

118.

119.

120.

121.

122.

123.

124.

125.

126.

127.

128.

129.

130.

131.

132.

133.

134.

135.

Kenya Information Communication Technology Bloa
Communication Commission of Kenya
Postal Corporation of Kenya

Kenya Year Book Editorial Board

Gilgil Telcoms Ltd

Agricultural Development Corporation
Agricultural Finance Corporation
Agro-Chemical & Food Company Limited
Chemelil Sugar Company

Coffee Board of Kenya

Coffee Development Fund

Coffee Research Foundation

Cotton Development Authority

Horticultural Crops Development Authority
Kenya Agricultural Research Institute
Kenya Plant Health Inspectorate Services
Kenya Sisal Board

Kenya Sugar Board

Kenya Sugar Research Foundation
Muhoroni Sugar Company Ltd (under receivgxshi
National Cereals and Produce Board

Nyayo Tea Zones Development Corporation

Nzoia Sugar Company

52



136.

137.

138.

139.

140.

141.

142.

143.

144.

145.

146.

147.

148.

149.

150.

151.

152.

153.

154.

155.

Pyrethrum Board of Kenya

South Nyanza Sugar Company

Tea Board of Kenya

Tea Research Foundation of Kenya
Sugar Arbitration Tribunal

Central Agricultural Board

Pest Control Produce Board
Agricultural Information Resource Centre
Bukura Agricultural College

Kenya Coconut Development Authority
Kenya Seed Company

Kenya Reinsurance Corporation Ltd
Insurance Regulatory Authority

Kenya Revenue Authority

Retirement Benefits Authority

Capital Markets Authority

Consolidated Bank of Kenya Ltd

Kenya Post office Savings Bank
Retirement Benefits Appeals Tribunal

Capital Markets Appeals Tribunal

156 State Corporations Appeals Tribunal

157.

158.

Policyholders Compensation Fund

Privatization Commission
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159.

160.

161.

162.

163.

164.

165.

166.

Kenya Accounts Secretaries National ExaminatB®oard
Kenya Investment Authority

Registration of Certified Public Secretariemi

Public Procurement Administrative Review Board
Public Procurement Oversight Advisory Board
Registration of Accountants Board

Kenya anti-counterfeit oversight authority

Geothermal Development Corporation
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APPENDIX II: QUESTIONNAIRE

You are requested to fill this questionnaire bykitig your appropriate answer; the
guestionnaire seeks to gather information on thergxof application of e-recruitment
strategy on state corporations in Kenya. It alsmsato gather information that will
facilitate efficient and sustainable human resour@magement on state corporations.
Confidentiality will be guaranteed and the geneatatdormation will not be used for any
other purpose;

SECTION A: PROFILE OF THE RESPONDENTS

NamMe Of COrPOratiON.......u ittt e e e e et e e e e e e e e s

General information

1 | Sex Male (] Number of years worked
a)2-7years
b)8-15years El

Female
[] c)16-22years
d)23 + years [ |

2 | Education and professional Information of human résurce manager

Highest educational level achieved Field /Disopl of | From To Year
Study Year

Diploma/higher diploma

Degree

Masters degree

Doctorate degree

Others
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2) Does your organization have a functioning wedssit
a) Yes []
b) Yes but dormant []
c) Not at all []
3) Do you have e-recruitment platform in your origation? Yes [] No []

4) If yes what are the main uses for the platfarngdur organization

i) How long has the system been in use?
a) 1-3years L]
b) 4-6years L]
c) 7-10 years []
d) 10+ years []

5) How many employees have you recruited usingasittnent strategy?

a) 1-50 ]
b)51-100 [ ]
c) 101-300 [ ]
d) 301-500 [ ]
e) 500+ []
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SECTION B: COST OF THE E-RECRUITMENT

6) Are all staff aware of the use of e-recruitmainategy in your organization?
a)Notatal[ ]  b)Smallextd | c)Large exten ]
7) To what extent are the following factors a doste-recruitment in your organization?

Use the following scale

Notatall- 1 Less extent - 2 Moderate extent -[3arge extent - 4 Very large
extent -5
Notatall | Less Moderate | Large Very large
extent extent extent extent

a) Demographic

limitation

b) Limited Access ta

computers

c) Recruitment of top

management only

d) Only useful to recrui
junior positions &
from recent

university graduates

e) Some positions ar

D

better sourced
through newspapers
and websitd

advertisement

f) Use of internet can

cause discriminatiot

—

issues

57




8) List any other benefit that can be associatél edrecruitment

SECTION C: BENEFITS OF THE E-RECRUITMENT

9) To what extent are the following factors a bénébr e-recruitment in your

organization? Use the following scale

Notatall- 1 Less extent - 2 Moderate extent -[3arge extent - 4 Very large
extent—5
Notat all | Less Moderate | Large Very large
extent extent extent extent

a) Cheap recruitment

process

b) Reach a large

audience

c) Allows employers
broaden their scope of

search

d) Minimizes
paperwork and

automates key
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recruiting activities

e)High quality

employees are found

F) Improves efficiency
in selection and

recruitment

g) Prompt and timely

response to hire

h) Provides insight
into jobseekers

behavior that enhances
and sustains

effectiveness

10) List any other benefit that can be associatidl @/recruitment

11) What main aspects of e-recruitment are mostfi@al to your organization?

a) Recruitment[ ] b) selection[ ] c) interview ] reBearch [ |
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