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ABSTRACT  

Employer recruitment is the term commonly used to describe an organization's reputation as an 

employer, and its value proposition to its employees, as opposed to its more general corporate 

recruitment reputation and value proposition to customers. The main objective is to study the 

impact of strong employer recruitment with recruitment process and to study the level of 

acceptance of employees towards various factors of employer recruitment. For this a sample of 

50 respondents who are working in IT companies was taken as sample size and percentage 

analysis, Anova, factor analysis and rank correlation were used as tools to anlayse the data and 

the conclusion is that the employees can promote the stories of the top employees. By using 

these individuals‟ engaging human narratives, they can construct an employer recruitment 

around the people who work for them, attracting the sort of job candidates who could see 

themselves creating similar stories as employees. Working with this core idea of utilizing 

existing staff, Dice argues that the “employer recruitment is built on the recruitment of individual 

employees. Employees will participate in blogging, social media, and online discussion boards 

primarily to build their own recruitment.” Allowing employees leeway on social networks and 

online forums to establish their own recruitments can be an effective micro element of a macro 

corporate profile that expands on these narratives, provided they are well-suited to the overall 

corporate image or mission. 

Keywords: Employer Recruitment, IT companies and Coimbatore.   

 

INTRODUCTION TO THE STUDY  

Armstrong (2012) defines HRM as „a strategic, integrated and coherent approach to the 

employment, development and well-being of the people working in organizations‟. In an earlier 

study, Beer (1984) specifies that HRM involves management decisions that influence the 

relationship between organization and employees. Attending to more detail, Guest (1987) points 

out that the goal of HRM is to maximise the shared values at the workplace including 
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organizational integration, employee commitment, flexibility and quality of work. Serving as a 

main function in every business, HRM plays an integral role in the success of the organization in 

terms of its human capital (Armstrong 2012). Furthermore, Ulrich and Lake (1990) assert that 

“HRM systems can be the source of organisational capabilities that allow firms to learn and 

capitalise on the new opportunities”. In order to attend eventual success of the organisation 

through people, HRM has been developed and has been suggested to be seen as a  ystem in 

which every element of its functions should be „coherent and internally aligned‟ (Kepes and 

Delery 2008). The main functions of HRM include Organisation, Resourcing, Learning and 

Development, Reward Management and Employee Relations. 

 

Employer recruitment  

Employer recruitment is the term commonly used to describe an organization's reputation as an 

employer, and its value proposition to its employees, as opposed to its more general corporate 

recruitment reputation and value proposition to customers. The term was first used in the early 

1990s, and has since become widely adopted by the global management community. 

Minchington describes your employer recruitment as "the image of your organisation as a 'great 

place to work' in the mind of current employees and key stakeholders in the external market 

(active and passive candidates, clients, customers and other key stakeholders). The art and 

science of employer recruitment is therefore concerned with the attraction, engagement and 

retention initiatives targeted at enhancing your company's employer recruitment."  

Just as a customer recruitment proposition is used to define a product or service offer, an 

employee value proposition or EVP is used to define an organisation's employment offer. 

Likewise the marketing disciplines associated with recruitment and recruitment management 

have been increasingly applied by the human resources and talent management community to 

attract, engage and retain talented candidates and employees, in the same way that marketing 

applies such tools to attracting and retaining clients, customers and consumers. 

 

Employer recruitment proposition 

As for consumer recruitments, most employer recruitment practitioners and authors argue that 

effective employer recruitment and recruitment management requires a clear Employer 

Recruitment proposition, or Employee value proposition. This serves to: define what the 
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organisation would most like to be associated with as an employer; highlight the attributes that 

differentiate the organisation from other employers; and clarify the 'give and get' of the 

employment deal (balancing the value that employees are expected to contribute with the value 

from employment that they can expect in return). This latter aspect of the employer recruitment 

proposition is often referred to in the HR literature as the "psychological contract". 

 

STATEMENT OF PROBLEM  

Prior research is conducted in other industries which include banking, military, software sector 

that reveal the greater proportion of research in the study of prospective employees. Researchers 

Ehrhart and Ziegert (2005) appeal for overall research on organizational attraction. Although 

there are several studies that have been conducted focusing on employer attractiveness such as 

those of Agrawal and Swaroop (2009); Barber et al. (1994); Davies (2008); Lievens (2007); Ong 

(2011); Priyadarshi (2011); Roy (2008); Shahzad et al. (2011); and Wilden et al. (2010). 

However, except the study of Davies (2008), and Lievens et al. (2007), other studies have been 

conducted on the prospective applicants and not on the existing employees. Further, the studies 

of Maxwell and Knox (2009) has acknowledged that the potential and existing employees 

perceive an employer differently; and a strong employer recruitment not only appeals superior 

candidates (Collins and Stevens, 2002; Slaughter et al., 2004) and also forms their expectations 

about their employment (Lievens and Highhouse, 2003). However, there is less clarity on the 

role of recruitment with existing employees and the present study focuses on addressing this gap 

in the literature. Thus the present study assesses the employer recruitment in a private university 

in India so as to fill up this gap in the literature. Thus, the research questions of the present study 

are as follows: 

What are the dimensions of employer recruitment with IT companies? 

 

OBJECTIVES OF THE STUDY  

1. To study the demographic profile of the respondents.  

3. To study the impact of a strong employer recruitment with recruitment process.  

4. To study the need of employer recruitment towards recruitment  

5. To study the level of acceptance of employees towards various factors of employer 

recruitment.  
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NEED FOR THE STUDY 

The attention towards recruitment is increasing, not only on the external but on internal too. The 

external perspectives are based on product and services, however the internal are concerned on 

employees and human capital (Jiang and Iles, 2011). Webster (1992) disputes that „human 

systems‟ or employees require „glue‟– a principal theme based on which the worker can figure 

their behavior such that they are steady with customer and organizational expectations. In case of 

lack of existence of any such bonding agent, the employees may be purposeless and need  to 

struggle to understand when, how, and to whom to direct their energies (Berry et al., 1990; 

Webster, 1990). However, those organizations that device an employee oriented service culture 

have been able to confidently influence consumer confidence due to the  consequence of 

employees handling consumers with superior respect. As employees who clasps what an 

organization stands for, creates a behavior and existence which unifies the human capital within 

that institute (Harris and De Chernatony, 2001; Schiffenbauer, 2001). The manner in which the 

communication of recruitment to be addressed to employees are of importance as these assist 

employees to know the recruitment and work with responsibility to better signify a recruitment 

(Ind, 2003). Ind (2003) comment that recruitments are about people and intangible aspects. 

Further, Jacobs (2003) adds that a recruitment represents the connection an organization has with 

its employees similar to the manner as it represents the relationship that an organization has with 

its customers. Attention is required towards intangible aspects, (employees), for developing 

activities that application on recruitment placement. 

 

LIMITATIONS OF THE STUDY  

The study is limited to one company.  

There is a bias in collection of primary data collection of the study.  

The time period of the study is limited to 2 months.  

 

RESEARCH METHODOLOGY 

The research methodology deals with the research design, data collection methods, sampling 

method, fieldwork, and the analysis and interpretation of research work. 
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Research design 

The researcher was concerned mainly with descriptive research design. The study was conducted 

in order to find out the employee recruitment with IT companies.  

 

Sampling design & tools applied 

Sampling techniques 

Sampling Plan:  

One of the main elements in the research design is sampling plan which is further divided into 

sampling unit, sampling size, sampling type. 

Sampling Unit: 

Sampling unit can be defined as the basic unit containing the employee recruitment with IT 

companies in Coimbatore.   

Sampling Size: 

In this research, the sample size amount to fifty, which are surveyed from employees of the IT 

companies. 

Sampling Type: 

Convenience sampling I adapted in this research. It is a non-probability sampling and it is refers 

to selecting a sample based on convenience.  

 

Data collection 

The primary data the respondents which or collected with a questionnaire schedule was used 

with employees of the company.   

Secondary data were collected from the company profile, manuals, journals, magazines and 

newspapers etc. 

 

Tertiary Data: 

The data were collected from the various literatures which are related to the subject of employee 

recruitment with IT companies. 

 

Research Tool 

Structures self administered questionnaire had been used as a research tool for collecting  
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Primary data. 

The questionnaire from is designed in the multi choice pattern and has the following technique. 

Statistical tools used for the study : Percentage analysis, Anova and  Rank correlation.  

ANALYSIS AND INTERPRETATION  

Age of the respondents 

 Frequency Percent 

Below 25 9 4.4 

25 to 35 64 31.5 

36 to 45 66 32.5 

Above 45 64 31.5 

Total 203 100.0 

Interpretation  

The above table shows about the age of the respondents were out of 203 respondents 4.4% are 

from the age group below 25, 31.5% are from the age group between 25 to 35, 32.5% are from 

the age group between 36 to 45 and 31.5% are more than 45 years of age. It reveals that most of 

the respondents are between 36 to 45 years of age. 

Gender of the respondents 

 Frequency Percent 

Male 139 68.5 

Female 64 31.5 

Total 203 100.0 

Interpretation  

The above table shows about the gender of the respondents were out of 203 respondents 68.5% 

are male and 31.5% are female. It shows that maximum of the respondents are male. 

Educational Qualification of the respondents 

 Frequency Percent 

Diploma 8 3.9 

HSC 115 56.7 

Degree Holders 60 29.6 

Others 20 9.9 

Total 203 100.0 
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Interpretation  

The above table shows about educational qualification of the respondents were out of 203 

respondents 3.9% have completed their diploma, 56.7% have completed their higher secondary, 

29.6% have completed their degree and 9.9% have completed other courses. It shows that 

maximum of the respondents have completed their higher secondary.   

Type of remuneration and advancement activities increasing the recruitment image of the 

consultancy 

 Frequency Percent 

Advancement opportunities 66 32.5 

Career programs 85 41.9 

Benefits and compensation 

system 
52 25.6 

Total 203 100.0 

Interpretation  

The above table shows about type of remuneration and advancement activities increasing the 

recruitment image of the consultancy were out of 203 respondents 32.5% said as advancement 

opportunities, 41.9% said as career programs and 25.6% said as benefits and compensation 

system. It shows that maximum of the respondents said that career programs is the factor 

increasing the recruitment image of the consultancy. 

Level of acceptance towards high job satisfaction for the candidates who are recruited in 

category A organizations 

 

 Frequency Percent 

Strongly agree 12 5.9 

Agree 113 55.7 

Neutral 58 28.6 

Disagree 20 9.9 

Total 203 100.0 

Interpretation  

The above table shows about level of acceptance towards high job satisfaction for the candidates 

who are recruited in category A organizations were out of 50 respondents 5.9% strongly agree, 

55.7% said agree, 28.6% are neutral, and 9.9% disagree towards high job satisfaction for the 
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candidates who are recruited in category A organisations. It shows that most of the respondents 

agree towards high job satisfaction for the candidates who are recruited in category A 

organisations.   

ONE WAY ANAOVA  

COMPARISION BETWEEN AGE AND FACTORS RELATED TO EMPLOYER 

RECRUITMENT  

H1: There is no significant relationship between age and importance of employer recruitment in 

recruitment process 

  

N Mean Std. Deviation F Sig   

Importance of employer 

recruitment in recruitment 

process 

18-23 
8 

2.50 2.121 

0.07 0.002 

24-29 
65 

2.50 1.211 

30-35 
65 

2.62 1.147 

More than 35 
65 

2.44 .892 

Total 
203 

2.52 1.092 

Importance of employer 

recruitment in delivering 

bonding between the 

management and 

employees 

18-23 
8 

2.00 1.414 

0.153 0.927 

24-29 
65 

2.06 .854 

30-35 
65 

1.88 .957 

More than 35 
65 

2.06 .854 

Total 
203 

2.00 .881 

H1: It implies that the mean value is high with  the age group 30-35 who said that the employer 

recruitment is important in recruitment process were the level of significance is at 0.002 which is 

lesser than 0.05. It shows that there is a significant relationship between age and importance of 

employer recruitment in recruitment process.  

H2: It implies that the mean value is high with  the age group 24-29 and more than 35 who said 

that employer recruitment in delivering bonding between the management and employees is 

important in recruitment process were the level of significance is at 0.927 which is greater than 

0.05. It shows that there is no significant relationship between age and importance of employer 

recruitment in delivering bonding between the management and employees. 
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FACTOR ANALYSIS  

A total of 14 variables were identified for the purpose of collecting level of acceptance of the 

respondents. In order to reduce the number of variables and to identify the key factors 

contributing towards the level of acceptance, factor analysis is performed. KMO and Bartlett‟s 

test is conducted to identify the sampling adequacy.   

 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling 

Adequacy. 
.529 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 312.421 

df 78 

Sig. .000 

            KMO of sampling adequacy value for the service quality measures is 0.529 and it 

indicates that the sample is adequate to consider the data as normally distributed.  

       The number of factors as identified by performing the screen plot. The results are shown 

below,  

 
Interpretation  

The above table shows about the factor analysis of variables related to level of acceptance were 

the common factors above 0.5 are taken for decision making process of the study.  The factors 

are Employer Recruitment leads to increased Referrals, Employer recruitment secures long term 
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hiring needs, Category A companies provides candidates with career development opportunities, 

employer recruitment helping in increased employee engagement and awareness towards getting 

career progress and appreciation, self worth and assurance by working with category A 

companies.  

RANK CORRELATION FOR CANDIDATES TOWARDS THEIR JOB WITH 

CATEGORY 

S.NO Ranking on company and scheme  X Y R1 R2 D D^2 

1 A satisfying job 40 70 3.5 2.5 2 0.25 

2 

Sufficient authority and 

responsibility 40 72 3.5 2.5 1 2.25 

3 High pay 2 10 7 5 4 1 

4 Competitive employment benefits 6 0 5 4 6 4 

5 

The opportunity to have an 

appropriate balance between work 

and home life 0 2 10 6 5 1 

6 Image of the company 44 30 2 1 3 4 

              

 N 10         1-R 12.5 

            R 0.65 

 

Interpretation  

The above table shows about the correlation between ranks given for candidates towards their 

job with category were the correlation is at 0.65 which is moderately correlated. It shows that the 

factor sufficient authority and responsibility is given highest priority.  

FINDINGS  

Most of the respondents are male in our survey. 

Maximum of the respondents have completed their PG in our survey.  

Most of the respondents said as very important for employer recruitment in recruitment process. 

Maximum of the respondents said as very important for employer recruitment in delivering 

bonding between the management and employees. 

Most of the respondents said as neutral for employer recruitment creating trust and confidence 
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among the employees.  

Maximum of the respondents strongly agree towards employer recruitment leading to increased 

referrals.   

Most of the respondents are neutral towards helping applications from competitive candidates.   

Maximum of the respondents agree towards high job satisfaction for the candidates who are 

recruited in category A organisations.   

Most of the respondents are neutral towards quality of work life provided by category A 

company.   

Maximum of the respondents are neutral towards quality of work life provided by category A 

company.   

Most of the respondents agree towards employer recruitment securing long term hiring needs.   

Maximum of the respondents strongly agree towards category A companies provides candidates 

with career development opportunities.   

 

SUGGESTIONS  

While taking decision on high job satisfaction for the candidates who are recruited in category A 

organisations the factor importance of employer recruitment in recruitment process has to be 

taken for decision making process of the study.  

The factors Employer Recruitment leads to increased Referrals, Employer recruitment secures 

long term hiring needs, Category A companies provides candidates with career development 

opportunities, employer recruitment helping in increased employee engagement and awareness 

towards getting career progress and appreciation, self worth and assurance by working with 

category A companies can be taken for decision making process of the study. 

 

CONCLUSION  

The conclusion is that the employees can promote the stories of the top employees. By using 

these individuals‟ engaging human narratives, they can construct an employer recruitment 

around the people who work for them, attracting the sort of job candidates who could see 

themselves creating similar stories as employees. Working with this core idea of utilising 

existing staff, Dice argues that the “employer recruitment is built on the recruitment of individual 

employees. Employees will participate in blogging, social media, and online discussion boards 
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primarily to build their own recruitment.” Allowing employees leeway on social networks and 

online forums to establish their own recruitments can be an effective micro element of a macro 

corporate profile that expands on these narratives, provided they are well-suited to the overall 

corporate image or mission. 
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