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Executive Summary

v orosect s more of a 'Pattern of Online information seeking behavior for job seekers of
“eaka city”. This project has been focused on factor’s analysis of the E-Recruitment process
@ will prepare this report according to my study. E-recruitment is becoming increasingly
~osncated in the private sector. The concept of issuing and applying for a job via a website
wo: moved forward to tracking the complete employment lifecycle of a successful candidate
== the organization. A huge benefit of moving to an e-recruitment system has been the ability

czsilv track and record information on a range of relevant factors. Factors which are regularly
wrees. diversity profiles of candidates, time to hire for specific roles and cost of hire. Recruiters

= <o have an accessible record of all transaction with candidates, and so can easily answer any

~_zmes which arise.
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CHAPTER -1

INTRODUCTION
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Pattern of Online information seeking behavior for job seekers of Dhaka city
o ection

e zssigned to do project report to create relation between my study and the real life scenario,
w = geting ideas from my course instruction I choose “Pattern of Online information
sestume behavior for job seekers of Dhaka city”. I am doing project report on factor’s analysis
» e =-Recruitment process and I will prepare this report according to my study. I will try my

e mest 10 give my effort and concentration to prepare the report.

S s=cruitment 1S becoming increasingly sophisticated in the private sector. The concept of
wsong and applying for a job via a website has moved forward to tracking the complete
== ovment lifecycle of a successful candidate within the organization. A huge benefit of
=owing 1o an e-recruitment system has been the ability to easily track and record information on
: mange of relevant factors. Factors which are regularly tracked and reported on include the
sroportion of successful candidates coming from various sources, diversity profiles of
camdidates, time to hire for specific roles and cost of hire. Recruiters also have an accessible

~=cord of all transaction with candidates, and so can easily answer any queries which arise.
Some of the organizations interviewed as part of this research felt that adopting e-recruitment has

sclped them to bring their vacancies to the attention of a wider field of applicants and to recruit a

—ore diverse staff.
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% —=—:2 growth in the use of e-recruitment methods and technologies in recent years, there has
s ule research looking at the practices of Dhaka City’s organizations in this area. This report
“awowses on the practices and experiences of Dhaka City’s employers in relation to e-recruitment,
w =ncompasses public and private sector perspectives in addition to making international
swmoanisons where appropriate. By gaining an understanding of the advantages and challenges
wsociated with the different approaches that are available and being used, a better understanding
sa= »e reached on how to optimize the use of e-recruitment systems in Dhaka City.

"= main aims of this research were to:

« Establish the overall trends in e-recruitment use and practice in Dhaka City.

+ Identify what e-recruitment methods are being used, and what the experiences are of
organizations trying to implement e-recruitment

» Establish how organizations are evaluating their e-recruitment initiatives, and establish

the level of success being experienced.

There were several key strands to this project, including a survey of a broad sample of Dhaka
Zitv's organizations to establish the extent to which e-recruitment was being used, and a series of
meetings with case study organizations in order to gather more in-depth information on the
zoproaches implemented and the impact of introducing e-recruitment.

In addition, interviews were held with a number of e-recruitment technology vendors to obtain
nformation on the web-enabled products/solutions they provide, and on their views on likely

future developments in this area.
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Manasement problem:

= How to attract the job seekers to get job from the E-Recruitment process?

Market researcher problem:

= Determine the job seekers preferences and intentions to get the job from this process.

The specific components:

* What criteria do job seekers think when they select the job?
*» How do job seekers evaluate this process?
=  What is job seekers market current condition?

* What is the demographic, behavioral and psychographic profile of the job seekers?

Methodology:

The purpose of this study was to research the perceptions and behaviors of University students
sowards online recruiting. In order to examine issues related to online hiring and job searching, a
survey was conducted with 30 business students to determine who was online and how they were
wsing the Internet in a job search. Demographic features included ethnicity, gender, age, and
work experience. The methods I will be utilizing to collect both qualitative and quantitative data

zre the following:

Short-term objectives: phase 1

To interview senior HR personnel in large corporate of comparable size to central
Government departments and key HR infrastructure providers.
2. To investigate how far the best practice examples are meeting the objectives of their

respective organizations and could benefit the public and private sector.
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~ 7o guanufyv the level of risk for the private sector in developing an e-recruitment strategy to
Sz op insight for the public sector.

& o zssess and utilize the impact of IT on future-proofing an IT strategy.

T erm sbjectives: phase 2

"o undertake interviews with a more extensive range of private sector organizations, in
sermicular, with those either brokered or put forward during the first phase and to develop a
“acus on newspapers. The rapid shift of advertising from print media to online is stimulating

scouisitions by regional newspaper groups.

> guantify the costs that are likely to accrue from substantial savings inherent in the

sZoption of e-recruitment best practice techniques.

|_amitations:

= The report is mainly based on survey to the respondents.
* Some respondents may be unwilling to give actual answer.

* [ navailability of information in the secondary sources.
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CHAPTER -2
ON

BACKGROUND OF HISTORY: E-RECRUITMENT
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2.1 What is e-recruitment?

Having the right person, in the right place, at the right time, is crucial to organizational
serformance. Recruitment is a critical activity, not just for the HR team but also for line

managers who are increasingly involved in the selection process.

it doesn’t replace legal advice. All those involved in recruitment activities should be aware of
elevant legislation and the latest legal position on issues such as discrimination and the need to
reat candidates fairly, asylum and immigration rules, data protection, and employing those with
criminal records and anyone who will be working with children or vulnerable adults.

Z-recruitment, also known as online recruitment, is the use of technology to attract and recruit

candidates.

2.2 The rise of the E-Recruitment:

"he recruitment process both internationally and in Dhaka City has been changed significantly in
~=cent vears. Low levels of unemployment and increasing skills shortages in many areas has led
» increased competition to recruit the best people. The increased competitiveness in the
=cruitment market has led to organizations spending more time, effort and resources on
Zeveloping their recruitment brand and expanding the range of advertising methods (both online
and traditional) used, to try and attract quality applicants from as broad and diverse a pool
nossible. The recruitment process itself has also undergone a dramatic transformation in recent
vears with the utilization of the internet. The use of the internet as a means of connecting the job
seeker and the employer, and as a medium for conducting certain elements of the recruitment
process is described by a number of different terms including online recruitment, internet
mecruitment, web-based recruiting and e-recruitment. Internet tools that enable
employers/recruiters to reach a wider pool of potential applicants and to fill positions faster with

less cost to the organization are obviously advantageous in such a competitive environment.
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s becoming a significant part of the recruitment strategy of a wide range of
== world-wide, in addition to becoming an increasingly popular method for job

= searching and applying for jobs.

Talent Flows

| | | l

Labour , ' Applicant , ! Offer New | Productive
Pool | Pool c'“"“'“"‘l cand:dml Hies Einclivos

Recruiting 6 6 6

Staffing Processes
Figure 1.1 illustrates the typical process involved in recruiting staff

Offering
and
Closing

The internet can be used to facilitate any or all of the main processes of:

« “uraction (advertising/ recruiting)
= Sclection and assessment (screening and testing)

» Um-boarding (offering and closing, induction)

= zddition e-recruitment can be used, in parallel, to support applicant tracking and workflow
svsems. As we will see, organizations differ in the extent to which they apply web-based tools.
_rzanizations most commonly use online recruitment at the attraction stage of the process in

w=rms of advertising positions and receiving application forms/cv’s from candidates.
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e =semmet to attract and recruit applicants can be done in a number of ways, some of
= ==tively passive, such as posting job advertisements on a website or job board, or
swcve in terms of actively searching internet sources to identify potential candidates.

w= some following methods of using the Internet to attract candidates, but also

\=Zz= that approaches are continually changing.

{ smpany websites- Advertising posts and providing information to candidates through

== company website. The facility to apply online is often also provided.

Job Boards- Commercial general purpose recruitment portals, (e.g. Monster.com,
% zhoo!) or niche job boards aimed at a specific industry. A ‘job board’ could be your
szarting point for building an effective online HR strategy.

Today, job boards are the fastest growing area in recruitment, with traditional recruitment
zzencies leading the way using them to raise awareness with jobseekers to supplement

their existing search and selection services.

1ob boards come in three general types:

1. Niche boards which are specializing in recruitment to certain industries.

| & ]

Generalist jobs boards taking adverts for everything from cleaners to chief executives.

(b

Local job boards which focus on opportunities in a particular geographical area.

» Online Searching- Recruiters searching online sources such as company

websites/professional chatting sites/organizational profiles etc. to identify potential

candidates who may not be actively looking for a job.

~ Relationship recruiting- Using the internet to build and maintain long term relationships

with passive candidates, through using internet tools to learn more about web visitors’
interests and experience and to e-mail regular updates about careers and their fields of
interest.

other research, the use of online methods using the screening, selection and on-boarding

zlements of the election process which is less common than at the attraction stage, but e-

9
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process is becoming more widespread as the technology available to organizations

and becomes more sophisticated.

itment process:

« “gure below gives an overview of the main stages in good practice recruitment and

-

Job Snalysis
(what is the job?)

1 L
--'\—u_\-“_’_,./-“——{
Job description Person specification

g (— — ey
“-‘_\_’.\—f_’_ﬁ_.-'-" S g

Attracting and
managing
applications

| [
w_

Selecting
candidates -
shortlisting and
assessment

| L

——— —
ﬁ-\.._v__—a-"

Making the
appointment
| L
W_-—
Joining the

organisation/
induction
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2.3.1 Job analysis

S e mecruiting for a new or existing position, it is important to invest time in gathering
e on about the nature of the job. This means thinking not only about the content (such as
e wews making up the job, but also the job’s purpose, the outputs required by the job holder
W o 1t fits into the organization’s structure. It is also important to consider the skills and

e zrributes needed to perform the role effectively.

% o+ w0 zather this objective information include observation of the job-holder, questionnaires,
meoews or work diaries. Where a new role is being created the use of expert panels is

g cuiarly helpful.

w: znalysis should form the basis of a job description and person specification/job profile

2.3.2 Job description

The job description benefits the recruitment process by:

~ Providing information to potential applicants and recruitment agencies who may be
recruiting on your behalf

~ Acting as an aid in devising job advertisements and employment contracts, choosing
selection techniques and, for example, when designing assessment activities and making
decisions between candidates

~ Minimizing the extent to which recruiters allow subjective judgments to creep into their

decision-making, helping to ensure that people are selected fairly.

© can also be used to communicate expectations about performance to employees and managers

w nelp ensure effective performance in the job.

11
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2 7.3 Person specification/job profile

» se—on specification or job profile states the necessary and desirable criteria for selection.
e m2lyv such specifications are based on a set of competencies identified as necessary for
e s ormance of the job.

W semeral. specifications should include details of:

» Sialls, aptitude, knowledge and experience
~ ualifications (which should be only those necessary to do the job - unless candidates are
recruited on the basis of future potential , for example graduates)

» Personal qualities relevant to the job, such as ability to work as part of a team.

_wmoetency frameworks may be substituted for job or person specifications but these should
e o= an indication of roles and responsibilities.
The serson specification/job profile can then be used to inform the criteria you use to shortlist

ECENTS

2.3.4 Attracting applications

e first stage is to generate interest from candidates and there is a range of ways of doing this.

i Internal methods:

It is important not to forget the internal talent pool when recruiting. Providing opportunities
for development and career progression increases employee engagement and retention and
supports succession planning.

Some organizations operate an employee referral scheme. These schemes usually offer an
‘ncentive to existing employees to assist in the recruitment of family or friends and they have
seen growing in popularity over the last few years. But employers should not rely on

schemes such as these at the expense of attracting a diverse workforce.

12|
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£ srernal methods:

s zre many options available for generating interest from individuals outside the
e zztion. These include placing advertisements in trade press, newspapers, on
wmercial job boards and on your organization’s websites or other third parties websites.

%o e use of technology in recruitment increases, organizations are looking at how they can
W = caabases or pools of ‘ready’ candidates who they can draw on to slot into positions in

e orzanization as they arise, without the need to re-advertise.

+ verusements should be clear and indicate the:

~ Outline requirements of the job

~ Necessary and the desirable criteria for job applicants (to limit the number of
inappropriate applications received)

~ Nature of the organization’s activities

~ Job location

~ Reward package

» Job tenure (for example, contract length)

» Details of how to apply.

= Zvertisements should be genuine and relate to a job that actually exists. They need to appeal

w2l sections of the community using positive visual images and wording.

2.3.5 Managing the application process

There are two main formats in which applications are likely to be received: the curriculum vitae
_W or the application form. It is possible that these could be submitted either on paper or
= =crronically and the use of e-applications (Internet, intranet and email) is now part of

mainstream recruitment practices.

13]
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. = =2 of technology in recruitment increases, organizations are looking at how they can
. —=zhases or pools of ‘ready’ candidates who they can draw on to slot into positions in the
S zation as they arise, without the need to re-advertise.

2 3.6 Selecting candidates

= -2 candidates involves two main processes: short listing and assessing applicants to
S o= wno should be offered a job.
“w = o0 decisions should be made after using a range of tools appropriate to the time and

sewowmces available. Care should be taken to use techniques which are relevant to the job and the
Soomess objectives of the organization. All tools used should be validated and constantly

“ = =2 10 ensure their fairness and reliability.

2.3.7 Making the appointment

S = making an offer of employment, employers have responsibility for checking that
w0 cants have the right to work in the Dhaka City, and to see and take copies of relevant
~comentation from the job seekers.

== of employment should always be made in writing. But it is important to be aware that a
«-z offer of employment made in an interview is as legally binding as a letter to the candidate.

~ = overs must also be aware of the legal requirements of and what information should be given

= “e written statement of particulars of employment.

2.3.8 Joining the organization

= -planned induction enables new employees to become fully operational quickly and should

e miegrated into the recruitment process.

14|
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Chapter—3
On

Aims and Objectives
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20 Owur Aims and Objectives

e —=-ort focuses on the practices and experiences of Dhaka city’s employers in relation to e-
w-ment and encompasses public and private sector perspectives, in addition to making

e onal comparisons where appropriate.

e == and extent of the use of the internet in recruitment is wide and varied. By gaining an

eeanding of the advantages and challenges associated with the different approaches that are

w2l and being used, a better understanding can be reached on how to optimize the use of e-

wrotment systems here in Dhaka city.

l == - aims of the research were to:

| » =suablish the overall trends in e-recruitment use and practice in Dhaka city.

» ldentify what e-recruitment methods are being used, and what are the experiences of
organizations trying to implement e-recruitment.
~ Establish how organizations are evaluating the success of their e-recruitment initiatives,

and establish the level of success being experienced.

e this research, we try to establish a baseline on the use of e-recruitment in Dhaka city, so

s m2 the on-going monitoring of progress and developments in this area.

16|
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W understand the extent to which e-recruitment is being used and how significant it is
seher more traditional recruitment methods, the survey sought information regarding

==r e of recruitment methods used by the organization during the past year and now in

Usage percentage of
past

Usage percentage of
present

’mnent process used in past and

© =oonz! newspaper 7 1
_ “=tonzl newspaper 41 25
é T 2cvertising 0 0
Li zrofzssional Magazine 1 3
= ==crutment agency 2 3
£ n ne corporate website 9 20
- 7o party job website 4 7
i Smployee Reference 7 8
= ~=mal recruitment 20 15
| 9 18

‘ * 2 Corect mail shot

‘ Source: from the google/usage rate of online process

w=nle shows employers use a wide range of recruitment/attraction methods, with the most

Swmmemon ones being:

= Mewspapers
» ezl recruitment
« _orporate websites

= Tz party job website

17|
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| T -
. Usage pecentage of past '@ 1. regional newspaper

'@ 2. Natioanal newspaper

1 3% 70/0

K
k>

4%

O 3. TV advertising
O 4. professional Magazine
® 5. Recruitment agency

0O 6. Online corporate
website

9% '@ 7. Third party job
° 2%% | website

|0 8. Employee Reference

< . of respondents considered national newspapers to be their most successful recruitment
metnod in the past but now its decrease by 16%; however the survey results also show that
==olovers place significant value on the use of websites, be they corporate or third party, with

woout 38% of respondents using these as part of their recruitment strategy.

Usage percentage of prese & 1- regional newspaper

@ 2. Natioanal newspaper
0 3. TV adwertising
0O 4. professional Magazine

m 5. Recruitment agency

7% 3%49% 27% o \f:‘;l.egsniltige corporate

7. Third party job
website

0 8. Employee Reference

Thus is in line with other research suggesting that online recruitment methods both corporate

w=bsites and online job boards are seen as amongst the most effective attraction methods, along

18|
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sewspaper advertising. Surveys suggest that, where an organization has a corporate internet,
o7 vacancies on this is the norm. this survey however show a significant increase in the
~on of organizations using commercial web sites, which suggests that organizations are

w2 online on a number of different sites.

mesearch in this area also found that many employers believe that industry-specific
o~ boards are a better resource than general job boards, as they enable employers to

-~ more suitable candidates because specialist boards tap into a self-defining market.

“ndings were borne out in the discussions with survey study on organizations, where most
‘weme wsing a “mixed- model” approach to recruitment, and maximizing their chances of attracting
W ~oo candidates by using a range of methods. It was also common for employers to use
et strategies for specific groups of staff, such as advertising in specific/trade
e s niche internet sites for specialist technical or professional staff or executive search for

wemeor of executive appointments.

- 2 Farture Developments in e-recruitment

" e s=ction below discusses where we might see developments in online recruitment practices in

B oear future.

3.2.1 Career / Recruitment Websites:

_rzanizations are developing increasingly sophisticated career sections of their website in an
= 1o attract talented candidates. Many organizations now have dedicated ‘career sites’, which
me wde many of the features present on recruitment agency career sites such as facilities for
camcidates to register their details, receive updates on opportunities, apply using an online

s cation form, and save and keep track of previous applications.

“molovers are using their careers websites to brand their organization as an employer of choice

wnc are presenting candidates with detailed information about the organization, employee

19|
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s les. and ‘day in the life” information, in a bid to attract good candidates to apply.
mereasingly, organizations are also including information about their values and policies on

~wersity to increase the likelihood of best fit in the self-selection stage.

3.2.2 Personalizing the Project:

* wev goal for employers in the current labor market is to benefit from the efficiency of e-
==cruitment at the same time as trying to ensure that the process does not loose its ‘personal
wuch’, and become off-putting for applicants. Report shows that a more personal approach is
seneficial in helping the candidate feel more positively about the process. Automatic rejections
wa- create very negative perceptions if sent too soon or if they are badly worded.

“=couraging candidates to set up personal profiles or accounts on the website and ensuring all
sommunication uses candidates’ names is a good starting point in personalizing the process.

“ner positive initiatives include providing a contact name and telephone number, so candidates

can follow up if they have any queries in relation to the online communication which they

=ceived.

Some organizations are also being selective about how they use the internet to communicate with
wandidates’ like- making personal contact by phone after a certain stage in the process at the
same time as still using their e-recruitment system to track and record the progress of applicants
rough the recruitment stages. Employers are also increasingly using alternative technology
wxch as SMS messaging and IVR (Interactive voice response) technology to communicate with

==ndidates.

“asuring that websites are accessible to candidates with disabilities and providing alternative
soplication methods where necessary. It is also being increasingly recognized as important in
=rms of ensuring good candidates are not excluded because of the application method and that

srzanizations are not breaking the equal opportunities legislation.

20 |



Pattern of Online information seeking behavior for job seekers of Dhaka city

3.2.3 Applicant Tracking

"= use of applicant tracking systems can enable employers to track the source and progress of
wolicants through the various stages of the recruitment process which is becoming increasing
sommon.

“oplicant tracking will become increasingly important as more of the recruitment and selection
srocess becomes automatic and will enable recruiters to track how candidates have performed on

soomatically scored screening questionnaires, personality and ability tests, in addition to

“acilitating easy communication with candidates.

% here traditional recruitment methods form part of the selection process like- telephone
~rerviews, these will increasingly be tracked and managed online with use of online scheduling,

=2 recording of performance information.

The growth in demand for such tracking systems is illustrated by the increased number of
secialist ATS vendors in operation in addition to the fact that many of the large ERP software
sroviders such as Oracle and SAP have in recent year’s added applicant tracking as a module to
eir existing HR systems. These applicant tracking systems are becoming increasingly
sophisticated to facilitate not just the recruitment process but many aspects of the ‘on-boarding’
sage. Features such as, the facility to set up e-mail accounts, complete bank details and medical
zuestionnaires and to provide information to new hires team etc. which are being added to more

s2vanced recruitment or applicant tracking systems.

3.2.4 Screening:

With an increasingly global and web literate recruitment market positions advertised online are
‘xely to attract larger numbers of applicants. This scenario is predicted to lead to a greater use of
screening tools aimed at narrowing the pool to a smaller number of more suitable applicants.
Tools such as self assessment questionnaires and screening questionnaires based on fit to the
organizational culture are likely to become more prevalent in the future in addition to automatic

scoring of personality, situational, work style and competency questionnaires. Using the internet
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> administer a greater range of valid objective assessment techniques to screen large numbers of

sandidates will greatly maximize its value in the recruitment process.

3.2.5 Testing

The internet provides the opportunity to deliver assessment tests in a way that is quicker, cheaper

and requires fewer resources than administering them in paper and pencil format.

= recent years online testing is used only for vacancies likely to attract a high volume of
soplications such as graduate programs but organizations are now extending online assessment to
: broader range of jobs. In addition organizations are using a broader range of tests online

=cluding not only standard ability tests but personality tests and situational judgment tests.

= addressing concerns around candidate authentication and maintaining the integrity of testing
nline, test publishers are increasingly using item generation and test generation programs to
=rotect the security of ability tests and ensure that they do not become compromised through
==peated exposure. The administration of a shorter version of the test under supervised
conditions, the process is becoming the accepted standard for authenticating of the candidate.
The earlier online selection process mentioned that it is an excellent example of how this can
work successfully with large volumes of candidates in a challenging environment requiring high

=vels of transparency and accountability.

The delivery of tests via on-line platforms but in supervised venues is an alternative model which
s also becoming popular and has the advantage of face-to-face authentication by an
siministrator. The internet is facilitating the development of new more innovative, dynamic and
ob realistic assessments like- stock market trading simulations. The extension of internet
izchnology to the delivery of virtual assessment centers and on-line interviewing is also more

‘kely to become common in the future.
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3.1 Who is using e-recruitment?

Other surveys of e-recruitment in Dhaka city suggest that usage of online recruitment methods
has substantially increased over recent years to the point where they are now a central feature of
the recruitment strategy in large organizations. A survey in 2004 found that the proportion of
organizations within a public sector context that were using e-recruitment techniques had risen

substantially grow from just in 2001 to 2004.

n our country specifically, adoption of e-recruitment by companies has seen the same general
spward trend, with most of organizations using their website to advertise jobs in 2005, compared
with 2002. This survey similarly identified a high level of current or intended future use of e-

secruitment. E-Recruitment forms an important part of the recruitment strategy of Dhaka city’s

arganizations with:

» Nearly all respondents 91% stating that they are either using or planning to use the

internet for some aspect of the recruitment process.

importance of online recruitment strategy

3] Very i;ﬁﬂpiortant
| @ quite important
O emerging importance
0 no importance
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» 39% indicating that online recruitment is a ‘very important’ part of their overall
recruitment strategy

» 26% indicating that it was ‘quite important’

» 33% indicating that it was of ‘emerging importance’

» Rest of 2 percents said it was ‘of no importance’.

4.2 E-Recruitment and job types

In Dhaka city, as in other countries, employers’ use of the internet as a recruitment tool tends to
vary according to different job roles and types of vacancy. As might be expected, recruitment
into manager/administrator and professional occupations is most likely to be done using online
methods. Three quarters of respondents say they are using, or plan to use, the internet for
recruitment into clerical and secretarial roles. Respondents were less likely to use e-recruitment
methods for occupations like plant and machine operative roles and personal and protective

roles.

Information from survey on organizations also confirmed that the internet is particularly suitable
for handling large volumes of applications — for example, for call centre operatives, temporary
nosts or graduate vacancies. Banks, for example, had initially introduced online recruitment for
ts graduate recruitment program, to help deal efficiently with the high level of applications

received, before subsequently extending it to other vacancies.

The proportion of respondents to the survey currently using, or planning to use the internet to
recruit graduates is low in comparison with some other roles. This is contrary to information on
s-recruitment internationally, which suggests this is the group most often targeted by online

recruitment methods.
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2.2 Why the growth in e-recruitment?

Today’s market suggests that the primary drivers for introducing e-recruitment are cost
~=duction, speedier processes, access to a wider pool of applicants and better employer branding.

The most important drivers in the use of e-recruitment were:

To reduce recruitment costs

\,I

Easy to manage

vV Y

‘To target a larger or more diverse pool of applicants.
The reduction in administration (closely related to cost reduction),

Speed of recruitment

Y V VY

Improvement in brand image s

These are the reported as key factors in implementing e-recruitment for a smaller proportion of

rganizations.

4.4 Attraction and branding

The survey respondents tended to use a mixed model for recruiting, combining online and more
rraditional methods. In terms of using online methods to attract candidates, most employers use
their corporate website and intranet to promote vacancies, in addition to the use of job boards
znd other third party websites, in some instances.

It is clear from our discussions with Dhaka city’s employers that in the current competitive labor
market, attraction has become the most challenging part of the recruitment process. Employers
are now applying to recruitment the type of marketing techniques organizations use to attract
customers. Organizations are focusing more on their ‘employer branding’ to ensure they project
an image of the organization as a desirable place to work, in order to help them attract the best
talent out there.

Research has been carried out which supports the benefit of using e-recruitment for brand or
corporate profile reasons. It shows that internet-based selection procedures can have a positive

impact on perceptions of the organization amongst potential applicants. Some employers have
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moved to online recruitment to remain competitive in their industry, to promote themselves as

being an ‘employer of choice’ or to brand themselves as being an ‘e-business’.

4.5 The Application process

The advertising/attraction phase, the application phase is the next most common part of the
recruitment process for which employers are using e-enabled methods. Online application
methods vary greatly in their level of sophistication. The most basic use of the internet to
facilitate the application process is simply receiving e-mailed CVs and application forms rather
than paper versions. More sophisticated approaches involve specially designed online application
forms, which collect and store specific information about candidates and which often have the
facility to automatically rate or categories candidates on the basis of certain criteria/responses to

guestions.

The findings from this study reveal that most of the organizations responding have the facility
for candidates to submit applications online.

However, with the growing number of applicants, organizations are beginning to recognize the
benefit of using application forms to enable a structured format and the use of screening
software. Most sites now include verification statements to try to ensure the authenticity of

information submitted as part of online application forms.

Online application forms are typically more common for campaigns for which there is a high
volume of applications like graduate recruitment, where the volume of applicants means it is
beneficial to design a specific application form tailored to that job which would allow online

shifting/short-listing to be easily carried out.

This research has also established the variation in the use of online applications depending on the
role being recruited for. This had the advantage for the Human Resource employers to find out
more efficient and to eliminating any of the problems associated with a dual system like,
accepting both online and paper-based applications and improving the ease with which all

applications can be tracked and responded to.
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2 some instances concern over equality of access has led organizations to offer various
spplication methods besides online, particularly for vacancies for which the target population
may have a low level of IT skills. Some of respondents to the survey made provision for those

without internet access, usually involving accepting paper-based applications by post, by fax or

via agencies.

There is also increasing focus on ensuring that websites and application processes are designed
10 be as accessible as possible to candidates with disabilities, and to provide alternative
application methods for candidates who cannot apply using these methods due to a particular

disability.

4.6 Screening/Assessment/Selection

The figure below illustrates that the various options that are open to organizations in terms of

using e-recruitment to screen applications and to assess and select candidates at various stages of

the recruitment process.

pre- online online online

icati ifli e-baskel
application siftin reasoning personality

i g lesls queslionnaire

_e-haskel
g-interview slc.

realistic jeb
RrEviaw besnoks  alf the
shelf
do i really will they fit are they worlh will they 1it the how will
want to apply ihe jab averall? bringing 16 1he ieh /leamicontext they handle
assessment at a detailed level  multi-fasking in 2
are they canira? mangerial setting

gualified

Sxce; aasied om 8o sl 1 2002,

While many organizations are providing detailed information on the website to give candidates

more of a feel for what it is like to work in their organization, only few of the survey respondents
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siated that they are using self-assessment tools at the pre-application stage. A self assessment
Juestionnaire is a tool which requires a potential candidate to rate themselves against the
skills/competencies required for a role as a means of getting them to think about the

r=quirements of the job and realistically estimate their ability to meet these requirements.

4.6.1 Screening at application stage

The use of online screening tools appears to be in its infancy at present. Recent research to the
companies found that only minimum percentage of organizations that use online recruitment

ncludes some kind of screening questions.

The automatic screening of applications may be avoided by some organizations due to the
current labors market and the difficulty in attracting the right candidates, making recruiters
fearful that an automatic screening process might rule out some potentially good candidates or
discourage candidates who may be suitable for other roles from applying again. This is
particularly relevant for organizations recruiting for a range of specialized roles rather than more
zeneric roles as specialized roles are likely to attract smaller applicant numbers Several study on
organizations had e-recruitment systems which could rate applicants against the required criteria,
but generally the preference was for the recruitment team to physically review all applications in
order to ensure that potentially suitable people were not being rejected.

On the other hand, some organizations find the use of automatic screening invaluable due to the

‘arge number of applications they receive for some roles like graduate programs.

4.6.2 Online Testing/Assessment:

In the screening, there is potential to further reduce the candidate pool prior to having face to
face interaction by administering assessments tests or exercises through the internet. The types of
tests most commonly administered online are ability tests like Verbal tests, numerical or clerical
ability or personality tests or questionnaires. The use of e-enabled techniques as part of the

assessment process is not as common amongst in Dhaka city’s organizations as their use at the
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zrtraction and application stages but there is evidence that it is increasing, especially amongst

.arger organizations.

Here in Dhaka city, the figure seems to be even smaller portion of the survey respondents
ndicating that they used online assessment tests. However, interviews with organizations and
assessment specialists would suggest that online testing is becoming an increasingly popular

aption amongst larger organizations in our country.

4 key reason why some of the studies on organizations were not administering tests online was
that they brought relatively small numbers of candidates forward to the testing stage of the
process, and felt that the benefits in efficiency of testing online would not warrant the investment
required to be able to do this. It is clear that online testing becomes much more attractive where

large numbers of candidates are being assessed.

Other organizations had concerns over verification of candidates’ identity and cheating when
tests were administered online. To deal with this concem, it is common practice where online
testing is used to re-test successful candidates. This study uncovered very little evidence of either
public or private sector organizations in Dhaka city using the Internet to deploy other forms of

assessment.
The following diagram illustrates that the online selection process being used by the both public

and private organization in our country and demonstrates how the use of e-recruitment methods

at both the application and assessment stage can maximize the efficiency of the process.
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Figure: Graduate Requirement of online application and assessment

process run by private organization of Dhaka city

Diagram above illustrates that the online recruitment system put in place by private organization
ob Dhaka city for its Fast Stream graduate recruitment program. Recruiting the best people from
a very large number of applicants in a short time period was essential for our company and they
took the decision to move to an online process to enable them to achieve the goal. These
organization experienced significant benefits from introducing this online process including a

dramatic reduction in the recruitment time-cycle, less candidate complaints due to a more
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transparent process and a greater ability to reduce the adverse impact of verbal and numerical

tests by introducing a second sift stage before the assessment centre.

4.7 How E-Recruitment is being used in practice:

e Within Dhaka city’s organizations most progress could be made in using online
methodologies at the front end of the recruitment process to advertise positions, receive
applications and respond to queries from applicants

e Organizations are making use of dedicated career sites to help with their emplover
branding and provide detailed information to applicants about the job and the
organization.

e Uses of internet based tools to track applications and communicate with candidates ar=
relatively common in our organizations.

e Most organizations will accept paper based applications with only a quarter insisting z!
applications for certain vacancies be made online.

e Almost one third of survey respondents had created a database of speculative applications
which they searched when new vacancies arose

e Where online screening of applications is used it is most commonly based on educationz
qualifications.

e Minimum numbers of Dhaka city’s organizations were using online assessment tests.

4.8 How is e-recruitment being managed?

There are important practical questions regarding the management of e-recruitment, including
what technology is available and being used, how well the technology is linked with other H=E
systems and the role of HR and line managers in the recruitment process. These issues zre

discussed in more detail in this section.
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4.8.1. Role of HR

There is a general trend towards line managers taking more direct responsibility for recruitment,
and HR playing more of a co-ordination and facilitation role. It is evident from this research that
adopting e-recruitment practices can facilitate this model, by removing much of the HR

administrative burden, and enabling HR to operate at a more strategic level.

However, while line managers may have more involvement in terms of reviewing and short lings
applications/CVs for their particular vacancies, HR continues to play a key role in terms of
defining and controlling the overall recruitment strategy, and ensuring that systems are flexible

10 meet changing recruitment needs, and to develop effective talent management strategies.

Discussions with organizations revealed that where e-recruitment systems had been implemented
these were introduced and continued to be controlled by the HR function. While e-recruitment
systems facilitate the easy transfer of candidate information to line managers, line managers
generally had limited access to the e-recruitment systems with HR tending to act as a broker
between line manager and candidate. Many HR functions in organizations had worked closely
with the line managers both at the design and implementation stages of introducing e-

recruitment.

4.8.2 E-Recruitment Technology

While this report aims to identify the key trends and relevant issues in carrying out e-recruitment,
rather than examine in detail the types of technology available, the technology available certainly
has some impact on the practices of organizations, and for this reason some attention was

directed at identifying what was on offer from technology vendors.

The majority of organizations are largely dependent on a range of third party suppliers in the
form of job boards and suppliers of recruitment systems/applicant tracking software. As this
technology develops organizations are being presented with more choice in relation to the range

of systems available, how the systems are managed, and the levels of customization possible.
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There are two main categories of products used to support e-enabled recruitment, namely
secruitment tools/modules introduced by the large ERP software and products developed by

vendors specializing in recruitment software like applicant tracking, testing etc.

ERP software providers, who have tended to base their core HR systems around managing
2mployee and payroll information, have added new recruitment modules. Oracle, for example,
has developed ‘Talent Acquisition Manager’, as part of People soft. This package allows
candidates to search, view and apply for vacancies online, as well as tracking applications

through the various stages of the recruitment process.

Most applicant tracking software providers operate on an ASP (application service provider)
model whereby they develop, host and maintain the systems and store all information on their
servers, allowing clients to access the systems, and all information on their candidates, through
the internet. This makes the use of such systems much more feasible for small to medium size
organizations, which do not have to invest significant time and resources in the development and

maintenance of a complex applicant tracking system.

The table below describes the typical features/capabilities of Recruitment Management or

Applicant Tracking Systems.
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Key features/capabilities of Recruitment Management/Applicant Tracking

Systems:

Advertisement | e Post jobs automatically on Job boards and corporate
Application website
e Post tailored application forms for a range of jobs

e Receive applications and CVs from applicants

Storage # Store information on each candidate and on each vacancy
in a searchable database

e Archive old vacancies

e Facility to identify duplicate applications or applications

for multiple jobs

Screening e Automatically screen out applicants based on response to
particular questions e.g. qualifications, education etc.
e Rate and rank candidates based on response to questions

re: key criteria

Communication | ¢ Send automatic acknowledgments to applicants

e Send automatic updates when candidates move to another
stage in the recruitment process

» Send specific messages to targeted groups

e Allows a range of people in the organization access to the
relevant information e.g. line managers,

# HR teams across different regions

Workflow o Plan and schedule interviews
Scheduling » Automatic reminders if particular timelines e.g. updating

candidates are missed

Analysis o Track information and report on key information such as
and report source of candidates, diversity information, time to hire
ete.

e Creates an audit trail of the process
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Recruitment/Applicant tracking systems are becoming increasingly complex with new
functionality being added like tools for carrying out internet searches for potential applicants
who meet certain criteria. Demands by recruiters for better functionality to match their

recruitment process is driving additional changes and developments in this area.

Providers of recruitment systems are also increasingly working with assessment experts to ensure
that the assessment tools produced by the providers can be integrated into their tracking system

to provide an ‘end to end’ recruitment solution.

4.8.3 Integration with HR systems

A common concern with e-recruitment systems is the difficulty involved in integrated them with
existing HR technology already in use within the organization. Maximum respondents, across
both the public and private sector, state that our organization’s online recruitment system stands

alone and is not integrated with other HR systems.

Few of the organizations had a fully integrated system at present, although several were
considering plans to integrate their recruitment system with HR systems in the future. For many
the difficulty and cost of doing so at present outweighed the benefits, with it being relatively
easy to transfer the data for the small proportion of applicants hired from the applicant tracking

system onto their HR system.

The benefits in having more integrated systems in terms of better facilitating long terms talent

management were however recognized by employers.
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Chapter- 5
On
Analysis Part:

E-Recruitment is being used in practice
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Analysis Part:

This report identified a significant proportion of employers who were planning to implement e-
recruitment initiatives in the near future. The findings of this and other research support the
conclusion that organizations can achieve significant cost savings, increased efficiency, reduced
time to hire, and improve their access to a broad group of applicants through implementing e-

recruitment methods.

As the high level of competition and skills shortages in the recruitment market is likely to
continue, it seems to increased the e-recruitment technologies by our organizations, as they
attempt to compete in the ‘war for talent’. In addition to making better use of the systems or
technology that already exist; it is an opportunity for our organizations to use the internet to

support their recruitment activities in more proactive and innovative ways.

Here are some analyses on Online Recruitment process in the Dhaka city.

5.1 Cost effectiveness

There is much evidence to suggest that online recruitment methods can be much more cost
effective than traditional methods. Some organizations are calculated that ‘it costs only about
one-twentieth as much to hire someone online as to hire that same person through other
traditional methods.” This can be achieved through significantly reducing advertising costs and
by reducing recruitment related administration. However, it should be noted that the full cost
savings are often only realized if the whole recruitment process is online. Cost effectiveness was
the single most important reason given by the survey respondents in relation to implementing e-
recruitment approaches to save on cost and resources which are the key factor for all in adopting
e-recruitment approaches.

From the graph we can see that total 52% respondents are said that it is the cost effective process

where 8% do not believe on it.
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‘ The cost effectiveness of Online Recruitment

o0 STRONGLY AGREE
AGREE

0O NEUTRAL

0 DISAGREE \
B STRONGLY DISAGREE

8%

20%

5.2 Speed and efficiency

The speed at which several steps of the recruitment process are carried out online leads to a
shorter recruitment cycle. The recruitment process can be made faster through immediate posting
of jobs online and the ease of completing online application forms and e-mailing CVs. The pre-
selection process can be accelerated (and tailored to an organization’s needs) by automatically
grouping applications according to pre-determined criteria. Applications can be processed within
minutes rather than weeks, saving both recruiters and jobseekers valuable time.

This survey clearly showed that 52% respondents are agreed with the company’s efficiency can
reduce in administrative workload and reduced timescales for hiring were key drivers in the
decision to implement e- recruitment. Only 8% respondents said that it can not do where 28%

were neutral about their decisions.
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Preference for candidates for efficiency and
speedy
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5.3 Better access to a wide candidate pool

Online advertising opens up a wider candidate pool, by providing 24/7 access to job seekers, at
local, national and international locations, thus providing a better chance of finding the right
candidate. As job seekers become increasingly more web literate and the growth of broadband
makes web surfing easier and cheaper, the potential for e-recruitment to attract wider candidate
pools is increasing. Afttracting a larger or more diverse applicant pool was a key driver in

implementing online recruitment amongst survey respondents with 64% citing it as a key reason.

Preference for attraction of wider pool candidates

4% 4% 4%
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Graph: preference for attraction of wider pool Candidates
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5.4 Improve the quality of candidates

An overarching goal in moving the recruitment process online is to improve the quality of the
candidates being selected. In this survey 32% of respondents felt that recruiting online increased
their ability to attract quality candidates. Research exploring whether online recruitment attracts
better quality candidates has shown mixed finding. Online recruitment has been shown to have
the potential to attract applications from too many under-qualified and over-qualified candidates.
Research found that using online job application systems, instead of more traditional paper-based
recruitment methods, led to a greater number of applicants aged over 30, and better quality
candidates overall. By widening the pool of potential applicants and reducing the time taken to
recruit, online recruitment if used effectively can help organizations compete for the best quality

candidates.

Preference for improving the quality of
Candidates
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Graph: preference for improving the quality of Candidates
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5.4 Easy to Manage:

It is easy process to recruit the employee. In the company’s website or in the job boards it is
posted to attract the candidate. It is easy to manage because jobs criteria were given here in

serially. So that, the candidates can finds the jobs in the easy way.

Below graph we can see that 60% respondents are believed that it is easy to use and also manage,

where 24% are strongly believed it can. Only 4% are believed it does not.

Preference for easy to manage
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Graph: preference for easy to manage

5.5 Preference for Reliability

The employers mentioned the other factors they had evaluated, namely the numbers of
applications and access to a wider candidate pool. It is interesting to note that more private sector
respondents than public sector respondents had evaluated the impact of online recruitment.
Reactions by key stakeholders such as line managers and senior management to online
recruitment is, while generally not formally measured, perceived to be very positive. The study

on our organizations typically evaluated that the process in terms of numbers of applications
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received, response times, and time to hire, and several has evaluated cost savings to demonstrate

a positive return on investment.

Preference for Reliability
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Reliability is another issue to evaluate the online recruitment process, because candidates prefer
to keep secret their information from others. Here from the above graph we can see that, 64%
respondents said that they have believed on Online recruitment process, because it is a totally a

transparent process to recruit them.

5.6 Attraction of Wider pool Candidates

There is another topic to evaluate the process. It is attract the wider pool candidate, so that
everyone can easily access hare and apply in the jobs. From the below graph we can see that
64% respondents said that they believed on it can attract the wider pool candidates where only

4% of candidates believed that it cannot.
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| Preference for attraction of wider pool candidates
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5.7 HR preference on Online Recruitment

Human resource is another issue to evaluate the Online Recruitment process. In the organization
Sometimes HR prefers that process. In our country the multinational companies follows this
process and also the local companies are developing this process for their future recruitment.
From our survey we can see that 28% respondents said that HR prefers the online recruitment
process. Where 40% said they are neutral. From this percentage we can say that our local

companies are getting for it.
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' HR preference online recruitment
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5.8 Realistic vacancy information

Realistic vacancy information is another key factor to evaluate this process. Because when the
candidates find the real job from the job sites, they are feeling more reliable to that company and
jobs. From the below graph we can estimate that 40% respondents said that they found the

realistic job from the websites

Preference for realistic vacancy information
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3.9 Benefits of e-recruitment

Here we focus on the benefits that organizations have found from implementing e-recruitment.
There is some overlap on this section but obviously many of the benefits achieved by

organizations are similar to the drivers for implementing e-recruitment.

» There is a ‘good business solution for online recruitment’,
™

» ‘Online recruitment attracts applications from a wider pool’

» Online recruitment attracts a greater volume of good applications’.

The most commonly benefits of adopting e-recruitment technologies are:

» Itis cost/resource savings.

It can reduces time to hire

It has more efficient management of the process
It could be reaching a wider candidate pool

It has improved employer image/brand.

Promote your company as well as the recruitment.

YV ¥V VvV Vv Vv VY

It has Speed and efficiency on recruiting the candidate.

This enhanced process efficiency contributes significantly to a major benefit of online
recruitment its cost-effectiveness. Although the costs of developing and implementing a full-
scale recruitment system on a firm's corporate web site are often not inconsiderable, recent
studies and industry surveys indicate that most firms' recruitment costs have decreased sharply

after the shift toward online systems.

Experts have also noted that when properly managed, online recruitment's positive impact can
transcend the realm of HR and enhance the firm in other ways, as well. In an era in which image
is everything, online recruitment can form an important component of an overarching brand

management strategy. Whether or not a candidate options to apply for an open position, the
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marketing collateral that's packed into a carefully-crafted online job posting can help enhance

brand awareness, an intangible but vital variable in today's cut-throat competitive landscape.

In addition, some organizations also felt online recruitment had:

» Increased their ability to track applications and make the process more transparent
» Increased the ease with which they could report on a range of recruitment metrics

» Helped increase internal mobility through the greater visibility of internal vacancies

Increasing the efficiency of the recruitment process and reducing the administrative workload
involved, not only benefits the organization in terms of cost but has also been shown in some
cases to be a catalyst to changing the whole HR function within an organization and helping
move the contribution of HR to a higher level by freeing staff from the demands of routine
administration and facilitating more involvement or contribution in developmental and strategic

arcas.

Some of the organizations interviewed as part of this research felt that adopting e-recruitment has
helped them to bring their vacancies to the attention of a wider field of applicants and to recruit a

more diverse staff.

A huge benefit of moving to an e-recruitment system has been the ability to easily track and
record information on a range of relevant factors. Factors which are regularly tracked and
reported on include the proportion of successful candidates coming from various sources,
diversity profiles of candidates, time to hire for specific roles and cost of hire. Recruiters also
have an accessible record of all transaction with candidates, and so can easily answer any queries

which arise.
Some of the organizations interviewed as part of this research felt that adopting e-recruitment has

helped them to bring their vacancies to the attention of a wider field of applicants and to recruit a

more diverse staff.
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Another benefit of adopting an online approach to recruitment is the ease with which vital
information can be collected to enable reporting on key performance indicators.

At last we can say that use of an online recruitment system ensures the job candidates that
vacancies are visible to both internal and external candidates worldwide, and ensures a diverse

pool of applicants, in addition to helping meet equal opportunity requirements.
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5.10 Difficulties with e-recruitment

The rich promise inherent in the practice of online recruitment, there are potential drawbacks, as
well. Although many of the current concerns will likely be able to be overcome through future

advancements in the technology, they still merit serious consideration.

Research evidence suggests that e-recruitment is not without its problems. This is hardly
surprising as the technology is still relatively new and many organizations will have experienced
teething problems. There are also problems that arise from it own success such as the generation
of too many applications, as well as areas where organizations have not yet got to grips with all

the options available.

The principal areas of difficulty are:

» The generation of unsuitable applicants
» The difficulty reconciling online and off line processes
» Technical, IT related problems

» Discrimination of those who do not have access
Concern has also been expressed about whether e-recruitment is biased against certain groups

who may not be regular internet users. Another benefit of adopting an online approach to

recruitment is the ease with which vital information can be collected to enable reporting on key.

5.10.1 Higher Volume of Unsuitable Applications

Several of the survey study on organizations found that having an online system could encourage
a high volume of applications from unsuitable candidates, although for the most part it was felt
that these were much easier to deal with when recruitment was online and so didn’t create a big

drain on resources.
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Preference for improving the quality of
Candidates
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@ AGREE

0 NEUTRAL

0 DISAGREE

m STRONGLY DISAGREE

44%

From the above the graphs we can see that 44% respondents are disagree with the factor and only
32% are believed on it. So we can easily say that through the online recruitment process a greater

number of applications were dropped in the organization.

One said ‘The difficulty is that the pool can be too wide. We advertise a specific position and get
plenty of applicants, often with sparse CVs, who clearly don’t have the basic requirements.
Because email is hassle free, we find that some applicants will apply to everything they see. We
then need to respond in turn, which adds to the administration’.

— (Source “e-Recruitment: Practices and trends”)
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5.10.2 Technical Difficulties

An organization’s e-recruitment infrastructure must possess sufficient flexibility to integrate
fully with an organization’s holistic IT strategy. The most common difficulties cited by

organizations were teething difficulties in terms of getting the technology up and running.

From the below graph we can see that 56% of respondents said that they are facing problems
while using the internet. In our country to use the E-Recruitment process, we are mainly facing
the low internet speed. It is the main drawback to use it. Sometime to fill up the CV in the online
there were the time limit. So if the internet line were low speed some candidate cannot fill the
CV within the fixed time. In the graph only 12% are strongly agreed with it where 24% are

neutral and 4% are disagreeing.

— — - o — - T— e —

Facing the technical defficulties

4% 4% 12%

0 STRONGLY AGREE
AGREE

O NEUTRAL

m DISAGREE

o STRONGLY DISAGREE

24%

Survey respondents held slightly divided views on the value that line managers place on the use
of the internet for recruitment. Slightly fewer respondents felt that line managers did have a

preference for online methods, than those who believed that they did not.
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5.10.3 Equal Opportunity

A final concern for online job seekers is discrimination. Online job seekers may not have equal
or fair opportunities to discover potential job offerings with companies that use online recruiting
and hiring methods exclusively to attract potential employees. This is especially true for those in
protected groups with limited access to computers and the internet, little knowledge regarding
use of computers, lack of knowledge regarding language and writing skills, or unfamiliarity with
prime words used in key-word searches. Studies have shown that younger people are more likely
to use online recruitment sites than older people and fewer minorities have access to the internet.
Research found that the amount of online jobs searches was influenced by the level of an
applicants' Internet fluency. Also, online job seekers may unknowingly be discriminated against

by companies that use filter devices or key-word searches in their recruiting practices.

5.10.4 Losing the personal touch

from the below graph we can see that 36% respondents are agreeing with that this process are
losing the personal touch where 28% are totally neutral on this process and 20% are disagree on

it.

Preference for Lossing the personal touch

0 STRONGLY AGREE
AGREE

0 NEUTRAL

0 DISAGREE

m STRONGLY DISAGREE |
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5.10.5 Other factors

Other reasons cited for implementing e-recruitment techniques included improving record
management/audit trails in relation to the recruitment process, providing a better service to

candidates and facilitating internal recruitment.

The increasingly competitive Dhaka City’s recruitment market is leading organizations to focus
more on employer branding and on using a range of advertising methods to attract applicants
from as wide a pool as possible. Newspapers are still the most commonly used advertising
method and are rated as the most effective. After newspapers and recruitment agencies, online
advertising (corporate and third party websites) is the next most popular method of attracting
applicants, and are rated as amongst the most effective methods. The vast majority of
organizations surveyed are using or planning to use the internet for some element of the
recruitment process, and most consider e-recruitment to be ‘quite important” or ‘very important’

in terms of their overall recruitment strategy.
The key reasons for implementing e-recruitment amongst Dhaka City’s organizations surveyed

were to reduce costs, to target a larger/more diverse applicant pool and to reduce

administration’s cost.
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CHAPTER
6

FINDINGS AND OUTCOMES
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Findings and Outcomes:

The figures on the growth rate of e-recruitment earlier in the report suggest that e-recruitment is
in robust health and likely to grow in the future. Many organizations are currently e-enabling
only the front ends of the recruitment process and thereby not achieving the full benefits of

recruiting online.

The employers mentioned the other factors they had evaluated, namely the numbers of
applications and access to a wider candidate pool. It is interesting to note that more private sector
respondents than public sector respondents had evaluated the impact of online recruitment.
Reactions by key stakeholders such as line managers and senior management to online
recruitment is, while generally not formally measured, perceived to be very positive. The study
on our organizations typically evaluated that the process in terms of numbers of applications
received, response times, and time to hire, and several has evaluated cost savings to demonstrate

a positive return on investment.

One factor which seems to be discouraging some employers from making greater use of online
recruitment systems is a concern over the level of internet access and levels of comfort with
internet technology of their target audiences. While usage of the internet does vary by social
group there is evidence to suggest that recruiting online results in at least as diverse an applicant

group as those recruited through traditional methods.
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6.1 Evaluating the impact of e-recruitment:

Evalution of Onlie recruitment

10% 6% 9% 'O STRONGLY AGREE
’ = AGREE
O NEUTRAL
O DISAGREE
'm STRONGLY DISAGREE

33%

From survey factors, from the below graph we can say that survey respondents 42% reported that
they had evaluated the effectiveness of their online recruitment where as 6% strongly believed on

this process.

» Most 60% had evaluated it because it is easy manageable.

» Nearly three-quarters 40% had evaluated that quality of recruitment outcomes and
realistic vacancy information.

» Just 40% had evaluated that HR prefer to hire employee through Online.

» 60% believed that it can attract wider pool candidate and also for its reliability on

information.
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In addition:

» 64% believe ‘online recruitment allows a faster response to candidates’

e —— —_— S — R

Preference for candidates for efficiency and
speedy ‘
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The cost effectiveness of Online Recruitment
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> 40% believe ‘it provides realistic vacancy information to candidates’.

Preference for realistic vacancy information

12% 4%

'O STRONGLY AGREE
'BmAGREE

'O NEUTRAL

'O DISAGREE

'm STRONGLY DISAGREE

16%

There were few differences in respondents’ views according to survey report. However the
response to the statement ‘online recruitment is more cost effective’ varied. 36% of private
sector respondents agreed with it compared with the public sector those are still now follow the
traditional process. This could reflect differences in the level of investment and evaluation to
date or that due to different legislation that private sector organizations are free to use e-

recruitment technology in different, more cost efficient ways.
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CHAPTER
7

Conclusion
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This report set out to provide a comprehensive overview of how e-recruitment is being used in
Dhaka City and provide an insight into what organizations see as the benefits and challenges of

using e-recruitment technologies.

The report clearly shows that online recruitment has established itself as a significant part of the
recruitment strategy and practice of a wide range of organizations operating in our country. The

developments our organizations appear to be on a par with what is happening internationally.

The results of the survey would indicate that e-recruitment is in robust health in Dhaka City and
is set to grow significantly in the coming years. The internet is currently being used to greatest
effect for advertising and facilitating the application process. Use of internet-based systems to
track and manage candidate applications are becoming increasingly popular, particularly
amongst larger organizations and are providing significant benefits in terms of efficiency, cost

and capability to monitor and report on recruitment activities.

While implementing e-recruitment methods can provide significant benefits to organizations, the
investment involved can be significant. The report therefore serves as a key resource to
practitioners who are developing or progressing e-recruitment strategies. The findings of this
report would suggest that organizations need to examine and challenge their existing processes
and strategy in an effort to identity the barriers to attracting and recruiting the best talent in a

timely, customer-friendly and resource efficient manner.

The report highlights the range of e-recruitment options that can be implemented to improve the
efficiency of the recruitment process. Having a thorough understanding of the options available
and their associated benefits and drawbacks can help to ensure that the investment in e-
recruitment technology will meet the longer term needs of an organization. Acquiring a good
knowledge of alternative and emerging approaches and the functionality of associated
technologies will also help organizations to challenge their own thinking and processes in an

effort to identify a solution that can be implemented in a timely and efficient manner.
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The report shows that e-recruitment is popular with applicants and that its popularity is
increasing as the internet continues to become an accepted and convenient medium {or a whole
range of transactions. The concerns about access continue to diminish with evidence presented
here that recruiting online is the preferred method for the majority of candidates and that it

results in at least as diverse an applicant group as those recruited through traditional methods.

The report does highlight the importance of the concept of treating candidates as customers and
highlights the benefits of ensuring that online processes are designed to be as ‘candidate-
friendly” as possible. Evidence here would suggest that employers in Dhaka City are trying to
accommodate applicants where possible, though providing alternative channels for applications.
Employers also appear to make efforts to ensure that the technology does not dominate the

process with personal contact with the candidate during the process seen as critical.

The report concludes with an assessment of possible future areas for development. It identifies
the potential for significant advances to be made in the utilization of internet based tools as part
of the assessment and selection process and in line with international trends that we are likely to
see a much greater proportion of Dhaka City organizations conduct these processes online in the
tuture, 1t is anticipated that there will be an increased utilization of management reporting
systems and emphasis is on evaluating the efficiency and effectiveness of e-recruitment

interventions.
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Dear respondent,

I am a student of East West University and I am doing my project subject on” Pattern
of online information seeking behavior for job seekers of Dhaka city”. This
questionnaire is designed to help us better understand about your satisfaction level on the
e-recruitment process. The information collected will be used to help us to improve the
quality of the online recruitment services, so that you can have a much better job
experience from the nearby future. Any information given to us will be treated with
absolute confidentiality.

1. What do you want to be in future?

Businessman Executive Teacher Others

2. Do you read newspaper regularly?

| yes | no

3. Do you search job recruitment information from newspaper?

l yes ] no 1

4. Do you have internet connection?

1

yes ' no

5. What type of internet connection you use?
Broadband WiFi Mobile Wi-max Others

6. Have you heard about Online Recruitment?

yes no

7. Have you got any service from the following web sites?

' Bdjobs | Prothom-Alo | Jobsal | 3wjobs | Tip Top Jobs |




1= Strongly Disagree, 2= Disagree, 3= Neutral, 4= Agree, 5= Strongly Agree.

Strongly | Disagree Neutral Agree Strongly

. agree
disagree g

8. Online recruitment attracts a higher quality
of applicant.

9. Do you think candidates prefer to use online

recruitment than to newspaper?

10. Online recruitment has significantly

reduced the time to recruit.

11. The sites provide proper information.

12. Online recruitment allows a faster response

to candidates,

13. For me, the process is easier to manage.

14. Online recruitment is more cost effective,

15. Online assessments are more reliable.

16. Online recruitment attracts applications

from a wider pool.

17. Online recruitment helps to increase equal

workforce diversity,

18. Employers prefer online recruitment.

19. Online recruitment provides realistic

vacancy information to candidates.

20. Online recruitment loses the personal

touch.

21. It maintains the privacy of our account

information properly.




22. What is your gender?

Male

Female

23. What is your age?

10-20

20-30

30-40

40-50

50 above

24. What’s your family income?

Tk.15000-25000

Tk.25000-50000

Tk.50000-100000

| Tk.1000000
‘ And above




