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Abstract 

Most research examinations related to recruitment and selection process exploring the factors influencing jobseekers in 

recruitment and selection process unexceptionally have some limitation that couldn’t revel the real picture of it in Indian IT 

organization. The previous published literature was looked principally with different search or keywords those were chosen 

from the underlying literature audit and master recommendations.  

This paper collected and analyzed theopinion of 155 individuals working in HR department of 4 IT organizations having 

operations worldwide to explore the factors influencing jobseekers in recruitment and selection process.  

This study of the factor analysis  (Extraction Method: Principal Component Analysis, Rotation Method: Varimax with Kaiser 

Normalization method) initiated with 8 important variables influencing jobseekers in recruitment and selection process which 

were identified from literature studies and after analysis ended with three broad factors.  

Keywords: Factor Analysis, Recruitment & Selection Process, Principal Component Analysis, Normalization, Literature 

Audit. 

 

Introduction:  

The previous literatures conclude discussion on best practices and ongoing challenges. The IT performance goals are aligned 

with the goals of the organization via the goals for IT function and goals for HR function. Alignment with the goals of HR 

function is achieved by assigning HR specialist to the IT organizations. Recruiting, rewarding and retention of IT workforce 

has become too critical to leave in the hands of HR specialist whose accountability is limited to HR function.A, W. J. (2004) 

studied the “recruitment and selection process and conducted that, the most of the employees in the company were satisfied but 

changes are required according to the changing scenario of recruitment process. The company’s growth and success rest on the 

efficient working of its employees and hence makes it significantly important for the organizations to choose the experienced 

and qualified candidates matching the job profiles. Carol V Brown (2003) “Performance metrics for it human resource 

alignment” and conducted to present some of the issues involved in designing performance metrics to better align the IT 

organizations with business. It begins with goal alignment framework.  

This study of the factor analysis  (Extraction Method: Principal Component Analysis, Rotation Method: Varimax with Kaiser 

Normalization method) initiated with 8 important variables influencing jobseekers in recruitment and selection process which 

were identified from literature studies and after analysis ended with three broad factors. Based on these the central research 

problem was formulated as: 

What are the important factorsinfluencing jobseekers in recruitment and selection process of IT companies with fast changing 

Human resources practices and Technology? 

 

Literature Review and Theoretical Background  

Out of the different techniques for sourcing, the best one is, getting references by means of reference and systems 

administration. Organization should zero in on long haul reliable execution instead of present moment. (Sujeet Kumar, 2014, 

Jee Young Seong, A. K.-B. 2015, May). Larger part of the respondents told the view that the enlistment strategy helps in 

enrolling individuals with right expertise. Respondents consent to the effect of work market on enrollment and choice (U, S. 

2015). Organization assumes a significant job in building ability pool (Subhashree A, S. 2017). The vast majority of the 

respondents concur that the compensation of new joined is legitimized against cost of enlistment borne by the organization 

(Mankikar, 2014). The vast majority of the representatives in the organization were fulfilled however changes are needed by 

the changing situation of enrollment measure. The primary speculation of this examination was figured on this ground as:  

H1: There is a need for a change in selection practices in the Organization. (µ≠3) 

At the point when associations pick the perfect individuals for the work, train them well and treat them fittingly, these 

individuals produce great outcomes as well as will in general remain with the association longer (Yogita, G. 2016). An 

association may have the entirety of the most recent innovation and the best actual assets, however on the off chance that it  

doesn't have the opportune individuals it will battle to accomplish the outcomes it requires. In each association, enlistment 

measures assume a fundamental job. Indeed, even the Organization Support the Recruiters well at the hour of enrollment (Dr. 

V. Vijay Anand, 2018). At the point when workers are situated accurately, it outfits a productive working and furthermore 

proposes momentous potential for additional development and advancement(Jang, S. L. 2017). The Recruitment and Selection 
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are different sides of a coin goes inseparably. At whatever point an organization utilizes bogus methods for enlisting and 

choosing faculty whether inside or remotely, it does leaves a negative effect on the psyches of the candidates and 

representatives and as such the current workers feel dismissed and bounce organizations which eventually are a success on the 

steady loss and degree of consistency of the organization (Joshi A, S. N. (2017). The standing, altruism and market picture of 

an organization balances out when it quits rehearsing deceptive approaches to enroll and choose faculty, for example, worker 

striking. The organization's development and achievement lay on the proficient working of its representatives and henceforth 

makes it fundamentally significant for the associations to pick the accomplished (Ishrat, G. 2013) and qualified competitors 

coordinating the occupation profiles(Kumari, N. 2012). The cycle of enlistment and choice requires a thorough and smart 

arranging. "Choices of cautious eyes, sharp witted psyches and all around figured strategies set up can guarantee productive 

faculty working viably towards the organization's advancement" (Khanna, 2014, Yu, K. Y. 2014).). HR are vital resources that 

should be lined up with the objectives of the association. In spite of the fact that IT human asset abilities are ample or scant, 

creating lattices that prize wanted individuals and execution is vital capacity that merits expanded IT the board consideration 

(Brown, 2003). The subsequent theory was planned on this ground as: 

H2: The Maturity of the recruitment process has positively influence in the success of the company. (µ≥3) 

 

Design and Methodology  

Descriptive research design was selected and all the research process were formulated accordingly.Sample organization was 

selected with suitable statistical sampling technique. There after one categories of respondents were selected from these 

organizations.  Sample Group consist of individuals working in Human Resource department of sample organizations. 

Researchers targeted to collect as maximum as possible and ended with 155 respondents. HR department provided the details 

of the individuals working in this HR department. Thus researcher used Judgmental Sampling for selection of respondents. 

Primary Data was collected structured questionnaire containing relevant questions to get required information. This data was 

analysed using SPSS 20 statistical tool.  

 
 

Figure No. 3 Sample Demographics 

A reliability analysis was conducted to measure the internal consistency of the measurement method. The Cronbach’s Alpha is 

used to measure the reliability of variables. Cronbach’s alpha indicates the degree to which set of items measure a single 

construct. According to Cooper and Schindler, 2008 it should be above 0.6. As per the analysis of the Sample data for 

reliability coefficient, α value is 0.787 which is more than 0.60. Therefor reliability is established and instrument was good to 

measure the variables.  

Table No. 1 Reliability Statistics 

Cronbach's Alpha N of Items 

.787 63 

The complete process for this study was pre-determined and every important steps were identified. Constructs and variables of 

the study were identified and their measurement scale was developed. Data collection instruments was developed with 

reference to every constructs. Population was defined and samples of the study was selected in such a way that represent the 

complete population and outcome of the study can be generalized. Researcher aimed to achieve 95% level of confidence for 

the study and thus level of significance was fixed at 5%. All the hypothesis were evaluated with 5% level of significance. 

  

Result and Discussion 

The first hypothesis of the study was tested with the one sample t test with 95% level of confidence. It was evident from the 

table no. 2 that the calculated sig value (0.00) was less than the level of significance (0.05), thus the research hypothesis was 

accepted and it was concluded that there is a need for a change in selection practices in the Organization.  

 

Table No. 2 One-Sample Test 

 Test Value = 3 
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t df Sig. (2-tailed) Mean 

Difference 

95% Confidence Interval of the 

Difference 

Lower Upper 

Selection Process [There is 

a need for a change in 

selection practices in the 

Organization.] 

-26.596 154 .000 -1.671 -1.80 -1.55 

The second hypothesis of the study was tested with the one sample t test with 95% level of confidence. It was evident from the 

table no. 3 that the calculated sig value (0.009) was less than the level of significance (0.05), thus the research hypothesis was 

accepted and it was concluded that the maturity of the recruitment process has influence in the success of the company.  

 

Table No.3 One-Sample Test 

 Test Value = 3 

t df Sig. (2-tailed) Mean Difference 95% Confidence Interval of the 

Difference 

Lower Upper 

Selection Process [The 

Maturity of the recruitment 

process has influence in the 

success of the company.] 

8.323 154 .009 .742 .57 .92 

Further analyzing the important variables influencing jobseekers in recruitment and selection processthrough factor analysis, 

researcher played out the Kaiser-Meyer-Olkin Measure of Sampling Adequacy and Bartlett's Test of Sphericity. The point 

estimation of Kaiser-Meyer-Olkin Measure of Sampling Adequacy should be more than or equivalent to 0.6 for the use of 

factor examination and sig estimation of Bartlett's Test of Sphericity should be under 0.05 for example it should be huge. 

Bartlett's trial of sphericity tests the theory that your relationship grid is a personality network, which would demonstrate that 

your factors are irrelevant and consequently unsatisfactory for structure identification. For this situation both the consequences 

of pre factor test were huge that implies factor examination can be performed for this information. Communalities show the 

measure of difference in every factor that is meant. Introductory communalities are evaluations of the change in every factor 

represented by all segments or factors. For head segments extraction, this is consistently equivalent to 1.0 for connection 

investigations. Extraction communalities are assessments of the difference in every factor represented by the segments. The 

communalities in this table are generally high and consequently remembered for additional investigation. The difference 

clarified by the underlying arrangement, separated segments, and pivoted parts is shown. This first part of the table shows the 

Initial Eigen esteems, The Total segment gives the Eigen worth, or measure of fluctuation in the first factors represented by 

every segment. The % of Variance section gives the proportion, communicated as a rate, of the difference represented by every 

segment to the complete fluctuation in the entirety of the factors.  

 

 

Figure No. 2 Factor Analysis Results 
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The analysis extracted three components for explaining the variation in dependent variable. First component is most highly 

correlated with Advancement Opportunities (0.902), Pay and Benefits (0.885), Location of the Job (Place of work) (0.848), 

Growth prospects of the company (0.890). Second component is most highly correlated with Image of the organization (0.910), 

size of the organization (0.801), Prospective job Features (0.725), Training Opportunities (0.617). Third component is most 

highly correlated with Known people in the organization (0.886).  

 

Conclusion 

Enlistment is a significant capacity of the Human Resource Management in an association, and it is administered by a 

combination of different components. Proactive HR Professionals ought to comprehend these variables impacting the 

enrollment and make important moves for the improvement of the association. At the point when the economic situation 

changes, the association likewise needs to screen these progressions and find how it influences the assets and examine these 

capacities for making enrollment a viable cycle. Present study explore this and results of the analysis found three factors out of 

9 initial variables. Based on the this association and principal extraction, researcher called first component as Organizational 

Factor, second as Personal factors and third factor as Reference Factor. We have these three factors that impact the enlistment 

cycle. The size of the organization is quite possibly the main variables influencing the enrollment cycle. To grow the business, 

enrollment arranging is obligatory for recruiting more assets, which will deal with the future tasks. Associations having a 

decent certain picture in the market can without much of a stretch pull in equipped assets. Keeping up great advertising, 

offering public types of assistance, and so forth, unquestionably helps an association in improving its standing on the lookout, 

and subsequently pull in the most ideal assets. Much the same as the image of organization, the image of an employment 

assumes a basic part in enrollment. Occupations having a positive picture as far as better compensation, advancements, 

acknowledgment, and great workplace with profession improvement openings are viewed as the attributes to pull in qualified 

up-and-comers.Finally the study also concluded that that there was a need for a change in selection practices in the 

Organization. The maturity of the recruitment process has influence in the success of the company. 
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Annexure 1 

  

Descriptive Statistics 

 N Mean Std. 

Deviation 

Skewness Kurtosis 

Statistic Statistic Statistic Statistic Std. 

Error 

Statistic Std. 

Error 

Factors Influencing Jobseekers across 

Organization [Image of the organization] 

155 2.22 .550 .069 .195 -.200 .387 

Factors Influencing Jobseekers across 

Organization [size of the organization] 

155 2.06 .577 .001 .195 .019 .387 

Factors Influencing Jobseekers across 

Organization [Prospective job Features] 

155 2.19 .544 .098 .195 -.019 .387 

Factors Influencing Jobseekers across 

Organization [Advancement Opportunities] 

155 2.61 .608 -1.293 .195 .620 .387 

Factors Influencing Jobseekers across 

Organization [Training Opportunities] 

155 1.57 .739 .889 .195 -.620 .387 

Factors Influencing Jobseekers across 

Organization [Pay and Benefits] 

155 2.74 .568 -2.114 .195 3.344 .387 

Factors Influencing Jobseekers across 

Organization [Location of the Job (Place of 

work)] 

155 2.60 .620 -1.298 .195 .593 .387 

Factors Influencing Jobseekers across 

Organization [Known people in the organization] 

155 1.87 .519 -.171 .195 .482 .387 

Factors Influencing Jobseekers across 

Organization [Growth prospects of the company] 

155 2.75 .565 -2.165 .195 3.553 .387 

 

Rotated Component Matrix
a
 

 Component 

1 2 3 

Factors Influencing Jobseekers across Organization [Image of the organization] .138 .910 .242 

Factors Influencing Jobseekers across Organization [size of the organization] .138 .801 .099 

Factors Influencing Jobseekers across Organization [Prospective job Features] .352 .725 -.363 

Factors Influencing Jobseekers across Organization [Advancement Opportunities] .902 -.020 -.011 

Factors Influencing Jobseekers across Organization [Training Opportunities] -.227 .617 .506 

Factors Influencing Jobseekers across Organization [Pay and Benefits] .885 .370 -.208 

Factors Influencing Jobseekers across Organization [Location of the Job (Place of work)] .848 .035 .262 

Factors Influencing Jobseekers across Organization [Known people in the organization] .316 .131 .886 

Factors Influencing Jobseekers across Organization [Growth prospects of the company] .890 .240 .301 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 6 iterations. 

 


