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ABSTRACT: Digital recruitment technologies have transformed the talent acquisition process by enabling organizations to attract, 

identify, and recruit qualified candidates more efficiently. This article explains the meaning, origin, and process of e-recruitment 

and highlights the evolution of digital hiring practices. It discusses the role of digital recruitment technologies in improving 

recruitment effectiveness and candidate experience. The article also outlines the best practices for successful digital recruitment, 

including the use of online platforms and data-driven approaches. It concludes that the adoption of digital recruitment technologies 

enhances talent acquisition by reducing recruitment time, improving hiring quality, and providing organizations with a competitive 

advantage. 
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INTRODUCTION 

Technology has changed the way organizations work and manage their employees. The growth of the internet and digital 

technologies has made many business activities faster, easier, and more efficient. Recruitment is one such area that has been greatly 

influenced by digital technology. 

Recruitment is an important function of Human Resource Management (HRM) because organizations need skilled and talented 

employees to achieve their goals. Traditionally, organizations used newspapers, employee referrals, and recruitment agencies to hire 

employees. However, these methods were often time-consuming, costly, and limited in reaching a large number of candidates. 

To overcome these challenges, organizations have started using digital recruitment technologies. Digital recruitment technologies 

include online job portals, company career websites, social media platforms, Applicant Tracking Systems (ATS), Artificial 

Intelligence (AI), chatbots, and virtual interview tools. These technologies help organizations attract, screen, and select suitable 

candidates more effectively. 

The use of digital recruitment technologies offers several benefits. It helps organizations reach a larger pool of job seekers, reduce 

recruitment costs, shorten hiring time, and improve communication with candidates. AI-based tools can assist in screening resumes 

and identifying suitable candidates quickly, while social media platforms help organizations connect with potential employees and 

promote their employer brand. 

Talent acquisition is a strategic process of attracting, selecting, and retaining talented employees. Effective talent acquisition helps 

organizations build a skilled workforce and improve organizational performance. Therefore, many organizations are increasingly 

investing in digital recruitment technologies to improve their talent acquisition process. 

Karnataka is one of the leading industrial and technology hubs in India. Many organizations in Karnataka, especially in sectors such 

as Information Technology, manufacturing, startups, healthcare, and services, have adopted digital recruitment technologies to meet 

their workforce requirements. However, the effectiveness of these technologies may vary across organizations. 

 

REVIEW OF LITERATURE 

Deillon (2015) examined the opportunities and challenges of e-recruitment in Small and Medium Enterprises (SMEs). The study 

found that online recruitment reduces recruitment costs and increases efficiency. It also identified challenges related to technology 

adoption and implementation. The research discussed best practices for improving digital recruitment systems. Organizations should 

adopt suitable recruitment strategies based on their needs. Effective implementation enhances recruitment success in SMEs. 

Gupta (2016) studied e-recruitment as a paperless approach to Human Resource Management. The study explained that digital 

recruitment reduces paperwork and administrative effort. It helps organizations save recruitment time and costs. The research also 
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found that e-recruitment improves efficiency by simplifying hiring activities. Online recruitment enables faster communication 

between employers and candidates. Overall, the study highlighted the benefits of technology-based recruitment systems. 

Sołek-Borowska (2019) examined the use of video recruitment in employee selection. The study found that video interviews help 

employers assess candidates effectively. They also reduce recruitment time and travel costs. However, the research identified 

limitations related to technology and candidate experience. The study discussed both the advantages and disadvantages of video 

recruitment. It suggested balancing technology with human interaction during hiring. 

Ahmed Awan et al. (2019) examined the role of online information in job searching. The study found that matching candidate 

profiles with job descriptions is challenging. Large amounts of information on job portals and social media create complexity. 

Digital recruitment systems require effective filtering techniques. The research emphasized the importance of accurate candidate-

job matching. Better information management improves recruitment quality. 

Rodney et al. (2019) examined the growing role of Artificial Intelligence (AI) in recruitment. The study used data from LinkedIn, 

Statista, and MIT Sloan Management Review. It focused on AI applications in candidate screening, interviews, and workforce 

planning. The findings showed that AI improves recruitment efficiency and decision-making. However, the authors observed that 

research on AI-driven recruitment is still limited. They suggested further studies on AI adoption in talent acquisition. 

Ramkumar and Rajini (2019) studied the recruitment process in organizations. The study found that successful recruitment begins 

with effective human resource planning. Job analysis helps organizations identify suitable candidates. Human Resource 

Management plays a key role in workforce planning. Effective recruitment contributes to organizational growth and employee 

performance. The study highlighted the importance of structured recruitment practices. 

Hosain et al. (2020) examined the increasing use of digital recruitment in organizations. The study found that advancements in 

information technology have transformed recruitment practices. Social media platforms are widely used for attracting candidates. 

Digital recruitment provides faster communication and broader candidate reach. It also improves recruitment effectiveness 

compared to traditional methods. The study emphasized the importance of technology in talent acquisition. 

Angela et al. (2020) examined digital recruitment practices in organizations. The study found that online recruitment is more 

innovative and efficient than traditional methods. It reduces recruitment costs and hiring time. Digital recruitment provides access 

to a larger talent pool. It is more effective than newspaper advertisements and employment agencies. The study concluded that 

technology enhances recruitment effectiveness. 

Haryanto et al. (2020) examined the recruitment system at PT. Tropic Abadi. The study found that employees are important for 

organizational growth and success. However, the existing online recruitment platform was not efficient. It lacked practicality and 

failed to meet organizational recruitment needs. The authors recommended improving digital recruitment systems for better hiring 

outcomes. They emphasized the need for user-friendly online recruitment platforms. 

Vumilia (2021) evaluated the effectiveness of digital recruitment systems in organizations. The study found that online recruitment 

reduces recruitment costs and improves candidate evaluation. It examined recruitment practices in religious schools and hospitals. 

The research showed that digital hiring increases recruitment efficiency. It also improves access to qualified applicants. The study 

recommended wider adoption of e-recruitment systems. 

Buhari et al. (2021) studied the impact of digital recruitment on organizational performance. The research focused on First Bank 

branches in North West Nigeria. The findings showed that online recruitment improves recruitment efficiency. It also contributes 

to better organizational effectiveness and performance. Digital hiring helps organizations recruit suitable employees more quickly. 

The study recommended greater use of technology in recruitment. 

Navita (2021) studied the effectiveness of online recruitment compared to traditional recruitment methods. The study found that 

digital recruitment is more efficient and cost-effective. It enables organizations to attract a larger pool of qualified candidates. Online 

recruitment also strengthens employer–candidate relationships through faster communication. The research highlighted better 

employment opportunities for skilled applicants. It concluded that digital hiring improves overall recruitment performance. 

Gilch and Sieweke (2021) studied recruitment in the era of digitalization. The research found that organizations increasingly require 

employees with digital skills. Digital competencies have become essential for organizational success. Most previous studies focused 

mainly on digital recruitment tools. Strategic aspects of digital recruitment require more research attention. The study highlighted 

the evolving nature of modern talent acquisition. 

Kavitha and Britto (2021) emphasized the importance of employee skills, knowledge, creativity, and experience. The study 

explained that digital recruitment helps organizations identify talented individuals. Online recruitment improves recruitment speed 

and efficiency. It supports better workforce planning and talent management. Technology-based recruitment also enhances 

organizational effectiveness. The study recommended wider adoption of digital recruitment practices. 

Dragusha and Prenaj (2021) examined the impact of social networks on recruitment in Kosovar companies. The study found that 

information quality and cost-effectiveness influence social media usage. Timely communication also supports better recruitment 

decisions. Social networking platforms help organizations attract qualified candidates. They provide a competitive advantage in 

talent acquisition. The study recommended strategic use of social media for recruitment. 
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Wang et al. (2021) examined the impact of Artificial Intelligence on recruitment and selection. The study found that AI improves 

candidate attraction and application experiences. It personalizes recruitment according to candidates' skills and qualifications. AI 

also supports better screening and selection decisions. Organizations benefit from faster and more accurate hiring processes. The 

study concluded that AI is transforming modern talent acquisition. 

Shalahuddin (2022) explored the influence of compensation and digital recruitment on millennial job seekers. The study found that 

attractive salary packages encourage job applications. Digital recruitment platforms also increase employment opportunities. 

Millennials prefer convenient and technology-based hiring methods. Organizations using online recruitment attract more talented 

candidates. The study concluded that compensation and digital recruitment together improve recruitment outcomes. 

Pan et al. (2022) studied the adoption of Artificial Intelligence in recruitment. The study found that technological complexity 

discourages organizations from adopting AI. However, technological expertise and government support encourage AI 

implementation. AI improves candidate screening and recruitment decision-making. The research highlighted the importance of 

organizational readiness for AI adoption. It concluded that AI has significant potential in modern recruitment. 

 

MEANING, ORIGIN AND PROCESS OF E-RECRUITMENT 

E-recruitment is the process of attracting, selecting, and hiring suitable candidates using digital technologies and the internet. 

According to Bhupendra and Swati (2015), it helps organizations recruit qualified employees quickly and cost-effectively. 

Armstrong (2009) defines e-recruitment as the use of the internet to advertise job vacancies, share job information, and communicate 

with applicants. Common e-recruitment tools include company career websites, job portals, social media platforms, applicant 

tracking systems, and online assessments. 

The e-recruitment process begins when a department submits a request to fill a vacant position. The Human Resource department 

prepares the job description, identifies suitable recruitment sources, and advertises the vacancy online. Applications are collected, 

screened, and shortlisted based on the required qualifications and skills. Candidates are then assessed through online tests or 

interviews, and the most suitable candidate is selected. Finally, the effectiveness of the recruitment process is reviewed to improve 

future hiring practices. 

 

OBJECTIVES OF RECRUITMENT 

1. To attract skilled and talented people who can support the organization's present and future goals.  

2. To recruit qualified candidates from outside the organization who can bring new ideas and knowledge.  

3. To introduce fresh talent at different levels of the organization.  

4. To build a positive organizational image that attracts capable and competent employees.  

5. To select candidates whose skills, values, and abilities match the organization's requirements.  

6. To identify and recruit talented individuals from different regions and backgrounds.  

7. To offer fair and competitive salaries that help attract quality candidates.  

8. To prepare the organization for future workforce needs by recruiting employees with long-term potential. 

 

METHODS OF RECRUITMENT 

Organizations use different recruitment methods to attract and select suitable candidates for vacant positions. The three common 

methods of recruitment are as follows: 

a. Direct Method 

The direct method involves recruiting candidates by contacting them personally. Companies visit colleges, universities, technical 

institutes, and training centers to hire students and fresh graduates. They may also organize campus drives, participate in job fairs, 

and conduct recruitment events to identify talented candidates. This method helps organizations recruit skilled employees directly. 

b. Indirect Method 

The indirect method is based on advertising job opportunities through different media. Organizations publish job vacancies in 

newspapers, company websites, online job portals, social media platforms, and magazines. This approach allows employers to reach 

a large number of applicants. It is commonly used to recruit candidates for both entry-level and senior positions. 

c. Third-Party Method 

The third-party method involves hiring external agencies to support the recruitment process. Organizations seek assistance from 

recruitment agencies, placement cells, employment exchanges, professional associations, and HR consultants. These agencies 

identify suitable candidates based on the organization's requirements and connect employers with potential employees. This method 

saves time and improves the efficiency of recruitment. 
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DIGITAL RECRUITMENT 

Digital recruitment is the process of using digital technologies and online platforms to attract, identify, assess, select, and hire 

suitable candidates for job vacancies. With the rapid growth of technology, organizations are replacing many traditional recruitment 

methods with digital solutions. Companies now use job portals, social media, career websites, Artificial Intelligence (AI), and 

Applicant Tracking Systems (ATS) to make hiring faster and more efficient. Research has shown that AI-based recruitment can 

improve hiring quality by identifying suitable candidates quickly and reducing recruitment costs and time. As technology continues 

to grow, organizations that adopt digital recruitment gain a competitive advantage in attracting and retaining talented employees. 

Therefore, digital recruitment has become an important part of modern Human Resource Management. 

 

DIGITAL RECRUITMENT PROCESS 

The digital recruitment process is different from the traditional recruitment process because most activities are completed through 

online systems. In the traditional method, recruiters manually advertise jobs, collect applications, review resumes, contact 

candidates, schedule interviews, and maintain recruitment records. In contrast, digital recruitment automates many of these 

activities. Job vacancies are posted online, applications are received electronically, resumes are screened using software or AI tools, 

and interviews may be conducted through video conferencing platforms. This process reduces manual work, saves time, improves 

efficiency, and provides a better experience for both employers and job seekers. 

 

Fig: 1.1 Digital Recruitment Process 

 
 

DIGITAL RECRUITMENT STRATEGIES 

Organizations can improve their recruitment process by using effective digital recruitment strategies. Some of the important 

strategies are: 

1. Mobile-Friendly Career Website: Organizations should develop career websites that work smoothly on both computers and 

smartphones. As smartphone usage continues to grow, many job seekers prefer searching and applying for jobs through their mobile 

devices. A simple and user-friendly website helps attract more applicants. 

2. Social Media Recruitment: Social media platforms have become an important source for recruitment. Organizations can use 

platforms such as LinkedIn, Facebook, Instagram, and X (Twitter) to post job openings and connect with potential candidates. This 

helps reach a larger audience quickly and at a lower cost. 

3. Learn from Competitors: Organizations should observe how other companies recruit employees and the digital tools they use. 

Understanding competitors' recruitment practices can help improve hiring methods and adopt better technologies. 

4. Use Organization-Specific Digital Tools: Every organization has different recruitment needs. Therefore, companies should 

choose digital recruitment tools and technologies that best suit their size, industry, and hiring requirements to improve recruitment 

efficiency. 
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5. Keep Up with New Technology: Organizations should regularly update their recruitment technologies and adopt new digital 

tools. Using the latest technology helps make the recruitment process faster, more accurate, and more effective. 

By adopting these digital recruitment strategies, organizations can reduce recruitment time and cost, improve the quality of hiring, 

and attract talented candidates more efficiently. 

 

FACTORS SUPPORTING DIGITAL RECRUITMENT 

The following factors encourage organizations to use digital recruitment: 

1. Saves Cost – It reduces the expenses involved in the recruitment process.  

2. Saves Time – Hiring can be completed more quickly through online systems.  

3. Increases Efficiency – HR teams can complete recruitment tasks more effectively.  

4. Reduces Paper Usage – Most recruitment activities are done online, reducing paperwork.  

5. Improves HR Management – Digital tools help HR manage recruitment in a better way.  

6. Easy to Use – HR professionals can easily handle recruitment using digital platforms.  

7. Better Coordination – It improves teamwork between HR staff and hiring managers.  

8. Quick Communication – Employers can easily communicate with candidates through email, messages, or online platforms.  

9. Less Manual Work – Many recruitment activities are completed automatically, reducing human effort.  

10. Better Candidate Selection – Digital tools help identify suitable candidates more accurately.  

11. Makes Recruitment Easier – It simplifies the overall hiring process and removes unnecessary delays.  

12. Provides Reliable Information – Candidate details are stored correctly and can be accessed easily.  

13. Maintains Recruitment Records – All recruitment information is stored safely for future use. 

 

DIGITAL RECRUITMENT BEST PRACTICES 

Organizations can improve their hiring process by following effective digital recruitment practices. Some of the important practices 

are: 

1. Virtual Job Fairs: Virtual job fairs allow employers and job seekers to connect through online platforms. They help organizations 

reach candidates from different locations without travel. This method saves time, reduces recruitment costs, and speeds up the hiring 

process. 

2. Recruitment Blogs: Recruitment blogs help organizations share information about their work culture, job opportunities, and 

career growth. They give job seekers a better understanding of the company and build trust. Regular updates also attract more 

interested candidates. 

3. Social Media Recruitment: Social media platforms such as LinkedIn, Facebook, Instagram, and X (Twitter) are widely used for 

recruitment. These platforms help organizations advertise jobs, connect with talented candidates, and strengthen employer branding. 

They also increase the visibility of job opportunities. 

4. Online Recruitment Websites: Job portals and company career websites make it easy for candidates to search and apply for 

jobs. Recruiters can quickly post vacancies, receive applications, and shortlist suitable candidates. These platforms improve the 

speed and efficiency of the recruitment process. 

5. Using Modern Recruitment Technology: Organizations should adopt modern digital tools such as Applicant Tracking Systems 

(ATS), Artificial Intelligence (AI), and video interviews. These technologies reduce manual work, improve candidate screening, 

and support faster hiring decisions. In today's competitive environment, continuously updating recruitment technology helps 

organizations attract and retain the best talent. 

6. Researcher's Point of View: The researcher believes that digital recruitment has become an essential part of modern Human 

Resource Management. Organizations that effectively use digital platforms, AI, social media, and online recruitment tools can hire 

quality candidates more quickly and at a lower cost. Adopting new technologies not only improves recruitment efficiency but also 

helps organizations remain competitive in attracting skilled talent. 
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