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ABSTRACT 

Recruitment is an emerging topic being studied with differing conceptualizations and 
has become an important issue among employees and the organization. The purpose of this 

paper is to find out the perception of recruitment among employees conducted by the IT 
companies. The prime objectives of the study are to find out what factors are significant to 
the employee perception. Here, the researcher has taken independent factors upon grouping 

up various factors of employee perception and attempted to find the relationship between 
independent factors and demographic factors. A sample of 120 collected data have been 

analyzed through the statistical tools such as descriptive analysis, and out of various factors, 
it is found that recruitment methods and recruitment evaluation  influence the employee 
perception among the IT sector. 

Keywords: Employee perception, Recruitment methods, Recruitment evaluation. 

 INTRODUCTION 

Recruitment is more than just the current HR „buzzword‟. It is not just hiring the employees 
for the job vacancy. It is much more than that. Attracting, Hiring and retaining the employees 
are the most crucial part of any organization. Many organizations conduct the recruitment 

process more or less in the same manner. The recruitment and search activities help both 
parties acquire information about each other, and the more information they obtain prior to 

entering an employment agreement the higher the likelihood of a good employment match. 
The perception of employees about the recruitment will vary. This study has brought to fore 
the variations in the perception of employees based on demographic variables and other 

chosen factors. 
 

LITERATURE REVIEW: 

People have different choices or routes into the IT industry. The questionnaire as to what  
path is the best and what path can produce the most complete IT leader in today‟s competitive 
and ever-changing IT industry. The current IT educational structure leaves many graduates 

jobless because they lack the experience and specific skill sets to meet the requirements of an 
entry- level IT job (Chao & Shih, 2005; Kavanagh, 2003; Plice & Reinig, 2007). By adding 

value to an IT degree, the educational path to an IT job will become much more attractive. IT 
companies will hire experienced or certified professionals, train under experienced graduates 
(Dohm & Shniper, 2007), or hire offshore staff (Fang, Lee, & Koh, 2005) to meet 

employment demands. 
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A consistent theme in recent studies shows a demand for experience for specific job types. 
The IT industry demands several entry- level IT jobs like end-user support, systems analysts, 

and network or system administrator (Davis, 2003). With a wide variety of entry- level IT jobs 
on the market, potential candidates apply and may discover frustrating results. Entry- level IT 

jobs require a few years of experience. Chao and Shih (2005) found that less than one-quarter 
of available positions require little to no work experience. Entry-level IT jobs require a key 
ingredient that colleges may or may not provide. When employers evaluate college graduates, 

they are more concerned with experience and the candidates‟ character than the candidates 
GPA score (Norwood & Henneberry, 2006). 

 
Gallivan et al. (2004) conducted a study from 1988 to 2003 and discovered a trend in IT 
recruitment where the IT recruiters actively sought out business knowledge, but placed ads 

for hard technical skill sets. The IT graduate output does not meet the needs of the IT 
industry. The mismatch causes people to bypass school for hopes of landing a job that does 

not require a college education. IT students must be prepared for the workforce upon 
graduating and should not require extensive additional training (Mallard, 2008). IT enrolment 
declines of 70% have not been that uncommon (Grangeretal., 2007). Between 2001 and 2003, 

Ohio State University experienced over a 56% decline in IT enrolment (McGann et al., 
2007). The decline in the perception of IT as a viable and promising career comes from a fear 

that automation technology is eliminating jobs as well as outsourcing to reduce labor costs 
(Kastrul, 2008). Companies from all levels of business and government are struggling to find 
skilled IT workers due to a lack of IT college program enrolment stemming from a perception 

that IT careers are becoming less appealing (Kastrul, 2008). Glass (2007) believed the decline 
in IT enrolment will turn around with a temporary boom to meet the high demand in IT jobs. 

 
In the meantime, universities and IT companies need to work together to bridge the gap 
between what colleges offer and what the industry needs (Al- lmamy & Farhat, 2005). Federal 

educational programs, which account for approximately 2.8 billion, attempt to develop IT 
leadership programs that help students gain experience in the corporate IT atmosphere 

(Kastrul, 2008). The following pages include an in-depth analysis of IT education, IT 
certifications, and IT training over the past 8 years followed by a history of the requirements 
for an entry- level IT job. IT Education There has been a break in the communication between 

education and IT based on the demands 
  

As the gap between IT industry demands and IT graduate preparedness has grown, students 
have begun to choose alternative majors instead of computer science. Charlton (2006) 

reported a 50% decline in IT graduates over the past 5 years. In Canada, IT graduates 
dropped from 4,900 in 2003-2004 to 3,300 in 2006-2007 (Slonim, Scully, &McAllister, 
2008). Foote opined (as cited in Bullen et al., 2007) that between 2000 and2004, UCLA 

reported a 60% decline in students choosing computer science as a path of study. The 
literature suggested that, in order for organizations such as Detec to evolve into the next 

lifecycle, several changes need to occur. These changes include: defining and clarifying of 
organizational culture, developing an infrastructure, and establishing rules for governance. 
Incorporating a recruitment process, to assist in hiring candidates with core values that 

compliment the organization's culture is a critical component in evolving the company to the 
next level in its lifecycle. The growth of a company is regarded as a positive evolution, yet 

the organization is at high risk during this change. The organization recruits new candidates, 
the culture of the organization changes. 
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In another recent study, McMurtrey et al. (2008) surveyed 153 IT professionals and found the 
most important skills for an entry- level IT professional were specifically personal traits such 

as critical and logical thinking as well as team skills. In addition to  academic and technical 
skills, students should strive to develop soft skills, meaning he or she should have a broad 

knowledge that can complement his or her primary job (Schulz,2008). Such a candidate may 
be an excellent programmer, but may also have the knowledge or personality to be a project 
manager. 

Research Methodology:  

This study is conducted in Chennai in Tamil Nadu which is considered primarily as the 

universe of the present study. The present study was conducted in major IT companies like 
Infosys, HCL, TCS and CTS of 120 sample respondents using simple random sampling 
technique. This study depends mainly on primary data. A questionnaire is sent in Google 

forms to the respondents to collect primary data among IT industries for a period of 20 days. 
A pilot study was undertaken to comprehend the variables involved in the study. The study 

covers the various factors such as Recruitment sources, methods, process and evaluations. 
The questionnaire has five sections. The first part of the questionnaire includes demographic 
variables like gender, age, year of experience, educational backgro und, occupation and 

annual income.  The second part deals with the questions related to recruitment sources like 
employee referral, internal job posting, advertisement, recruitment agencies, job fairs, 

promotions. Third part includes the recruitment methods factors like considering sending 
representatives, establishing contacts, direct method, walk- in interviews, etc. Fourth section 
is related with recruitment process factors like flexibility, pace, responding time, lead time, 

etc. Next relates to recruitment evaluation which consists of bias free, openness of the 
recruiter, mentioning job description, feedback gathering, etc. Respondents were asked to 

indicate their degree of agreement with each of the items on five point scale.  

Demographic Profile of the respondents 

 

S. No. 
Demographic Variables Ranges Frequency % 

1 Age 

20-25 52 50 

26-30 29 27.9 

31-35 12 11.5 

36-40 9 8.7 

Above 40 2 1.9 

2 Gender 
Male 56 46.2 

Female 48 53.8 

3. Educational Qualification 

UG 60 57.7 

PG 39 37.5 

Diploma and others 5 4.8 

4 Experience 0-5 57 54.8 
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6-10  27 26 

11-15  14 13.5 

16-20  5 4.8 

Above 20 1 1 

5 

 

 

6 

Income 

 

 

Designation 

15000-20000 28 26.9 

20001-25000 32 30.8 

25001-30000 16 15.4 

Above 30000 28 26.9 

Team leader 11 10.6 

System engineer 39 37.5 

Associate System engineer 34 32.7 

Others 20 19.2 

The above table represents the distribution of the respondents. The respondents were 
classified based on the demographic factors such as age, gender, educational qualification, 

experience, income and designation. The table depicts the distribution of respondents based 
on their age. It is inferred that 50% of the respondents belong to the age group of 20-25 years, 
27.9% of the respondents fall under the age group of 26-30 years, 11.5% of respondents 

belong to the age group of above 31-35 years, 8.7% fall under the age group of 36-40 and 
1.9% fall under the age group above 40. 

 The same table depicts the distribution of respondents based on their gender. Among 
the respondents, 46.2% were male and 53.8% of the respondents were female.  The same 

table statistically shows the distribution of respondents based on their educational 
qualification. 4.8% of the respondents have completed their diploma, 57.7% of the 
respondents have completed their under graduation, 37.5% of the respondents have 

completed their post graduation. For the study purpose, the experience sector was classified 
into five categories.54.8% of the employees are having 0-5 years of experience, 26% of the 

employees are having 6-10 years, 13.5% of the employees are having 11-15, 4.8% of the 
employees are having 16-20 years and 1% of employees are working above 20 years.  

REGRESSION ANALYSIS 

R 
R 

Square 

Sum of 

Squares 
df 

Mean 

Square 
F Sig. 

0.645 0.543 

13.904 7 1.986 

2.420 0.025 76.333 93 0.821 

90.238 100  
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Estimation of status of overall adoption factors = a + b1X1+ 2X2+………..+ b6X6 

The R square (0.543) value and significant value of F test assures the significance of the 
regression model. Further, to identify the impact of variables chosen for the study towards 

overall adoption of analytics t-test is conducted and presented in table below. 

T-Test and Regression Coefficients 

Coefficients 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

 (Constant) 3.287 1.106  2.972 .004 

Recruitment Sources .283 .108 .260 2.634 .996 

Recruitment Methods -.232 .113 -.210 -2.058 .042* 

Recruitment 

Evaluation 
-.286 .124 -.241 -2.299 .024* 

Recruitment Process .049 .135 .037 .364 .717 

Dependent Variable: Employee perception     

* = significant at 5%  

Correlation value R = .645 states that there is a high degree of correlation found in 
adoptability and R square value = .543 which means that the total variation in the dependent 

variable (four factors) which can be explained by the independent variable respondents 
overall adoptability by 54.3%. The P value = 0.025 which indicates that the model is 
significant and the regression equation can be formed. The model‟s t test shows that the 

predictors namely, „recruitment methods‟ and „recruitment evaluation‟ are significant at 5% 
in the estimation of status. Further it shows that the predictors namely, „recruitment sources‟ 

and „recruitment process‟ are not significant at 5% in the estimation of status of overall 
adoptability. 

ANOVA 

  Sum of Squares df Mean Square F Sig. 

Recruitment Sources Between Groups .852 1 .852 1.277 .261 

Within Groups 68.033 102 .667   

Total 68.885 103    

Recruitment Methods Between Groups 6.008 1 6.008 8.270 .005* 

Within Groups 74.107 102 .727   

Total 80.115 103    

Recruitment Evaluation Between Groups 5.643 1 5.643 8.128 .005* 

Within Groups 70.818 102 .694   

Total 76.462 103    

Recruitment Process Between Groups .668 1 .668 .701 .405 

Within Groups 97.179 102 .953   

Total 97.846 103    
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Independent Factors and the Position of the respondents – One way ANOVA 

Independent Factors F Significance Value Result 

Recruitment Sources 
1.277 .261 Rejected 

Recruitment Methods 
8.270 .005* Accepted 

Recruitment Evaluation 
8.128 .005* Accepted 

Recruitment Process .701 .405 Rejected 

(*=H0 accepted at 5% significance level) 

 

Hypothesis (H0): There is no significant difference between employee perception and 
independent factors of perception of recruitment methods. 

From the table, the researcher found that there is no significant difference between 

employee perception and independent factors of perception of recruitment methods such as 
recruitment methods and evaluation at 5% significance level (p>0.05). Researcher has also 

found that there is significant difference between employee perception and independent 
factors like recruitment sources and process. 

RECOMMENDATIONS 

 

From the results of the regression analysis, it is explored that the independent factors 
viz., recruitment methods and the recruitment evaluation influence the employee perception 
regarding recruitment. Hence the researcher suggests the organization to implement certain 

strategy that triggers the above factors further which effects in a good recruitment practices 
for organization. As per the study of the researchers, those factors also strongly influence the 

outcomes of the study. 
 

 CONCLUSION 

In the current scenario, organizations are supposed to do something unique to  beat the 
competition in the market and to attract the right employees. As per the HR Human resource 

are the important asset of an organization. Recruitment is an important factor that contributes 
and leads to improvement of the Human resource of an organization. An organization having 

good Human Resource has many advantages over their competitors resulting in increased 
productivity, in turn increasing the revenue and therefore creating a good bond between 
management, employees and customers.  
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