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Abstract: Innovation is needed in HR practices of companies in this competitive edge. Widespread usage of internet has induced HR Managers across
the globe to apply cutting edge HRM practices and process to break cut throat competition prevailing in the market. Technology has tremendously
changed which in turn increases the role of internet in bringing up new opportunities for firms to work and communicate. The fact that HR Portals entered
into the business and in particular it is used to recruit people nowadays. Traditional recruitment is keep changing and this creates a new era of
recruitment through HR Portals. It uses the power of the technology to match people to jobs. The study finds the innovative way of utilizing Human
Resource Portal as recruitment sources on E-Selection. Through certain assumptions, Effectiveness of HR Portals are measured through the variables
such as Easy Accessibility, Responsiveness to Queries, E Loyalty, Dynamic Content, User Friendliness, Experience of Recruits, and Networking Scope.
Satisfaction through e-selection is taken as independent variable. The result shows that Job Portals are the most preferred source of recruitment.
Strong and significant relationship is found between effectiveness of human resource portal and satisfaction through e-selection. Model is said to be fit
for 51 %. Regression weights show that E Loyalty, Easy Accessibility, Responsiveness to Queries, User Friendliness is the most significant variables
that contribute towards satisfaction through E-Selection. . It is concluded that Human Resource Portals influence E-Recruitment and Selection.
Keywords: Social Media Networks, , Technology, Fortune 500 companies, E-Recruitment, E-Selection, HR Recruiters, Recruits.
————————————————————

1. INTRODUCTION

2. OBJECTIVES OF THE STUDY

Widespread usage of internet has induced HR Managers
across the globe to apply cutting edge HRM practices and
process to break cut throat competition prevailing in the
market. Technology has tremendously changed which in
turn increases the role of internet in bringing up new
opportunities for firms to work and communicate. The fact
that HR Portals entered into the business and in particular it
is used to recruit people nowadays. Traditional recruitment
is keep changing and this creates a new era of recruitment
through HR Portals. It uses the power of the technology to
match people to jobs. (Ramkumar, A., & Rajini, G. 2019 a;
Ramkumar, A., & Rajini, G. 2019 b)Recruitment is
significant for businesses since it achieves the essential
function of drawing an important resource, human capital,
into the organisation (Boxall & Purcell, 2003; Galanaki,
2002; Malinowski et al, 2005; Parry, 2006; Parry & Tyson,
2008; Singh & Finn, 2003,Rao, C., Nageswara, B., &
Neeraja, B. (2018). It has a strategic aim as it focuses on
the need to attract high-quality people in order to gain a
competitive advantage (Parry & Tyson, 2008; Malinowski et
al, 2005). Recruiting people with the right abilities reinforces
the organisational goals (Ramkumar, A. & Rajini.G 2018 a;
Ramkumar, A. & Rajini.G 2018 b; Ramkumar, A. & Rajini.G
2018 c; Ramkumar, A. & Rajini.G 2018 d; Boxall & Purcell,
2003). E-recruitment is the use of the internet to attract
potential employees to an organisation, and can include the
use of an organisation‘s own corporate website as well as
the use of commercial job boards (Parry, 2006). Applicants
for organizations and as a job search tool for individuals
seeking employment (Pfieffelmann, Wagner & Libkuman,
2010).
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3.

Primary focus is to find the influencing factors of
Human Resource Portals on effective E-Selection.
Research questions serves as groundwork for
framing hypothesis of the study so that objectives
of the study are obtained by analyzing data
pertaining to hypothesis. Research questions
create some assumptions which in turn creates
hypothesis. Those research questions are
converted as research objectives.
To Study the innovative way of utilizing Human
Resource Portal as recruitment sources on ESelection
To develop and test the models based on
effectiveness of E-Selection based on Recruits‘
perspective.

REVIEW OF LITERATURE

Schneider, T.J (2015)evaluated the potential of Social
networking sites for using that as a vital source of selection
of employees or source of information. Specific scales were
developed for testing the validity of these SNS which were
treated to be the more effective than traditionally used SNS
ratings. Around 141 UG students at Canadian university,
were selected as sample and fairly inter rater reliability,
structural validity, construct validity were checked. The
study also taken around 890 employees for investigating
practical difficulties and realities of attaining SNS
information. It was found that 58 % employees refused the
request and removed themselves from the pool of
application. It was suggested that only a few potential
employees enjoy to the loss of applicants. Some were
higher of conscientiousness and agreeableness and lower
in psychopathy. It was recommended strongly that HR
Recruiters should reframe the policies before using SNS for
selecting employees.Papakonstantinidis, S. (2014) explored
the impact of Greek college graduates on social networking
sites particularly to find occupational opportunities. Interest
of HRM professionals and perceptions of candidates were
addressed into the intrusion of new sphere of employment.
Both qualitative and quantifiable approaches were used to
gather primary data. It argued that greek university students
401
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used social networking sites to enter in the private sector or
to improve their professional opportunities. Taxonomy of
web users was categorized into denial, socialisers,
contributors, achievers. Salehi, M. (2010) found relative
importance of success factors of choosing right e
recruitment website for finding employees. Two e –
recruitment websites in Iran were concerned and
compared. In order to identify the comparative importance
of success variables of various websites and to rank other
alternative website, models such as Delone and McLean
were extended through ANP i.e. analytic network process.
This enabled to find both IS and Service quality of websites.
The study recommended e recruitment companies about
enhancing the quality of their HR portals and websites.

Fortune companies are chosen as sample. This fortune 500
company list is prepared and published by Fortune
Magazine which provides rank for 500 companies in India.
The list of companies includes, public limited, private
limited, both Indian and Foreign MNC. It has subset of 100
and superset of 1000. But Fortune 500 is most commonly
used to refer. These companies are also segmented based
on revenues, information available, industry belonging to,
and area. These companies are well developed and thus
these are selected as samples.
Krejcie, R. V., & Morgan, D. W. (1970) suggested
determination of sample size for the known population.
s = X2 NP(1 – P) ’ d (N −1) + X2 P(1 – P)
s = required size of sample
N = size of population= 500
X2 = the table value of chi-square for 1 degree of freedom
at the desired confidence level (3.841).
P = the population proportion (assumed to be .50 since this
would provide the maximum sample size). d = the degree of
accuracy expressed as a proportion (.05).

4. HYPOTHESIS DEVELOPMENT
Various models developed by the researchers are reviewed
extensively and the model is developed by observing the
variables of the study. Breaugh (2008) developed model of
modern recruitment process and external recruitment of
individuals. The model is proposed after analyzing variables
of various studies. Generally very little research is done in
particularly finding variables related to efficiency of HR
Portal that is used in E-Recruitment and E-Selection.
Thence, this research is pioneering to help finding such
variables. Through certain assumptions, Effectiveness of
HR Portals are measured through the variables such as
Easy Accessibility, Responsiveness to Queries, E Loyalty,
Dynamic Content, User Friendliness, Experience of
Recruits, and Networking Scope.

Sample Size (s) =
=>
3.841*500*0.5(1-0.5)/
(0.05)2(500)
+
(3.841*(0.5(1-0.5))
=217
The researcher got around 350 responses. After cleaning
data the final sample chosen was 320. Around 420
questionnaires were distributed to employees working in
fortune 500 companies and around 355 questionnaires are
filled and returned back to researcher. After checking
normality certain unmatched data are deleted so that the
final data is fit for analysis. Finally 320 samples are fit for
analysis.

H01: There is no significant difference in Human Resource
Portal based on Experience of the Job Seeker
H02: There is no significant difference in E-Selection based
on Experience of the Job Seeker
H03: There is no significant difference in preferred kind of
Online Communication based on Experience of Job
Seekers
H04: There is no significant relationship between
Effectiveness of Human Resource Portals and Satisfaction
through E-Selection

5.
DATA
ANALYSIS
INTERPRETATION
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The solution for the problem so formed is obtained after
analyzing the data which is collected from the respondents.
For analyzing data, IBM SPSS STATISTICS 23 is used.

AND

Reliability of the Questionnaire (Variable wise):
Description of Variables

Number of Items

Cronbach‘s Alpha

1.

Effectiveness of Human Resource Portal

10

0.966

2.

Satisfaction through E-Selection

10

0.933

S. No

Table 1: Item level descriptive statistics for Effectiveness of Human Resource Portal
S. No

1.

Description

Range

The online recruitment portal has made easier has
compared to the traditional recruitment practices for recruits

4

Minimum
1

Maximum
5

Mean
3.54

Standard
Deviation
.975

Priority
Ranking
5
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2.

The job searching facility available in the HR portal
effectively helped the recruits to find the job easily

4

1

5

3.66

1.050

2

3.

The online job application form was easy to fill

4

1

5

3.65

1.052

3

4.

The HR portal is responsive for the doubts and queries

4

1

5

3.77

1.185

1

5.

We are satisfied and repeatedly visited the HR portal

4

1

5

3.64

1.029

4

6.

Job related contents in HR portal was dynamic

4

1

5

3.01

1.062

9

The HR portals had no complications to use

7.

4

1

5

3.03

1.097

8

8.

HR portal served as best virtual assistant for experienced
person

4

1

5

3.00

1.050

10

9.

Experience of recruits played major role in selecting proper
HR portal to apply for the job

4

1

5

3.09

1.085

7

4

1

5

3.12

1.041

6

10. HR portals have good networking scope

standard deviation of 0.975. The item ―HR portals have
good networking scope‖ scored sixth rank with mean value
of 3.12 and standard deviation of 1.041. The item
―Experience of recruits played major role in selecting proper
HR portal to apply for the job‖ scored seventh rank with
mean value of 3.09 and standard deviation of 1.085. The
item ―The HR portals had no complications to use‖ scored
eighth rank with mean value of 3.03 and standard deviation
of 1.097. The item ―Job related contents in HR portal was
dynamic‖ scored ninth rank with mean value of 3.01 and
standard deviation of 1.062. The item ―HR portal served as
best virtual assistant for experienced person‖ scored tenth
rank with mean value of 3.00 and standard deviation of
1.050.
H01: There is no significant difference in Human Resource
Portal based on Experience of the Job Seeker

Table 1 shows the descriptive statistics for all the items of
effectiveness of Human Resource Portal. According to the
priority of mean value, the item ―The HR portal is
responsive for the doubts and queries‖ scored first rank with
mean value of 3.77 and standard deviation of 1.185. The
item ―The job searching facility available in the HR portal
effectively helped the recruits to find the job easily‖ scored
second rank with mean value of 3.66 and standard
deviation of 1.050. The item ―The online job application
form was easy to fill‖ scored third rank with mean value of
3.65 and standard deviation of 1.052. The item ―We are
satisfied and repeatedly visited the HR portal‖ scored fourth
rank with mean value of 3.64 and standard deviation of
1.029. The item ―The online recruitment portal has made
easier has compared to the traditional recruitment practices
for recruits‖ scored fifth rank with mean value of 3.54 and

Table 2 Effect of Experience of the Job Seeker and Effectiveness of Human Resource
Portal
Sum of Squares

df

Mean Square

F

Sig.

Between Groups

25.495

3

8.498

10.688

.000

Within Groups

251.255

316

.795

Total

276.750

319

Hypothesis

H01 rejected

Dependent Variable: Effectiveness of Human Resource Portal

INTERPRETATION
Analysis of Variance is used to find out the significance
difference between Experience of the Job Seeker and
Effectiveness of Human Resource Portal. Table 2 reveals
the result of ANOVA. It is found that F value is 10.688 and
P value is 0.000 which is smaller than 0.05. So, H03

hypothesis is rejected. It can be concluded that the Job
Seekers from various years of experience is not showing
similar patterns towards effectiveness of Human Resource
Portal. There is significant difference between Experience
of the Job Seeker and Effectiveness of Human Resource
Portal (H03) is rejected.
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Table 3 Multiple Comparisons using LSD - Experience of the Job Seeker and Effectiveness of Human Resource Portal

(I) Experience of the Job Seeker (J) Experience of the Job Seeker

Below 5 years

Above 15 years

Sig.

.157

(.018)

.168

(.005)

1.475

.264

(.000)

*

.157

(.018)

.114

.376

1.101

.233

(.000)

*

.168

(.005)

.114

.376

.374*

11 years to 15 years

.475*
*

Below 5 years

-.374

11 years to 15 years

.101
*

Above 15 years

11 years to 15 years

Difference

Std. Error

5 years to 10 years

Above 15 years

5 years to 10 years

Mean
(I-J)

Below 5 years

-.475

5 years to 10 years

-.101
*

Above 15 years

1.000

.241

(.000)

Below 5 years

-1.475*

.264

(.000)

5 years to 10 years

-1.101*

.233

(.000)

*

.241

(.000)

11 years to 15 years

-1.000

Dependent Variable: Effectiveness of Human Resource Portal
(‘*’ Represents Mean Difference is significant at 0.05 level)

INTERPRETATION
Post-hoc comparisons using Least Significant Difference
(LSD) Test is revealed in table 3. It indicates that the mean
score of below 5 years is significantly low when compared
to other groups namely, 5 to 10 years of experience group (
Mean difference = 0.374) , 11 to 15 years of experience (
Mean Difference = 0.475) and above 15 years ( Mean
Difference = 1.475) at 0.05 level of significance. The mean
score of experience between 5 to 10 year is significantly
low when compared to other groups namely below 5 years

(Mean difference = 0.374) and above 15 years ( Mean
Difference = 1.101). The mean score of experience
between 11 to 15 years is significantly low when compared
to other groups namely below 5 years group ( Mean
Difference = 0.475) and above 15 years group ( Mean
Difference = 1.0) . The mean score of experience above 15
years is significantly low when compared to other groups
namely below 5 years(Mean Difference = -1.475), 5 yearsto
10 years (Mean Difference = -1.101) and 11 to 15 years of
experience (Mean Difference).

H02: There is no significant difference in E-Selection based on Experience of the Job Seeker
Table 4 Effect of Experience of the Job Seeker and Satisfaction through E-Selection

Sum of Squares

df

Mean Square

F

Sig.

5.847

.001

Between Groups

7.983

3

2.661

Within Groups

143.817

316

.455

Total

151.800

319

Hypothesis

H02 rejected

Dependent Variable: Satisfaction through E-Selection

INTERPRETATION
Analysis of Variance is used to find out the significance
difference between Experience of the Job Seeker and
Satisfaction through E-Selection. Table 4 reveals the result
of ANOVA. It is found that F value is 5.847and P value is
.001 which is smaller than 0.05. So, H04 hypothesis is

rejected. It can be concluded that the Job Seekers from
various years of experience is not showing similar patterns
towards Satisfaction of E-Selection. There is significant
difference between Experience of the Job Seeker and
Satisfaction of E-Selection (H02) is rejected.
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Table 5 Multiple Comparisons using LSD - Experience of the Job Seeker and Satisfaction through E-Selection

(I) Experience of the Job Seeker

Below 5 years

5 years to 10 years

11 years to 15 years

Above 15 years

(J) Experience of the Job Seeker

Mean Difference (I-J)

Std. Error

Sig.

5 years to 10 years

.368*

.119

(.002)

*

11 years to 15 years
Above 15 years

.517
.537*

.127
.200

(.000)
(.007)

Below 5 years

-.368*

.119

(.002)

11 years to 15 years
Above 15 years

.149
.170

.086
.177

.086
.337

Below 5 years

-.517*

.127

(.000)

5 years to 10 years
Above 15 years

-.149
.021

.086
.182

.086
.909

Below 5 years

-.537*

.200

(.007)

5 years to 10 years
11 years to 15 years

-.170
-.021

.177
.182

.337
.909

Dependent Variable: Satisfaction through E-Selection
(‗*‘ Represents Mean Difference is significant at 0.05 level)

INTERPRETATION
Post-hoc comparisons using Least Significant Difference
(LSD) Test is revealed in table 5. It indicates that the mean
score of below 5 years is significantly low when compared
to other groups namely, 5 to 10 years of experience group (
Mean difference = .368) , 11 to 15 years of experience (
Mean Difference = .517) and above 15 years ( Mean
Difference = .537) at 0.05 level of significance. The mean

score of experience between 5 to 10 year is significantly
low when compared to other groups namely below 5 years
(Mean difference = -.368) The mean score of experience
between 11 to 15 years is significantly low when compared
to other groups namely below 5 years group ( Mean
Difference = -.517) The mean score of experience above
15 years is significantly low when compared to other groups
namely below 5 years(Mean Difference = -.537).

H03: There is no significant difference in preferred kind of Online Communication based on Experience of Job Seekers
Table 6 Cross Tabulation between Experience of Job Seekers and Preferred kind of Online Communication

Rj.WHICH KIND OF ONLINE COMMUNICATION IS MOST
PREFERRED BY YOU TO GET COMMUNICATION FROM
THE COMPANY BEFORE SELECTION?

Rd..EXPERIENCE
RESPONDENTS
INDUSTRY

OF
IN

Below 5 years
THE 5 years to 10 years
THIS
11 years to 15 years
Above 15 years

Total

Total

e- mail

chat

16

13

digital video call
using software like
skype
11
40

92

26

50

168

53

10

33

96

6
167

2
51

8
102

16
320

INTERPRETATION
Table 6 shows that out of 320 respondents (Job Seekers) ,
with experience below 5 years 16 job seekers are using email, 13 job seeking respondents are using chat, 11 job
seeking respondents are using digital video call. With
experience between 5 years and 10 years 92 job seekers
are using e-mail, 26 job seekers are using chat and 50 job
seekers are using digital video call. With experience

between 11 to 15 years 53 respondents are using e-mail,
10 respondents are using chat, 33 respondents are using
digital video calls, with experience of above 15 years 6
respondents are using e-mail, 2 are using chat and 8 are
using digital video calls. It is interpreted that based on the
number of years of experience of job seekers, preference of
choosing online communication varies.
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Table 7 Chi-Square Test between Experience of Job Seekers and Preferred kind of Online Communication
Chi-Square Tests

Hypothesis

Pearson Chi-Square

Value

df

Asymptotic
Significance (2-sided)

13.356a

6

.038

11.949

6

.063

.335

1

.563

Likelihood Ratio

H03
rejected

Linear-by-Linear Association

N of Valid Cases

320

INTERPRETATION
Table 7 shows the result of Chi-square test. It is seen that P
value is .038 which is lesser than 0.05 so hypothesis
H03 is rejected and it is concluded that there is association between Experience of Job Seekers and Preferred kind of Online
Communication
H04: There is no significant relationship between Effectiveness of Human Resource Portals and Satisfaction through E-Selection
Table 8 Pearson Correlation Coefficient between Variables of Effectiveness of Human Resource Portal and Variables of
Satisfaction through E Selection
Variables

1

1.

Easy accessibility

2.

Responsiveness
queries

3.

2

3

4

5

6

7

8

9

10

1
to

.740
**

1

E loyalty

.744
**

.817
**

1

4.

Dynamic content

.787
**

.798
**

.895
**

1

5.

User friendliness

.758
**

.772
**

.800
**

.861
**

1

6.

Experience of recruits

.740
**

.760
**

.785
**

.812
**

.82
**

1

7.

Networking scope

.743
**

.761
**

.687
**

.700
**

.831
**

.849
**

1

8.

Satisfaction
over
traditional recruitment

.636
**

.668
**

.675
**

.658
**

.654
**

.625
**

.585
**

1

9.

Organization change
and development

.624
**

.619
**

.660
**

.643
**

.630
**

.612
**

.562
**

.971
**

1

10. Complete competitive
advantage

.629
**

.679
**

.672
**

.654
**

.649
**

.616
**

.580
**

.993
**

.940
**

1

**. Correlation is significant at the 0.01 level (2-tailed).
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This multiple regression model measures the combined
effect of variables of effectiveness of Human Resource
Portals on satisfaction through e-selection. X1 is Easy
Accessibility, X2 is Responsiveness to Queries, X3 is E
Loyalty, X4 is Dynamic Content, X5is User Friendliness, X6is
Experience of Recruits, and X7is Networking Scope. Y3 is
Satisfaction through E Selection. The regression equation
which includes all the variables is given below.

INTERPRETATION
The Table 8 reveals the Pearson correlation coefficient
between Variables of Effectiveness of Human Resource
Portal and Variables of Satisfaction through E Selection. It
is proved that all the variables under this construct in the
inter correlation matrix are significant at 0.01 level (2 tailed).
It can be interpreted that H04 hypothesis are rejected since
they have significant relationship and it is found that there is
strong relationship between Variables of Effectiveness of
Human Resource Portal and Variables of Satisfaction
through E Selection. So alternate hypothesis is accepted.

Y3= b3a + b3a1X1 + b3a2X2 + b3a3X3 + b3a4X4 + b3a5X5 + b3a6X6 +
b3a7X7
B3a = Regression Constant
b3a1, b3a2, b3a3, b3a4, b3a5, b3a6b3a7= Regressio
Predictors: (Constant), Networking scope, E Loyalty, Easy
Accessibility, Responsiveness to Queries, User Friendliness,
Experience of Recruits, Dynamic Content Table 9 shows that
P Value is 0.000 which is less than the cut off value 0.05 so
the hypothesis H04 is rejected, proving that variables of
effectiveness of Human Resource Portal depends on
satisfaction through e-selection. The model is said to be fit
since adjusted R square is shown as 51 %.

H04: There is no significant relationship between
Effectiveness of Human Resource Portals and Satisfaction
through E-Selection
Table 9 Regression Model Summary for Relationship
between Variables of Effectiveness of Human Resource
Portal and Satisfaction through E Selection
Model

R
.726a

R
Square
.527

Adjusted
R Square
.516

Std. Error
of
the F
Estimate
.480

ISSN 2277-8616

Sig.

49.574

.000b

Table 10 Regression Coefficients for Model of Relationship between Variables of Effectiveness of Human Resource Portal and
Satisfaction through E Selection
Model

Unstandardized coefficients

Variables

B
2.600

(Constant)

Std. Error
.084

Standardized
coefficients
Beta

t

Sig.
31.021

.000

Easy Accessibility

.142

.051

.197

2.782

.006

Responsiveness to Queries

.141

.046

.243

3.095

.002

E Loyalty

.164

.064

.245

2.563

.011

Dynamic Content

-.062

.075

-.096

-.834

.405

User Friendliness

.136

.062

.216

2.190

.029

Experience of Recruits

.062

.062

.091

1.000

.318

Networking Scope

-.070

.063

-.105

-1.111

.268

Dependent Variable: Satisfaction through E Selection
According to the beta weights, the order of importance of
variables of effectiveness of Human Resource Portal which

influence on satisfaction through E-Selection based on
unstandardized coefficients is tabulated as follows

Table 11 Order of Importance of Variables of Effectiveness of Human Resource Portal on Satisfaction through E Selection
Variables
E Loyalty
Easy Accessibility
Responsiveness to Queries
User Friendliness
Experience of Recruits
Dynamic Content
Networking Scope

(Variables in bold indicates significant variables)
Table 11 Indicates that E Loyalty, Easy Accessibility,
Responsiveness to Queries, User Friendliness the vital
variables that contribute to the satisfaction through ESelection. The resulted equation after including coefficients
of all the variables is as follows:

Y3 = b3a + b3a1X1 + b3a2X2 + b3a3X3 + b3a4X4 + b3a5X5 + b3a6X6 +
b3a7X7
Satisfaction through E-Selection = 2.60+0.142 Easy
Accessibility + 0.141 X2 is Responsiveness to Queries +
0.164 E Loyalty – 0.062 Dynamic Content +0.136 User
407
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Friendliness + 0.062 Experience of Recruits -0.070
Networking Scope. So it is concluded that effectiveness of
Human Resource Portal depends upon satisfaction through
E-Selection.

6.

CONCLUSION

The main objective of the research is to find the factors
influencing satisfaction through e selection by deploying
human resource portals. It is found that most of the people
use HR Portals to search jobs. The study found that 75.6 %
of respondents use Job Portal of their company and 35 %
use social media network. It is found that people use job
portals for recruitment purposes. But Job Portals are the
most preferred source of recruitment.
Strong and
significant relationship is found between effectiveness of
human resource portal and satisfaction through e-selection.
Model is said to be fit for 51 %. Regression weights show
that E Loyalty, Easy Accessibility, Responsiveness to
Queries, User Friendliness is the most significant variables
that contribute towards satisfaction through E-Selection. . It
is concluded that Human Resource Portals influence ERecruitment and Selection.
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