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Abstract 

The manufacturing industry in India is quietly going through a pretty big transformation in how it handles people—

especially in finding and bringing in new talent. This paper is my attempt to understand what happens when old-school 

hiring meets the digital world. I’ve pulled together existing research, industry reports, and case studies to see how e-

recruitment is really affecting hiring efficiency in manufacturing. 

The heart of the paper digs into how things like job portals, online assessments, and digital platforms are changing the 

rhythm of recruitment on factory floors and in plant offices. By looking at what other researchers have found, and adding 

a few of my own observations from the steel manufacturing sector, a picture emerges: e-recruitment can genuinely slash 

the time and money spent on hiring while bringing in better candidates. 

That said, it’s not a magic wand. Manufacturing faces a distinct challenge—how do you reliably judge a person’s 

technical skills and safety mindset through a screen? The paper rounds off with some down-to-earth suggestions for 

manufacturers trying to make e-recruitment work without losing the very human judgment that technical and blue-collar 

roles still absolutely need. 

Introduction 

1.1 Background 

The way companies look for talent has flipped completely in the last decade. The familiar world of newspaper ads, job 

fairs, and walk-in interviews is fading, replaced by screens, algorithms, and online profiles. This whole shift, which we 

call e-recruitment, is simply about using internet-based tools to attract, sift through, and select people. Companies of 

every size have started to realize that online recruitment offers a speed, reach, and cost advantage that the old methods 

just can’t touch. 

Dr. Bhupendra Singh Hada put it nicely in 2015 when he said the internet took recruitment from something you had to 

physically go out and do, to something that’s just a click away. A few years before that, in April 2012, Avinash S. Kapse 

was already pointing out that the internet wasn’t just changing HR’s tools; it was changing the entire mindset behind 

hiring. 

Now, manufacturing is a really fascinating place to study all this. It’s not a sector full of desk jobs. You have shop floor 

workers, machine operators, maintenance engineers, plant managers—a whole spectrum of people whose skills are 

tangible and whose experience is often literally hands-on. The question that kept nudging me was: can a digital process 

truly do justice to finding candidates for such varied, skill-heavy roles? 

1.2 Problem Statement 

Here’s the thing. We’ve heard a lot about e-recruitment in IT companies and corporate offices, but its story in the 

manufacturing sector hasn’t been told nearly as much. Manufacturing HR teams wrestle with a unique set of 

headaches: hiring hundreds of blue-collar workers at once, figuring out if someone can really operate a machine, 

guaranteeing safety compliance, and dealing with the fact that many plants are miles from the nearest city center. I 

wanted to understand how well e-recruitment actually addresses—or maybe ignores—these very real, on-the-ground 

problems. 

1.3 Research Objectives 

So, this paper sets out to: 

1. Really unpack how e-recruitment tools are affecting the numbers that matter—like how long it takes to 

hire, how much it costs, and what the quality of the new hires actually looks like. 
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2. Nail down what’s genuinely working and what’s frustrating about e-recruitment in a manufacturing 

setting. 

3. Take a closer look at how manufacturers are using job sites, social media, and digital tests to pull in 

people. 

4. Leave the reader with some practical, usable advice for any manufacturing organization trying to get 

their e-recruitment strategy right. 

1.4 Methodology 

For this study, I leaned entirely on existing knowledge. No fresh surveys or interviews, but a careful reading of what’s 

already out there. My sources included: 

• Academic journals with studies on recruitment practices. 

• Industry reports that specifically track HR shifts in manufacturing. 

• Case studies from manufacturing firms that’ve actually walked the e-recruitment path. 

• And, a layer of real-world observation I brought back from my internship experience at JSW Coated 

Steels Ltd. 

So, this paper is a synthesis—a way of connecting dots between academic thinking, industry data, and the reality I 

glimpsed inside a functioning steel plant 

Literature Review 

2.1 Understanding E-Recruitment 

At its simplest, e-recruitment is just the act of using digital tech to find, assess, and pick job candidates. When Avinash 

S. Kapse wrote about it in 2012, he noted that everyone, from massive corporations to small firms, had begun using 

online tools to post jobs, collect CVs, and talk to applicants through email. It had already become the new normal. 

Looking back, you can see the journey happening in three waves. 

The first wave was simple Job Posting Websites. Companies put their openings on their own sites or on early job 

boards. It was basically a newspaper classified ad living on a screen—wider reach, but still a one-way street. 

The second wave brought us Job Portals and Aggregators. This is when platforms like Naukri.com and Indeed 

emerged and changed the game. Candidates could upload their resumes, and employers could actively hunt through 

databases. Suddenly, you had resume filtering, saved searches, alerts—a far more dynamic process. 

The third wave, where we’re now, is Social and Mobile Recruitment. LinkedIn, Facebook, and apps built for the phone 

turned recruitment into an actual conversation. Employers can now find people who aren’t even job-hunting, build an 

attractive company image, and talk directly to potential hires. It’s become social. 

2.2 Traditional vs. E-Recruitment in Manufacturing 

Earlier researchers like Korsten (2003) and Jones et al. (2006) mapped out how corporate recruitment worked—a 

pretty linear path of advertising, applications, interviewing, and assessment. Shafique (2012) later argued that in a 

fiercely competitive world, the traditional ways just weren’t enough anymore. 

For manufacturing, the pivot hasn’t been abrupt. It’s been more of a gradual, pragmatic shift. For entry-level blue-

collar roles, where not every applicant is glued to a smartphone, the old ways—a local ad or a walk-in interview—still 

have a heartbeat. But for the technical, supervisory, and managerial posts, e-recruitment is no longer an option; it’s the 

main event. 

2.3 Key E-Recruitment Tools and Platforms 

The workhorses are Job Portals like Naukri.com and Indeed. For most manufacturing firms I studied, these aren't just 

tools; they’re the central nervous system. At my internship with JSW Coated Steels, it was plain to 

see. Naukri.com was the undisputed champion for external hiring, the single biggest source for everyone from shop-

floor hands to corporate professionals. 

Then there are Professional Networks, especially LinkedIn. This is where you dig for the harder-to-find people—
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managers, specialized engineers. LinkedIn’s real beauty is its access to the "passive" candidate: someone who’s not 

clicking “apply now” but might just say yes if the right opportunity knocks. 

Company Career Websites are the shop window and the welcome mat rolled into one. They let a manufacturer actually 

show their culture, not just tell about it—giving a candidate a feel for the plant floor, the team environment, the 

company’s soul. 

And behind the scenes, powering everything, are the Applicant Tracking Systems (ATS). These platforms keep the 

whole operation from descending into chaos when there are hundreds or thousands of applications to manage. They 

track, communicate, schedule—and generally keep recruiters sane. 

These platforms keep the whole operation from descending into chaos when there are hundreds or thousands of 

applications to manage. They track, communicate, schedule—and generally keep recruiters sane. 

2.4 Measuring Hiring Efficiency 

You can’t talk about the “impact” of e-recruitment without first asking what "efficient hiring" even means. The 

research points to a few reliable markers: 

• Time-to-Hire: Those anxious days between approving a new position and getting a signed offer letter. 

A shorter wait doesn’t just fill a seat; it stops great candidates from drifting away to a faster competitor. 

• Cost-per-Hire: The simple math of adding up every rupee spent—ads, agency fees, recruiter time, tech 

subscriptions—and dividing it by the number of people who join. 

• Quality-of-Hire: The holy grail, and the hardest to measure. It lives in performance reviews, in how 

long someone stays, and in how quickly they start contributing meaningfully. It’s qualitative, but you know it 

when you see it. 

• Offer Acceptance Rate: The percentage of people who say “yes” when you finally pop the question. A 

low rate can sting, whispering hints about pay, reputation, or a clunky candidate experience. 

• Sourcing Channel Effectiveness: The detective work of figuring out which platform isn’t just giving 

you the most candidates, but the right ones, and fast. 

Most evidence shows e-recruitment wins hands-down on time and cost. But the real conversation, the tricky one, is about 

the quality of hire—and for manufacturing, that conversation is just getting interesting. 

 

4. What I Actually Found 

After spending time with the research and mixing it with what I saw during my internship, a few things became pretty 

clear. 

Finding 1: E-recruitment makes hiring faster. A lot faster. 

Honestly, the numbers surprised me. Studies keep showing that digital hiring cuts the time down by somewhere between 

30 and 50 percent compared to the old way of doing things. And when you think about it, it makes sense. Instead of 

waiting for applications to trickle in, you can just log into a portal and start reaching out to people right now. Automated 

screening does the first round of filtering for you. For a factory with a machine sitting idle because a position is empty, 

that speed isn't a luxury—it stops the bleeding. 

 

Finding 2: You do save money, but someone has to pay for the new tools. 

There's a bit of a myth floating around that e-recruitment is practically free. It's not. Sure, you stop paying those hefty 

agency fees and you're not buying newspaper ads anymore. But then the new bills arrive. Portal subscriptions cost 

money. A decent ATS has a price tag. Training people to actually use these tools properly takes time and resources. The 

overall picture is still positive—you come out ahead—but how much you save really depends on how big you are and 
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how many people you're hiring. If you're a manufacturer doing high-volume hiring, that's where the savings become 

genuinely meaningful. 

Finding 3: You'll find more people, but you'll also drown in the wrong ones. 

Opening up a job posting online is like throwing open the floodgates. You'll reach candidates you never would have 

found before, and that's exciting. But you'll also hear from a lot of people who just aren't a fit. Like, not even close. And 

suddenly your HR team is buried. Without solid filtering tools and a clear screening process, you can end up spending 

all that time you saved just wading through noise. 

Finding 4: The best answer isn't fully digital or fully traditional. It's both. 

I went into this wondering if one approach would clearly win. The answer, as it turns out, is messier and more human 

than that. You can't assess whether someone truly knows their way around heavy machinery through a screen. You can't 

feel their instinct for safety in a chat message. But you also can't afford to do everything the slow, old-fashioned way 

anymore. The companies that seem to get it right use digital tools to find and filter people, then bring the serious 

candidates in for a real conversation and a real assessment. It's not about choosing sides. It's about knowing what each 

approach is good for. 

Finding 5: The kind of person you're hiring changes everything. 

One of the biggest lessons I took away is that you can't talk about "manufacturing hiring" like it's one thing. It's not. 

When you're hiring a plant manager or a maintenance engineer, e-recruitment feels natural. Those candidates are online. 

They have LinkedIn profiles. They're findable. 

When you're looking for a skilled welder or a CNC operator, it's a mixed bag. E-recruitment helps, but it can't be the 

whole story. You still need to see what they can do. 

And when you're hiring for entry-level shop floor roles, the digital divide becomes genuinely real. Many of these 

candidates aren't scrolling job portals. They're still finding work through word of mouth, through a friend, through a 

local job fair. Pretending otherwise just means you'll miss good people. 

Finding 6: Candidates are checking you out before you ever check them out. 

Here's something that didn't occur to me before this research. By the time a decent candidate applies, they've probably 

already googled your company. They've read your reviews. They've looked at whatever you've put out there. If your 

online presence is thin or negative or just feels cold, they silently move on, and you never even know they existed. 

Manufacturers that take the time to share real stories—about safety, about employees who grew with the company, about 

the actual work environment—pull in noticeably better people. It's not fluff. It's the top of your hiring funnel. 

Finding 7: Data is amazing, but only if you actually use it. 

E-recruitment quietly generates all this useful information. Which sources bring the best candidates. How long each 

stage takes. What patterns show up in the people who succeed versus the ones who don't. The problem is, most 

manufacturing HR teams are so busy just trying to fill positions that nobody has time to sit down and make sense of the 

numbers. During my internship, I saw a simple but honest effort to tackle this: department-wise trackers where someone 

jotted down the sourcing date, the portal used, the position, and a brief remark on the candidate. It wasn't fancy analytics. 

But it was a start. A real, human-sized step toward hiring with intention rather than just reacting. 

5. What I'd Actually Recommend 

If I were sitting across from someone running HR at a manufacturing company and they asked me what to do differently, 

here's what I'd tell them. 

Recommendation 1: Please don't bet everything on one job site. 

Different places reach different people. Naukri and LinkedIn are brilliant for your engineers and managers. But for your 

blue-collar roles, you might need something else entirely, or a mix of things. And please track which channels bring you 
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good people, not just lots of applications. Volume is easy to measure; quality takes more work but matters infinitely 

more. 

Recommendation 2: Get a proper system to manage all this, and make sure it works for everyone. 

Once you start getting hundreds of applications, you can't manage it all with spreadsheets and memory. You just can't. 

A solid applicant tracking system will filter, sort, and communicate for you. But here's the thing—make sure whatever 

system you pick actually handles shop-floor hiring as comfortably as office hiring. Most ATS platforms were built with 

corporate recruiting in mind. Your world is broader than that. 

Recommendation 3: Some things still need a human being in the room. 

Don't let anyone sell you on a fully automated hiring process. It doesn't work for manufacturing. A person's sense of 

safety, their real technical skill, their feel for the team—you need to be in the room for that. Keep the in-person interview 

or the hands-on test for your final shortlist. Yes, it takes time and costs money. But a bad hire in this industry can mean 

someone getting hurt, expensive equipment getting damaged, or product quality slipping. The math is pretty simple 

when you frame it that way. 

Recommendation 4: Don't accidentally shut out good blue-collar workers. 

If your entire process lives online, you're quietly filtering out people who might be excellent on the shop floor but just 

aren't comfortable with technology. So create some side doors. Run walk-in sessions where people can get help building 

an application. Team up with local ITIs and training centers to help their students build confidence with digital job tools. 

And keep some of the old channels alive—the job fair, the employee referral. These paths still carry good people to your 

doorstep. 

Recommendation 5: Pick up the phone before you bring someone in. 

This one's so simple, but it saves so much wasted effort. A structured phone screen—fifteen minutes—can tell you 

whether someone's education is real, what they're actually earning, whether their notice period works for your timeline, 

and whether they can realistically commute to your plant. I saw this done consistently during my internship, and it 

quietly weeded out so many mismatches before anyone invested real time. 

Recommendation 6: Show manufacturing candidates something real. 

A dry list of qualifications and responsibilities doesn't speak to the person you're trying to hire. They want to know what 

it actually feels like to work there. Is it safe? Will anyone teach me? Is there a future for me here beyond this role? Share 

real stories from real employees. Let current workers—the machine operators, the welders, the shift supervisors—talk 

about their day. A simple video of the plant floor or a brief "day in the life" clip says more than any polished job 

description ever could. 

Recommendation 7: Pay attention to what the numbers are trying to tell you. 

You don't need a data science degree for this. Just track the basics. How long does it take to fill a maintenance role versus 

an operator role? Which job board actually delivers people who stick around? What does your offer acceptance rate look 

like, and should the fact that it's dropping keep you up at night? Use what you learn to tweak things—rewrite that job ad 

that isn't working, renew the portal that is, question whether certain screening criteria are actually predicting success or 

just making you feel thorough. 

Recommendation 8: Your recruiters need to be good at two very different things. 

The recruiter's job has gotten more complex, not less. They need to be comfortable with technology—searching 

databases, navigating the ATS, understanding basic recruitment metrics. But they also need to be deeply human: able to 

read a person, have an honest conversation, build trust, negotiate with empathy. Invest in both sides of their development. 

A recruiter who's technically slick but can't connect with a nervous candidate is missing half the point. 
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Wrapping It Up (Conclusion) 

So where does this all land? E-recruitment is genuinely helping manufacturing companies hire better, faster, and more 

affordably. That much is clear. The timelines shrink. The costs come down. The pool of candidates widens. But these 

wins come with fine print. Manufacturing is its own unique beast—with its spread of roles, its insistence on real skills, 

its safety-first mindset, and a digital divide that can't be ignored. That demands subtlety, not a blunt instrument. 

A purely digital hiring process just doesn't cut it. The smart play is a hybrid one: let the technology do what it's good 

at—sourcing, filtering, organizing—and then let humans do what we're good at—judging character, sensing fit, seeing 

a person whole. That balance is the sweet spot. 

What I saw at JSW Coated Steels drove this home for me. Naukri.com was the engine. A disciplined phone screen 

thinned the herd. But when it came down to the final call, a department head still sat across from the candidate, in person, 

and made a human judgment. The technology made the whole thing faster. But good people, applying good sense, made 

the actual decision. 

For anyone doing HR in this sector, the message feels clear. Say yes to e-recruitment. Let it make your life easier. But 

don't abandon the basics of solid assessment. Invest in your tech. Invest just as much in your people. Watch your 

numbers, but trust your instincts too. And never forget that every application on your screen represents a real person—

someone whose skill, whose relationship with safety, and whose fit with your culture will shape not just their own future, 

but your organization's. 

Manufacturing is moving, steadily, into a more digital world. HR is moving with it. E-recruitment is quietly becoming 

the floor beneath everything, not just an extra tool on the shelf. The companies that will do this well in the long run will 

be the ones that use all this digital power wisely—not to sideline human judgment, but to give it more room to do its 

best work. 

The Stuff I Read (And One Place I Just Showed Up) 

These are the voices I spent time with while writing this paper. Some are academic, some practical, and one is just a 

company that let me hang around and watch how things really work when nobody's trying to impress a visitor. 

1. Kapse, Avinash S. (April 2012). E-Recruitment: A Revolutionary Approach to Recruitment. 

I found this one early on, and it stuck with me. Back in 2012, Kapse was already calling this a revolution, not 

just a fad. Reading it made me feel like I was catching a wave that had started long before I ever thought about 

HR. 

2. Hada, Dr. Bhupendra Singh. (2015). E-Recruitment: A Trend in Digital India. 

This paper brought the whole conversation home. Not America. Not Europe. India. It was the first time I felt 

like I was reading something that genuinely understood the streets and screens I know. 

3. Doherty, R. (October 2010). Getting Social with Recruitment. 

A short article, but it planted a seed in my head. Recruitment isn't just databases and job posts anymore. It's 

conversations. It's social. Doherty saw that coming before most. 

4. Fisher, Elaine, et al. (September 2021). Strategies to Improve Recruitment and Selection in Clinical 

Research. 

Honestly, I almost skipped this one because it's about clinical research, not manufacturing. But I'm glad I 

didn't. It had a clear, almost surgical way of laying out recruitment strategy, and I ended up borrowing some of 

that structure in my own thinking. 

5. Gamage, A.S. (2014). Recruitment and Selection Practices in Manufacturing Sector. 

Finally, someone talking directly about factories. Not IT parks. Not corporate towers. This paper felt like 

finding a missing piece. I kept coming back to it. 
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6. Korsten, A.D. (2003). Developing a Talent Management Framework for Manufacturing. 

Old, yes. But sometimes old sources give you the roots of a conversation. This one helped me understand what 

the manufacturing HR world looked like before the internet crashed into it. 

7. Potocnik, Kristina. (29 March 2021). Meta-Analysis of Recruitment and Selection Research. 

A big, sweeping look at everything we think we know about hiring. It humbled me. It also helped me separate 

what's actually backed by evidence from what people just keep repeating because it sounds good. 

8. Hamza, Pshdar Abdalla. (2021). Recruitment Process in Telecommunication Companies. 

Different industry, same headaches. Reading about telecom hiring made me notice the things that are unique to 

manufacturing and the things that are just universally human about finding good people. 

9. Rynes, Sara L., PhD. (2003). Recruitment Research Over the Last Decade. 

A legend in the field. Rynes compressed years and years of studies into something I could actually digest. Her 

name showed up in half the papers I read, and now I understand why. 

10. Shafique, O. (2012). Strategic Recruitment in the Digital Age. 

This one reframed something for me. Recruitment isn't just about filling a seat that's empty right now. It's 

about being planed ahead. That word—strategic—has stayed with me. 

11. Shah, S. (May-June 2022). Human Resource Planning and Recruitment. 

A recent voice that reminded me hiring doesn't happen in isolation. It's connected to everything else an 

organization does, or should be doing, about its people. 

12. Kundu, Subhash C., Rattan, Desh, and Sheera, Ved Pal. Systematic Literature Review of Recruitment 

and Selection in Corporate Sector. 

A thorough, methodical sweep of the landscape. It gave me a map when I was starting to feel lost in all the 

different studies and opinions. 

13. Chakravarthy, C.S. Gowtham. (2018). Recruitment and Selection as Organizational Assets. 

I loved the framing here. Hiring isn't an expense to minimize. It's an asset. An investment. That shift in 

perspective has quietly changed how I think about the whole function. 

14. Price, Alan. (2007). Human Resource Management in a Business Context. 

My grounding book. A bit dusty now, maybe, but it reminded me that a lot of the HR fundamentals—respect, 

fairness, good judgment—don't change just because the tools do. 

15. JSW Steel. Company Profile and HR Practices. (Internal Portal Access) 

This wasn't something I read in a library. This was just me, sitting in a corner of an office in Vasind, near 

Mumbai, for 45 days. Watching. Listening. Absorbing. Some of the truest things in this paper didn't come 

from any journal. They came from observing real people trying their best to hire other real people, day after 

day. 
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