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Abstract

Recruitment has moved from a largely administrative activity to a technology-
mediated strategic function. Electronic recruitment, or e-recruitment, now includes
corporate career sites, online job portals, social media platforms, mobile applications,
applicant tracking systems, recruitment analytics, artificial intelligence and automated
candidate-communication tools. This paper presents a systematic conceptual review of
e-recruitment in the digital era with four connected aims: to trace its development, to
identify current technological and managerial trends, to examine the opportunities and
risks created by digital recruitment, and to propose a framework for understanding e-
recruitment effectiveness. The review draws on scholarly articles, books, conference
papers, government and industry reports published mainly between 2000 and 2026. The
synthesis is organised around technological, organisational and behavioural themes and
is interpreted through the Resource-Based View, Technology Acceptance Model, Unified
Theory of Acceptance and Use of Technology and Human Capital Theory. The review
indicates that e-recruitment can reduce recruitment cost and time, extend access to wider
talent pools, strengthen employer branding, improve candidate matching and support
evidence-based talent decisions. At the same time, the paper finds persistent concerns
related to data privacy, cybersecurity, algorithmic bias, digital exclusion, weak
verification of online information, overdependence on automation and uneven candidate
experience. The proposed framework positions e-recruitment outcomes as the result of
interaction among technological capability, organisational readiness, candidate
perception and ethical governance. The paper contributes by consolidating fragmented
research and by outlining future research directions on ethical Al, algorithmic
accountability, blockchain-enabled credential verification, inclusive recruitment design
and long-term recruitment outcomes.

Keywords: E-recruitment; digital recruitment; talent acquisition; artificial intelligence;
applicant tracking systems; recruitment analytics; employer branding; candidate
experience.



Abbreviations

Abbreviation Full form
Al Artificial Intelligence
ATS Applicant Tracking System
CRM Candidate Relationship Management
DPDP Act Digital Personal Data Protection Act, 2023, India
GDPR General Data Protection Regulation
HRM Human Resource Management
ICT Information and Communication Technology
ML Machine Learning
RBV Resource-Based View
TAM Technology Acceptance Model
UTAUT Unified Theory of Acceptance and Use of Technology




1. Introduction

The digitalisation of work has changed not only where people work but also how
organisations locate, evaluate and appoint them. Recruitment, once dominated by
newspaper advertisements, employment exchanges, placement agencies, walk-in
interviews and campus drives, is now increasingly managed through online platforms
and data-driven systems. The shift has been neither cosmetic nor temporary. It has
altered the speed, reach, cost structure and informational base of recruitment decisions.

E-recruitment refers to the use of internet-based technologies and electronic
platforms to attract, communicate with, screen, assess and select job applicants. In
practical terms, it includes corporate career websites, job portals, social networking sites,
applicant tracking systems, mobile recruitment applications, online assessment tools,
video interviews, chatbots, predictive analytics and Al-supported decision tools. Early e-
recruitment was mostly a matter of posting vacancies online. Contemporary e-
recruitment is broader: it has become a connected talent-acquisition ecosystem in which
candidates, recruiters, algorithms and organisational brands interact continuously.

The growth of e-recruitment is linked with several environmental pressures.
Organisations compete for skilled employees across regions and sectors; candidates
expect quick, transparent and mobile-friendly application processes; HR departments
face pressure to reduce time-to-hire and cost-per-hire; and managers increasingly seek
evidence-based decisions. The COVID-19 pandemic further normalised virtual
interviews, online assessment and digital onboarding. Even after the reopening of
physical workplaces, these digital practices have remained embedded in recruitment
routines.

At the same time, e-recruitment is not a simple success story. Data-driven
recruitment raises uncomfortable questions about privacy, fairness, transparency and
access. Candidate data are collected in large quantities; algorithms may reproduce bias
from historical data; digital platforms may exclude applicants with limited internet access
or digital literacy; and automated communication may leave applicants feeling processed
rather than considered. These tensions make e-recruitment a useful field for conceptual
review because the practice is expanding faster than many organisations' governance
systems.

This paper therefore reviews e-recruitment as a strategic, technological and
human process. It examines its evolution, major trends, organisational opportunities,
implementation challenges and future research directions. It also proposes a conceptual
framework linking e-recruitment technologies with recruitment outcomes and
organisational outcomes, while recognising the moderating role of organisational
readiness, ethical governance and candidate experience.

1.1 Problem Statement

The rapid adoption of e-recruitment has changed recruitment from a largely face-
to-face and paper-based activity into a platform-mediated process. Organisations now
use job portals, career websites, social media, applicant tracking systems, artificial
intelligence and analytics to attract and screen candidates. However, the speed of this



transition has created a practical and academic problem: the benefits of digital
recruitment are widely discussed, but the conditions under which these systems become
effective, fair and trusted are still not sufficiently integrated in the literature.

In practice, organisations often introduce e-recruitment tools to reduce cost and
time, but they may overlook candidate experience, data privacy, digital access,
algorithmic bias and the need for human judgement. In emerging economies such as
India, these concerns become more complex because internet access, digital literacy and
trust in online systems vary across regions and social groups. As a result, e-recruitment
may improve access for some candidates while unintentionally excluding others.

The central problem addressed in this paper is therefore the fragmented
understanding of e-recruitment as a technological, organisational and behavioural
phenomenon. There is a need for a systematic conceptual review that brings together
trends, opportunities, challenges, theoretical explanations and future directions so that
e-recruitment can be understood not merely as a digital tool but as a strategic and
ethically governed recruitment system.

2. Conceptual Background of E-Recruitment

The terms e-recruitment, online recruitment, internet recruitment and digital
recruitment are often used interchangeably, but they do not always carry the same
emphasis. Online recruitment usually refers to internet-enabled vacancy posting and
application submission. Digital recruitment is wider and includes social media
campaigns, mobile platforms, automated screening, analytics, video-based assessment
and digital onboarding. E-recruitment, as used in this paper, refers to the complete set of
technology-enabled recruitment activities from attraction to selection.

Galanaki (2002) described online recruitment as the use of web-based tools for
attracting candidates and assisting selection. Later studies broadened the concept by
showing that e-recruitment involves the design of recruitment websites, applicant
perceptions, organisational attractiveness, information quality and integration with HR
systems (Maurer & Liu, 2007; Lee, 2011). More recent work treats e-recruitment as a
multidimensional HRM practice shaped by technological capability, organisational
objectives and candidate behaviour (Abia & Brown, 2020).

The basic promise of e-recruitment is efficiency, but its value extends beyond
administrative speed. A well-designed e-recruitment system can strengthen employer
image, develop long-term talent communities, support diversity strategies, provide
recruitment metrics, and help organisations compete for scarce skills. Poorly designed
systems, however, can create friction: long online forms, duplicate data entry,
unresponsive portals, unclear assessment criteria and delayed feedback may reduce
applicant trust and damage employer reputation.



3. Evolution of E-Recruitment

E-recruitment has developed through overlapping phases. These phases should
not be read as rigid historical boxes; in practice, many organisations still combine
traditional and digital channels. However, the sequence helps explain how recruitment
moved from physical advertising to data-intensive talent acquisition.

Table 1
Evolution of e-recruitment practices
Phase ApprO)flmate Dominant M.a m Key limitation
period channels contribution
g;wlsfarﬁift’ High cost, slow
Traditional ploy Local reach and | processing,
. Before 1995 | agencies, referrals, ;
recruitment ) personal contact | geographic
campus drives, e
X limits
walk-ins
rpor reer . Limi
Job-board and C.O porate . CaT®T | wider reach and | | ted.
) sites, online job interaction and
website 1995-2005 .. | faster vacancy .
. boards, email | ..., uneven website
recruitment C visibility :
applications quality
LinkedIn, . .
. . Access to passive | Privacy
Social and Facebook, online candidates  and | concerns and
networked 2005-2015 communities, . .
. ) richer employer | informal
recruitment employer-branding , , )
branding screening risks
pages
Automated ATS, Al screenins, Speed, scale, data- | Algorithmic
. chatbots,  mobile . . . .
and analytics- i driven matching | opacity, bias,
. 2015-present | apps, video . i
driven . . and continuous | cyber risks and
. interviews, o .
recruitment o . engagement digital exclusion
predictive analytics

4. Literature Review

The literature on e-recruitment can be grouped into five broad streams: website
and job-portal recruitment, social media recruitment, Al-assisted recruitment, mobile
recruitment and recruitment analytics. Each stream highlights a different stage in the
maturing of digital talent acquisition.

A useful contribution for framing e-recruitment adoption comes from the work of
Mishra and Barik (2023). Although their empirical study examined the intention to
purchase online rather than recruitment, it is relevant because both settings require
users to accept and trust a digital platform before completing a high-involvement
decision. Their emphasis on online behaviour provides conceptual support for examining
trust, perceived usefulness, ease of use and behavioural intention in e-recruitment
environments.

In the recruitment context, trust may be understood as the candidate's confidence
in the authenticity of job information, the privacy of personal data and the fairness of the
employer's digital process. Perceived usefulness may refer to the extent to which
candidates and recruiters believe that e-recruitment improves job search or hiring
outcomes. Ease of use relates to the simplicity of application forms, mobile interfaces and



communication tools. Behavioural intention reflects the willingness of candidates and
recruiters to continue using digital recruitment systems. Thus, Mishra and Barik's (2023)
technology-adoption perspective strengthens the behavioural foundation of the present
conceptual review.

4.1 Recruitment Websites and Online Job Portals

Early studies focused on the ability of organisational websites and online portals
to attract potential applicants. Maurer and Liu (2007) showed that recruitment website
design affects applicant attraction, particularly when websites are easy to navigate and
provide credible information. Chapman and Webster (2003) noted that technology was
being introduced not only in recruitment but also in screening and selection, suggesting
that digital recruitment would gradually become embedded in the whole selection
process.

Job portals reduced dependence on print advertising and allowed both employers
and applicants to search more widely. Their value lies in searchable resume databases,
quicker posting cycles and lower communication costs. However, the same openness also
creates noise. Recruiters may receive large numbers of unsuitable applications, while
candidates may apply to many jobs without serious interest. This changed the recruiter's
problem from finding applicants to identifying relevant applicants within large data
pools.

4.2 Social Media Recruitment and Employer Branding

Social media platforms have given recruitment a relational dimension. Platforms
such as LinkedIn and other professional communities allow organisations to contact
passive candidates, share workplace stories, publicise employee achievements and
maintain a visible employer brand. Nikolaou (2014) argued that social networking sites
influence both job search behaviour and employee recruitment. In this environment,
candidates examine organisational culture before applying; they read employee posts,
evaluate diversity signals, and compare employer reputation across platforms.

Employer branding is therefore no longer restricted to official advertisements. It
is co-produced by recruiters, employees, candidates and online audiences. Positive digital
branding can increase applicant quality and organisational attractiveness, whereas
inconsistent communication or poor candidate reviews may discourage applicants. This
is especially relevant for younger applicants, who often treat an employer's digital
presence as a proxy for workplace culture.

4.3 Artificial Intelligence in Recruitment and Selection

Al has become the most debated development in e-recruitment. Al systems are
used for resume parsing, candidate ranking, job matching, chatbot interaction, interview
scheduling, assessment scoring and prediction of job fit. Black and van Esch (2020)
argued that managers must understand not only what Al-enabled recruiting can do but
also when human judgement remains necessary. Herold and Roedenbeck (2025) mapped
Al research across the recruitment and selection process and found strong attention to



application processing and assessment stages. Mori et al. (2025) examined Al in
recruiting and selection through ethical lenses, highlighting efficiency, fairness and
rights-based concerns.

Al can improve speed and consistency, but it also changes the moral texture of
recruitment. Candidates may not know how their data are scored or why they are
rejected. If past hiring data reflect historical inequalities, algorithms trained on such data
may reproduce those inequalities. The practical question is therefore not whether Al
should be used, but how it should be governed, audited, explained and combined with
human review.

4.4 Mobile Recruitment and Candidate Experience

Mobile recruitment has grown because job search increasingly occurs through
smartphones. A mobile-friendly application system allows candidates to search
vacancies, submit documents, receive updates and attend interviews without depending
on desktop access. In labour markets where candidates move quickly, slow or poorly
designed application portals can cause applicant drop-off. Candidate experience is
therefore a performance issue, not merely a courtesy.

Candidate experience includes clarity of information, length of application forms,
communication speed, feedback, transparency of assessment and respect shown during
the process. Allden and Harris (2013) argued for a networked model of e-recruitment in
which candidate experience becomes part of employer branding. A candidate who is
rejected respectfully may still speak well of the organisation; a candidate ignored by an
automated system may become a quiet critic.

4.5 Recruitment Analytics and Data-Driven Decision-Making

Recruitment analytics refers to the systematic use of data to evaluate recruitment
sources, application conversion, cost-per-hire, time-to-fill, quality-of-hire, diversity
patterns and candidate engagement. Analytics allows HR teams to ask sharper questions:
Which source produces candidates who stay? Which assessment predicts performance?
Where do candidates abandon the application process? Which stages generate unequal
outcomes across groups?

Analytics can move recruitment from intuition toward evidence, but evidence
depends on data quality. If metrics are poorly defined, missing or biased, analytics may
produce a false sense of precision. Recruitment analytics should therefore be linked with
governance, privacy controls and managerial interpretation.

5. Theoretical Foundation

A conceptual review benefits from theory because theory prevents e-recruitment
from being treated as a collection of tools. This paper uses four complementary
theoretical perspectives: Resource-Based View, Technology Acceptance Model, Unified
Theory of Acceptance and Use of Technology, and Human Capital Theory.



5.1 Resource-Based View

The Resource-Based View argues that organisations gain competitive advantage
from valuable, rare, inimitable and non-substitutable resources (Barney, 1991). E-
recruitment technologies can become strategic capabilities when they help organisations
identify and attract talent better than competitors. The technology alone is not the
resource; the resource is the combination of data, platform design, recruiter competence,
employer reputation and timely decision-making.

5.2 Technology Acceptance Model

The Technology Acceptance Model explains adoption through perceived
usefulness and perceived ease of use (Davis, 1989). In e-recruitment, recruiters will use
a system if it reduces workload, improves screening and supports better hiring decisions.
Candidates will engage with a platform if it is convenient, understandable and
trustworthy. A powerful platform that is difficult to use may fail because adoption is
ultimately behavioural, not merely technical.

5.3 Unified Theory of Acceptance and Use of Technology

UTAUT extends technology adoption thinking by adding performance expectancy,
effort expectancy, social influence and facilitating conditions (Venkatesh et al., 2003).
This is valuable for e-recruitment because adoption depends on management support, IT
infrastructure, training and organisational culture. A recruitment chatbot or ATS may be
technically available, but its success depends on whether recruiters are trained,
applicants are informed and managers trust the output.

5.4 Human Capital Theory

Human Capital Theory views employees' knowledge, skills and abilities as
productive assets (Becker, 1964). E-recruitment contributes to human capital
development by improving access to candidates and increasing the probability of
matching skills with organisational needs. From this perspective, recruitment quality is
not simply an HR metric; it is part of long-term organisational capability.

6. Research Gap, Objectives and Research Questions
6.1 Research Gap

The reviewed literature confirms that e-recruitment has become an important
area of digital HRM research. However, the scholarship remains scattered across separate
discussions of job portals, social media, applicant tracking systems, artificial intelligence,
analytics and candidate experience. This fragmentation limits a holistic understanding of
how technological, organisational and behavioural factors jointly shape e-recruitment
effectiveness.

First, many studies concentrate on operational advantages such as speed, cost
reduction and wider applicant reach, while fewer studies explain how e-recruitment
contributes to long-term strategic outcomes such as employer attractiveness, workforce



quality, retention and sustainable competitive advantage. Second, research has paid
relatively limited attention to emerging economies, including India, where digital
recruitment is influenced by uneven digital literacy, internet access, privacy awareness
and trust in online systems.

Third, the behavioural side of e-recruitment remains underdeveloped. Concepts
such as trust, perceived usefulness, ease of use and behavioural intention, highlighted in
related digital adoption research by Mishra and Barik (2023), have not been sufficiently
integrated into e-recruitment models. Fourth, the rise of Al-based screening has created
new concerns about algorithmic bias, transparency, explainability, privacy and
accountability, but these ethical issues are often discussed separately from recruitment
outcomes.

Finally, existing studies seldom provide an integrated conceptual framework that
connects technology adoption, organisational readiness, candidate experience, ethical
governance and recruitment outcomes. The present review addresses this gap by
synthesising the literature and proposing a framework for understanding e-recruitment
as a strategic, behavioural and ethically governed process.

6.2 Objectives of the Study

The study is guided by the following three objectives:

1. To examine the evolution, major trends and theoretical foundations of e-recruitment
in the digital era.

2. To identify the key opportunities and challenges associated with e-recruitment
technologies from organisational and candidate perspectives.

3. To propose a conceptual framework and future research directions for effective,
ethical and candidate-centred e-recruitment adoption.

6.3 Research Questions

The review addresses the following research questions:

1. How has e-recruitment evolved and what major technological trends are shaping
digital recruitment practices?

2. What opportunities and challenges influence the effectiveness of e-recruitment for
organisations and candidates?

3. How can e-recruitment be conceptualised as an ethical, user-centred and strategic
recruitment system?

7. Research Methodology

This paper adopts a systematic conceptual review approach. A systematic
conceptual review differs from a statistical meta-analysis because it does not pool effect
sizes. Instead, it uses a transparent search and synthesis process to organise concepts,
compare themes and develop a framework. The approach is suitable because e-
recruitment is a fast-changing field with technological, managerial and ethical
dimensions.



7.1 Review Design

The review is descriptive, analytical and conceptual. It follows the spirit of
structured review guidance, including clarity of search sources, inclusion criteria and
synthesis procedures (Page etal., 2021), while recognising that the purpose is conceptual
integration rather than clinical-style evidence aggregation. The unit of analysis is the
scholarly or professional publication, not an individual respondent or organisation.

7.2 Sources and Search Strategy

Secondary sources were identified through databases and publishers commonly
used in management and HRM research, including Scopus, Web of Science, Google
Scholar, Emerald, Springer, Wiley, Elsevier and Sage. Search terms included combinations
of: e-recruitment, online recruitment, digital recruitment, internet recruitment, applicant
tracking system, recruitment analytics, Al recruitment, algorithmic hiring, social media
recruitment, mobile recruitment, candidate experience, employer branding, recruitment
ethics and digital HRM. The review prioritised literature published from 2000 to 2026,
while older foundational theoretical works were included where necessary.

7.3 Inclusion and Exclusion Criteria

Studies were included when they addressed e-recruitment, digital HRM, online
recruitment tools, Al-assisted recruitment, recruitment analytics, social media
recruitment, employer branding in recruitment, candidate experience or technology
adoption in HRM. Peer-reviewed articles were prioritised, but selected books,
government documents and high-quality professional reports were used where they
clarified regulation, technology or practice. Publications not related to recruitment,
purely promotional vendor materials, opinion pieces without analytical value and
duplicate sources were excluded.

7.4 Method of Analysis

The selected literature was analysed thematically. First, recurring concepts were
coded under technology, organisation, candidate and governance categories. Second,
similar codes were grouped into broader themes such as automation, employer branding,
analytics, privacy, bias and inclusion. Third, the themes were interpreted through the
four theoretical lenses. Finally, the insights were arranged into a conceptual framework
that explains how e-recruitment inputs influence recruitment and organisational
outcomes.

7.5 Trustworthiness of the Review

To improve trustworthiness, the paper uses multiple source types, distinguishes
between conceptual claims and regulatory developments, and avoids unsupported
numerical claims. Where precise evidence is not available, the discussion is framed
cautiously. The review also includes limitations so that the contribution is clear and not
overstated.
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Table 2
Review protocol used for the systematic conceptual synthesis

and sources

Element Specification
Review type | Systematic conceptual review with thematic synthesis
Time span Mainly 2000-2026; older works included for foundational theory
Databases Scopus, Web of Science, Google Scholar, Emerald, Springer, Wiley, Elsevier,

Sage, books, conference papers, government and industry reports

Core search

E-recruitment, digital recruitment, online recruitment, Al recruitment,
applicant tracking system, recruitment analytics, social media recruitment,

terms mobile recruitment, candidate experience, employer branding
Inclusion Technology-enabled recruitment, recruitment outcomes, candidate
focus behaviour, HRM strategy, ethics and governance
Exclusion Unrelated HR functions, purely promotional vendor material, duplicate
focus sources, sources without conceptual or empirical relevance
Synthesis . .
method Thematic coding followed by conceptual framework development

8. Proposed Conceptual Framework

The proposed framework treats e-recruitment as an interaction between
technology, organisational capability and candidate response. Digital tools do not
automatically produce better hiring outcomes. Their effects depend on how they are

designed, governed and experienced.
Figure 1 presents the conceptual flow. Technological factors enable the e-
recruitment process. Organisational readiness and governance shape how the process
operates. Recruitment outcomes then influence broader organisational outcomes.
Figure 1
Conceptual framework for e-recruitment effectiveness

Al and machine

Candidate sourcing

Faster hiring

Technological E-Recruitment Recruitment Organisational
Enablers Process Outcomes Outcomes
Job advertisement Lower cost

Talent acquisition

learnin o . effectiveness
g Application Better candidate .
ATS . Workforce quality
. . management matching .
Social media . . Employee retention
Resume screening Improved candidate .
platforms . Human capital
. C Assessment and experience
Mobile applications . . development
. . interview Stronger employer L
Recruitment analytics L . Competitive advantage
coordination attractiveness
Candidate
mmunicati Higher pr .
communication lgher process Strategic workforce
. Feedback consistency .
Data infrastructure planning
: management Improved source : ,
Cybersecurity systems . Learning recruitment
. . Talent-pool effectiveness
Integration with HRIS system
development More transparent . )
. . . Reputation benefits
Digital onboarding metrics
linkages
Organisational Candidate trust
Moderating readiness Digital access Sustainable and
conditions Recruiter digital Perceived fairness inclusive recruitment
capability Privacy assurance
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Technological E-Recruitment Recruitment Organisational
Enablers Process Outcomes Outcomes
Leadership support
Legal compliance
Ethical Al
governance
Technology improves recruitment only when supported by human
judgement, accountable governance and candidate-centred design.

Core assumption

8.1 Conceptual Propositions

e P1: The perceived usefulness and ease of use of e-recruitment systems positively
influence adoption by recruiters and applicants.

e P2: Organisational readiness strengthens the relationship between e-recruitment
technologies and recruitment efficiency.

e P3: Candidate experience mediates the relationship between digital recruitment
process quality and employer attractiveness.

e P4: Ethical governance moderates the effect of Al-enabled recruitment on perceived
fairness and candidate trust.

e P5: Recruitment analytics improves strategic recruitment outcomes when data quality,
privacy protection and human interpretation are present.

e P6: E-recruitment contributes to sustainable competitive advantage when it improves
access to high-quality human capital and supports retention beyond the point of hiring.

9. Emerging Trends in E-Recruitment

Five trends dominate the contemporary e-recruitment landscape: Al-supported
automation, applicant tracking systems, social media recruitment, mobile-first
recruitment and recruitment analytics. A sixth trend, digital credential verification, is
emerging as organisations search for reliable ways to validate qualifications and
experience.

9.1 Al and Machine Learning

Al and machine learning systems are increasingly used to parse resumes, rank
candidates, match skills with job descriptions, schedule interviews and support
assessments. Their appeal lies in scale and speed. They can help recruiters handle large
applicant pools, identify patterns in candidate profiles and reduce repetitive work.
However, the use of Al also shifts responsibility. Recruiters must understand what the
system measures, what data it uses and how decisions can be explained.

The strongest argument for Al recruitment is not replacement of human
judgement but augmentation. Routine screening may be automated, but final judgement
should involve trained human review, especially where selection affects livelihoods and
equal opportunity.
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9.2 Applicant Tracking Systems

Applicant Tracking Systems have become the operational backbone of e-
recruitment. They centralise vacancy posting, application capture, resume storage,
workflow tracking, recruiter notes, interview scheduling and communication. When
properly implemented, an ATS reduces administrative fragmentation and improves
process visibility.

However, ATS design can also create barriers. Keyword-based filters may
disadvantage non-traditional applicants whose experience is relevant but not expressed
in expected terms. Complex forms may discourage candidates. For this reason, ATS
performance should be assessed not only through recruiter convenience but also through
applicant completion rates, accessibility and fairness.

9.3 Social Media and Recruitment Marketing

Recruitment marketing has become inseparable from social media. Employers use
digital content to communicate culture, values, benefits, career paths and employee voice.
Social media helps reach passive candidates who may not search job boards actively. It
also allows faster circulation of vacancies across professional networks.

At the same time, social media screening creates ethical risks. Recruiters may
encounter personal information that is irrelevant to job performance and potentially
linked to protected characteristics. Organisations should therefore separate legitimate
professional sourcing from intrusive or discriminatory informal screening.

9.4 Mobile-First Recruitment

Mobile-first recruitment reflects the everyday behaviour of candidates. Many
applicants search for jobs during travel, breaks or after work using smartphones. A
recruitment process that works only on desktop devices may appear outdated and
inaccessible. Mobile-first design requires short forms, readable job descriptions,
document-upload flexibility, real-time notifications and secure interfaces.

For emerging economies, mobile recruitment is especially important because
smartphones may be the primary internet device for many candidates. Inclusive
recruitment design should therefore treat mobile access as a core requirement rather
than a decorative feature.

9.5 Recruitment Analytics and Predictive Insight

Recruitment analytics gives managers a way to evaluate what was previously
hidden. Source effectiveness, application drop-off, interview-to-offer ratios, cost-per-
hire, time-to-fill and quality-of-hire can be tracked over time. Predictive analytics can also
support workforce planning by identifying future talent needs.

The practical risk is metric obsession. Fast hiring is not necessarily good hiring;
low cost may come at the expense of quality or diversity. Recruitment dashboards should
therefore combine efficiency metrics with fairness, quality and candidate-experience
indicators.
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9.6 Digital Credentials and Blockchain-Based Verification

Digital credential verification is an emerging area in e-recruitment. Employers
often struggle to verify online claims about degrees, certificates, skills and work
experience. Blockchain-based credentials and secure digital certificates may reduce fraud
by allowing candidates to share verifiable records. The technology is still developing, but
the problem it addresses is real: information authenticity is one of the weakest links in
online recruitment.

10. Opportunities of E-Recruitment

E-recruitment offers opportunities at operational, strategic and societal levels.
Operationally, it can reduce repetitive work, paperwork and communication delays.
Strategically, it can expand talent access, strengthen employer branding and support
workforce planning. Socially, it can improve access to job information if platforms are
inclusive and accessible.

10.1 Cost and Time Efficiency

Digital job posting, automated communication, resume databases and ATS
workflows reduce the cost and time involved in recruitment. Recruiters can post
vacancies across multiple channels quickly, receive applications electronically and
maintain searchable records. These efficiencies are particularly valuable for
organisations that recruit frequently or across multiple locations.

10.2 Wider and More Diverse Talent Pools

E-recruitment allows organisations to reach candidates beyond local labour
markets. This is useful in skill-scarce sectors and for remote or hybrid work
arrangements. Wider reach can also support diversity when job information is accessible
to candidates from different regions and backgrounds. However, wider reach must be
paired with inclusive screening; otherwise, technology may widen the funnel but narrow
the final selection unfairly.

10.3 Employer Branding

Digital recruitment channels allow organisations to communicate more than job
requirements. They can present culture, employee stories, learning opportunities, social
responsibility and diversity commitments. A consistent digital employer brand can
attract applicants whose values align with the organisation and can reduce uncertainty
before application.

10.4 Better Candidate Matching

E-recruitment systems can improve matching by analysing job requirements and
candidate information systematically. Al-supported matching may identify candidates
whose skills fit the role, even when their previous job titles differ. This is useful in
changing labour markets where skills may matter more than traditional credentials.

14



Human review remains important because potential, motivation and contextual fit are
difficult to reduce to keywords.

10.5 Evidence-Based Recruitment Decisions

Recruitment analytics can help organisations learn from their own hiring data. By
comparing sources, selection stages, candidate feedback and post-hire outcomes, HR
teams can improve recruitment design. Evidence-based recruitment also supports
accountability because decisions can be reviewed against stated criteria rather than
informal impressions.

10.6 Talent Pool Development

Candidates who are not selected for one role may be suitable for future vacancies.
Candidate relationship management tools, talent communities and periodic
communication allow organisations to maintain engagement without restarting the
search every time a vacancy arises.

11. Challenges of E-Recruitment

The benefits of e-recruitment come with serious challenges. These challenges are
not accidental side effects; they arise from the same features that make e-recruitment
powerful: scale, data, automation and reach.

11.1 Data Privacy and Security

Recruitment systems collect personal data, including identity details, contact
information, educational history, employment records, test scores and sometimes
behavioural or biometric information. This makes recruitment platforms attractive
targets for cyberattacks and creates legal responsibilities for employers. In India, the
Digital Personal Data Protection Act, 2023 provides a statutory framework for processing
digital personal data. For organisations recruiting across borders, GDPR and similar data
protection regimes also become relevant.

Privacy protection should therefore be built into recruitment design. Candidates
should know what data are collected, why they are collected, how long they will be stored,
who can access them and how they can request correction or deletion where applicable.

11.2 Algorithmic Bias and Lack of Transparency

Al recruitment tools may appear objective because they use mathematical models,
but their outputs depend on training data, model design and organisational assumptions.
If historical hiring patterns contain bias, a model may learn and repeat that bias. If the
model is opaque, candidates and recruiters may not understand why a candidate was
filtered out.

Regulators are beginning to respond. The EU Al Act identifies Al systems used in
recruitment or selection, such as tools that place targeted job advertisements, filter
applications or evaluate candidates, as high-risk systems. New York City's Local Law 144
also requires bias audits and candidate notices for automated employment decision tools

15



in covered situations. These developments show that recruitment automation is
becoming a governance issue, not only an HR convenience.

11.3 Digital Divide and Accessibility

E-recruitment may unintentionally exclude candidates with limited internet
access, low digital literacy, disability-related access needs or language barriers. A system
that assumes stable broadband, advanced digital skills and English-only interaction may
work well for privileged applicants while disadvantaging others. In developing
economies and rural regions, this risk deserves particular attention.

Inclusive design requires mobile compatibility, simple navigation, accessible
formats, multilingual support where appropriate and alternative channels for candidates
who cannot complete digital processes easily.

11.4 Information Authenticity

Online recruitment makes it easy for applicants to submit information quickly, but
it can also make exaggeration or fraud easier. False certificates, inflated experience claims
and copied portfolios create verification challenges. Organisations may respond through
background checks, reference verification, digital credentials and probationary
assessment. Verification should be proportionate and respectful, avoiding unnecessary
intrusion.

11.5 Application Overload

A job advertisement posted online can attract hundreds or thousands of
applications. While this increases reach, it also increases screening burden. Recruiters
may become dependent on filters and keywords, which can lead to mechanical
shortlisting. Good recruitment design should therefore improve job descriptions, use
screening questions carefully and make selection criteria explicit.

11.6 Loss of Human Touch

Candidates often judge an employer by how they are treated during recruitment.
Highly automated systems may create speed but reduce empathy. No acknowledgement,
delayed updates and generic rejection messages can make candidates feel invisible.
Organisations should use automation for routine updates but preserve human
interaction at important points, especially interviews, feedback and final decisions.

11.7 Legal and Regulatory Complexity

As recruitment systems handle more data and automated decisions, legal
exposure increases. Data protection, anti-discrimination law, labour regulation and Al-
specific rules may apply simultaneously. Organisations operating in multiple
jurisdictions must monitor regulatory differences and document their recruitment
processes. Compliance should be treated as part of recruitment quality, not as an
afterthought.
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Table 3

Major challenges of e-recruitment and practical safeguards

Challenge

Risk

Suggested safeguard

Data privacy

Misuse, breach or excessive
retention of candidate data

Privacy notices, data minimisation,
secure storage, retention policy and
access control

Poor candidate

mouth and weaker employer

Discriminatory shortlistine or Bias audits, representative data,
Algorithmic bias scorin y & explainability checks and human
5 oversight
. . . Mobile-friendly design, accessibili
. o Exclusion of candidates with y & . 'ty
Digital divide . RS standards, alternative application
limited access or digital literacy
support
Application Large unsuitable applicant | Clear job criteria, structured screening,
overload pools and recruiter fatigue calibrated filters
Drop-off, negative word-of-

Short forms, timely updates, feedback

experience brand and transparent stages

Information False qualifications or | Proportionate background checks and

authenticity exaggerated experience digital credential verification
Technological System failures and rigid | Contingency plans, vendor review and

dependence automated decisions human escalation paths

12. Discussion and Critical Analysis

The review shows that e-recruitment has moved from convenience technology to
strategic infrastructure. Earlier online recruitment primarily helped organisations post
vacancies more cheaply and widely. Contemporary e-recruitment reshapes the whole
recruitment chain, from attraction to selection and from employer branding to post-hire
learning.

The most important finding is that technology does not act alone. The same ATS
can improve consistency in one organisation and frustrate candidates in another. The
same Al screening tool can support recruiters when audited and explained, or reproduce
unfairness when deployed blindly. The same social media campaign can build employer
trust when authentic, or appear artificial when disconnected from actual workplace
culture.

The RBV interpretation suggests that e-recruitment becomes a strategic resource
only when it is embedded in organisational capabilities. Buying software is easy;
developing recruitment intelligence is harder. Organisations need recruiters who
understand data, managers who respect fairness, IT teams that secure systems and
leadership that treats recruitment as a long-term human capital investment.

The TAM and UTAUT perspectives explain why many digital recruitment tools
underperform. If recruiters find systems cumbersome, they create workarounds. If
candidates find portals confusing, they abandon applications. If management does not
provide training and infrastructure, adoption remains superficial. Technology acceptance
is therefore central to recruitment outcomes.

The ethical discussion is equally important. Recruitment decisions affect access to
income, dignity and career opportunity. When algorithms are used, organisations should
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be able to explain the role of automation, monitor outcomes and allow human review.
Ethical recruitment is not opposed to efficiency; it protects the legitimacy of efficiency.
Candidate experience emerges as a bridge between operational process and
employer brand. A recruitment system may be efficient internally but damaging
externally if candidates experience it as cold, opaque or disrespectful. The best e-
recruitment systems combine speed with clarity and automation with human attention.

13. Managerial Implications

For HR managers, the first implication is strategic alignment. E-recruitment
should be connected with workforce planning, employer branding and diversity goals.
Digital tools should not be adopted merely because competitors use them; they should
solve clearly identified recruitment problems.

Second, organisations should invest in recruiter capability. Recruiters need digital
literacy, data interpretation skills, awareness of algorithmic bias and the ability to
communicate transparently with candidates. Training should include both technical use
of systems and ethical judgement.

Third, organisations should audit candidate experience. Drop-off rates,
application completion time, candidate feedback and communication delays should be
monitored. The applicant journey should be tested on mobile devices and with different
user profiles.

Fourth, Al-enabled tools should be governed through human oversight, vendor
accountability and periodic bias review. Managers should ask vendors about training
data, explainability, auditability, data storage and compliance. A tool that cannot be
explained should not be allowed to make high-impact decisions without review.

Fifth, recruitment analytics should include quality and fairness indicators, not
only speed and cost. A dashboard that rewards speed alone may encourage shallow
hiring. Balanced metrics should include quality-of-hire, retention, diversity, candidate
satisfaction and source effectiveness.

14. Policy and Regulatory Implications

Policy makers face the difficult task of encouraging digital innovation while
protecting candidates. Recruitment is a high-impact domain because exclusion from
hiring opportunities affects livelihoods. Regulation should therefore focus on
transparency, data protection, bias testing, candidate notice and human review
mechanisms.

For India, the DPDP Act creates a privacy foundation for digital recruitment.
Organisations should prepare recruitment-specific data governance practices, including
notice, consent or lawful processing basis, retention rules and grievance handling. As Al
recruitment expands, more explicit guidance on automated employment decisions may
become necessary.

International developments such as the EU Al Act and New York City's AEDT rules
show that algorithmic recruitment is moving into the regulatory spotlight. These
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developments may influence global HR practice because multinational organisations
often standardise recruitment platforms across regions.
15. Future Research Directions

Future research should move beyond whether e-recruitment is useful and ask
under what conditions it is useful, fair and sustainable. The following areas deserve

focused attention.

Table 4
Future research agenda
Research area Suggested research questions Possible method
Explainable Al in How do explanation quality and human Experiment, survey, field
recruitment review affect candidate trust? study
E-recruitment and Do digital recruitment methods predict o
. . . Longitudinal study

retention post-hire retention and performance?

Candidate Which stages of digital recruitment most | Mixed-methods candidate
experience influence employer attractiveness? journey mapping

Inclusi . . .
rechuliltsmveent How do mobile access, language and Usability testing and

design accessibility affect application completion? comparative survey
. - Which audit practices detect and reduce : : .
Algorithmic bias p . Audit study and simulation
unequal selection outcomes?
Emerging How do infrastructure, digital literacy and .
. . . : Comparative case study

economies regulation shape e-recruitment adoption?

Blockchain Can verifiable credentials reduce fraud Pilot implementation
credentials without increasing exclusion? study

16. Limitations of the Study

This study is conceptual and based on secondary sources. It does not test
hypotheses with primary data and does not measure the actual performance of any
specific recruitment platform. The review covers a wide body of literature but cannot
claim to include every publication on e-recruitment. Rapid technological change also
means that some tools and regulations may evolve after the completion of the review.
Finally, the proposed framework requires empirical testing across industries, countries
and organisational sizes.

17. Conclusion

E-recruitment has become an indispensable part of modern HRM. It has expanded
the reach of recruitment, reduced administrative burden, improved communication
speed and opened possibilities for data-driven talent acquisition. Its value, however,
depends on more than the adoption of digital tools. Effective e-recruitment requires a
thoughtful combination of technology, organisational readiness, candidate-centred
design and ethical governance.

The review indicates that Al, ATS platforms, social media recruitment, mobile
applications and analytics are reshaping recruitment practice. These tools offer clear
opportunities in cost reduction, speed, employer branding, candidate matching and
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workforce planning. Yet they also generate risks related to privacy, algorithmic bias,
digital exclusion, information authenticity and loss of human connection.

The proposed framework explains e-recruitment effectiveness as a process that
begins with technological enablers, moves through recruitment practices, produces
recruitment outcomes and contributes to organisational outcomes. Moderating
conditions such as leadership support, recruiter competence, data quality, legal
compliance and candidate trust determine whether technology becomes a strategic asset
or an expensive source of friction.

The future of recruitment will likely be hybrid: digital in infrastructure, analytical
in decision support and human in judgement. Organisations that balance efficiency with
fairness, automation with explanation, and reach with inclusion will be better positioned
to attract and retain talent in the digital era.

Funding Statement
The authors received no specific funding for this conceptual review.

Conflict of Interest Statement
The authors declare no conflict of interest.

Ethical Statement

This study is based on secondary sources and does not involve human
participants, personal interviews, experiments or identifiable primary data. Formal
ethics approval was therefore not required.

Data Availability Statement
No primary dataset was generated for this study. The review is based on publicly
available scholarly and professional sources cited in the reference list.

Author Contribution Statement

Rumaisa Siddiqui contributed to conceptualisation, literature identification,
drafting and synthesis. Dr. Bhagabat Barik contributed to supervision, conceptual
refinement, critical review and final manuscript improvement.

20



References

1.

10.

11.

12.

13.

14.

Abia, M., & Brown, I. (2020). Conceptualizations of e-recruitment: A literature review
and analysis. In M. Hattingh, M. Matthee, H. Smuts, 1. Pappas, Y. Dwivedi, & M.
Maéntymaki (Eds.), Responsible Design, Implementation and Use of Information
and Communication Technology (pp. 370-382). Springer.
https://doi.org/10.1007/978-3-030-44999-5_31

Allden, N.,, & Harris, L. (2013). Building a positive candidate experience: Towards a
networked model of e-recruitment. Journal of Business Strategy, 34(5), 36-47.
https://doi.org/10.1108/]BS-11-2012-0072

Alzhrani, A. M. (2020). The effectiveness of e-recruitment software over other online-
based recruitment methods. Global Journal of Economic and Business, 8(1), 1-
15.

Anand, |, & Chitra, D. S. (2016). The impact of e-recruitment and challenges faced by
HR professionals. International Journal of Applied Research, 2(3), 410-413.

Barber, A. E. (1998). Recruiting employees: Individual and organizational
perspectives. Sage Publications.

Barney, J. (1991). Firm resources and sustained competitive advantage. Journal of
Management, 17(1), 99-120. https://doi.org/10.1177/014920639101700108

Becker, G. S. (1964). Human capital: A theoretical and empirical analysis, with special
reference to education. University of Chicago Press.

Black, J. S., & van Esch, P. (2020). Al-enabled recruiting: What is it and how should a
manager use it? Business Horizons, 63(2), 215-226.
https://doi.org/10.1016/j.bushor.2019.12.001

Bondarouk, T., Harms, R, & Lepak, D. (2017). Does e-HRM lead to better HRM
service? The International Journal of Human Resource Management, 28(9),
1332-1362. https://doi.org/10.1080/09585192.2015.1118139

Breaugh, ]J. A. (2017). Employee recruitment: Current knowledge and important
areas for future research. Human Resource Management Review, 27(1), 3-15.
https://doi.org/10.1016/j.hrmr.2016.06.003

Chapman, D. S., & Webster, J. (2003). The use of technologies in the recruiting,
screening, and selection processes for job candidates. International Journal of
Selection and Assessment, 11(2-3), 113-120. https://doi.org/10.1111/1468-
2389.00234

Davis, F. D. (1989). Perceived usefulness, perceived ease of use, and user acceptance
of information  technology. MIS  Quarterly, 13(3), 319-340.
https://doi.org/10.2307 /249008

Dhamija, P. (2012). E-recruitment: A roadmap towards e-human resource
management. Researchers World, 3(3), 33-39.

European Parliament and Council of the European Union. (2024). Regulation (EU)
2024/1689 laying down harmonised rules on artificial intelligence (Artificial
Intelligence Act). Official Journal of the European Union.

21



15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

Feldman, D. C., Bearden, W. 0., & Hardesty, D. M. (2006). Varying the content of job
advertisements: The effects of message specificity. Journal of Advertising,
35(1), 123-141. https://doi.org/10.2753/J0A0091-3367350108

Galanaki, E. (2002). The decision to recruit online: A descriptive study. Career
Development International, 7(4), 243-251.
https://doi.org/10.1108/13620430210431325

Government of India. (2023). The Digital Personal Data Protection Act, 2023 (No. 22
of 2023). Ministry of Electronics and Information Technology.

Herold, M., & Roedenbeck, M. R. H. (2025). Al-driven research in the recruitment and
selection process: Application of an Al taxonomy with a systematic literature
review. SAGE Open, 15(3). https://doi.org/10.1177/21582440251361746

Holm, A. B. (2012). E-recruitment: Towards an ubiquitous recruitment process and
candidate relationship management. German Journal of Human Resource
Management, 26(3), 241-259.
https://doi.org/10.1177/239700221202600303

Kashi, K., & Zheng, C. (2013). Extending technology acceptance model to the e-
recruitment context in Iran. International Journal of Selection and Assessment,
21(3), 305-316. https://doi.org/10.1111/ijsa.12045

Kaur, P. (2015). E-recruitment: A conceptual study. International Journal of Applied
Research, 1(8), 78-82.

Kothari, C. R., & Garg, G. C. (2019). Research methodology: Methods and techniques
(4th ed.). New Age International.

Lee, 1. (2011). Modeling the benefit of e-recruiting process integration. Decision
Support Systems, 51(1), 230-239. https://doi.org/10.1016/j.dss.2010.12.011

Lievens, F., & Harris, M. M. (2003). Research on internet recruiting and testing:
Current status and future directions. In C. L. Cooper & I. T. Robertson (Eds.),
International Review of Industrial and Organizational Psychology (Vol. 18, pp.
131-165). Wiley.

Maurer, S. D., & Liu, Y. (2007). Developing effective e-recruiting websites: Insights for
managers from marketers. Business Horizons, 50(4), 305-314.
https://doi.org/10.1016/j.bushor.2007.01.002

Mishra, S., & Barik, B. (2023). An empirical study of the critical influencing factors
decisive for the intention to purchase online. International Journal of
Professional Business Review, 8(3), 1-15.

Mori, M., Sassetti, S., Cavaliere, V., & Bonti, M. (2025). A systematic literature review
on artificial intelligence in recruiting and selection: A matter of ethics.
Personnel Review, 54(3), 854-878. https://doi.org/10.1108/PR-03-2023-
0257

New York City Department of Consumer and Worker Protection. (n.d.). Automated
employment decision tools. https://www.nyc.gov/site/dca/about/automated-
employment-decision-tools.page

22



29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

Nikolaou, I. (2014). Social networking web sites in job search and employee
recruitment. International Journal of Selection and Assessment, 22(2), 179-
189. https://doi.org/10.1111/ijsa.12067

Page, M. ], McKenzie, ]. E., Bossuyt, P. M., Boutron, 1., Hoffmann, T. C., Mulrow, C. D.,
Shamseer, L., Tetzlaff, J. M., AKkl, E. A, Brennan, S. E., Chou, R., Glanville, ]J.,
Grimshaw, ]. M., Hrobjartsson, A., Lalu, M. M., Li, T., Loder, E. W., Mayo-Wilson,
E., McDonald, S., ... Moher, D. (2021). The PRISMA 2020 statement: An updated
guideline for reporting systematic reviews. BM], 372, Article n71.
https://doi.org/10.1136/bmj.n71

Parry, E., & Tyson, S. (2008). An analysis of the use and success of online recruitment
methods in the UK. Human Resource Management Journal, 18(3), 257-274.
https://doi.org/10.1111/j.1748-8583.2008.00070.x

Peters, K. (2001). Five keys to effective e-recruiting. Ivey Business Journal, 65(5), 10-
14.

Stone, D. L., Deadrick, D. L., Lukaszewski, K. M., & Johnson, R. (2015). The influence
of technology on the future of human resource management. Human Resource
Management Review, 25(2), 216-231.
https://doi.org/10.1016/j.hrmr.2015.01.002

Torraco, R. ]J. (2005). Writing integrative literature reviews: Guidelines and
examples. Human Resource Development Review, 4(3), 356-367.
https://doi.org/10.1177/1534484305278283

Van Esch, P., Black, ]. S., & Ferolie, ]. (2019). Marketing Al recruitment: The next phase
in job application and selection. Computers in Human Behavior, 90, 215-222.
https://doi.org/10.1016/j.chb.2018.09.009

Venkatesh, V., Morris, M. G., Davis, G. B., & Davis, F. D. (2003). User acceptance of
information technology: Toward a unified view. MIS Quarterly, 27(3), 425-478.
https://doi.org/10.2307/30036540

Woods, S. A., Ahmed, S., Nikolaou, 1., Costa, A. C., & Anderson, N. (2020). Personnel
selection in the digital age: A review of validity and applicant reactions, and
future research challenges. European Journal of Work and Organizational
Psychology, 29(1), 64-77. https://doi.org/10.1080/1359432X.2019.1681401

Zhang, L., & Ghorbani, A. A. (2020). An overview of online recruitment systems.
Information Systems Frontiers, 22(4), 917-934.
https://doi.org/10.1007 /s10796-019-09920-7

23



