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ABSTRACT. This article aims to examine the impact and effectiveness of e-

recruitment process in the healthcare industry in Tamil Nadu. This study high-

lights how e-recruitment practices developing the hiring process in healthcare 

organizations, offering advantages such as time efficiency, cost reduction and 

broader reach in candidate sourcing also it investigates the challenges associated 

with e-recruitment in healthcare sector, such as data security, privacy concerns 

and need for approaches to accommodate unique requirements of healthcare po-

sitions. The artificial intelligence and data analytics in e-recruitment will improve 

the quality of hires in the healthcare sector. The e-recruitment practices can assist 

the healthcare organizations to address staffing needs, enhance patient care and 

streamline the process. The healthcare sector has seen significant transformations 

with the advent of digital technologies, including the adoption of e-recruitment 

process. 

Keywords: e-recruitment, digital infrastructure, healthcare sector and transfor-

mations. 
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The healthcare industries faces unique challenges in talent acquisition due to the 

stringent regulatory requirements, critical nature of its services and evolving pa-

tient needs. In response to these challenges, healthcare organizations are increas-

ingly turning to digital solutions, particularly e-recruitment processes, to streamline 

the hiring process. E-recruitment involves the use of technologies and digital plat-

forms to attract, screen and select right candidates for employment. In recent years, 

the e-recruitment process offering numerous benefits over traditional recruitment 
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methods. These benefits includes cost savings, enhanced efficiency, improved can-

didate experience and broader reach.  

By developing applicant tracking systems, online job boards and social media plat-

forms, healthcare organizations can expedite the hiring process and reach a wider 

pool of qualified candidates[2]. The e-recruitment enables the real-time communi-

cation between organizations and candidates, helping to reduce hiring time and 

faster decision-making. The e-recruitment process offering unique challenges in 

the healthcare sector, healthcare positions require specialized skills and qualifica-

tions, making it essential for e-recruitment to effectively screen candidates based 

on certifications and clinical competencies, (Nickil V. Patil, Kapse, Vishal S. Patil 

&Avinash, 2012). 

2 REVIEW OF LITERATURE 

[1], e-recruitment facilitates more effective candidate screening, resulting in high-

er-quality hires and improved workforce outcomes. By leveraging data analytics 

and assessment tools, healthcare organizations can identify candidates with the 

right skills, competencies, and cultural fit for their organizations. [2], By develop-

ing online platforms and tools, healthcare organizations can streamline the recruit-

ment process, reducing the time from job posting to candidate selection. Recruit-

ment is crucial in the healthcare sector, vacancies need to be filled promptly to en-

sure uninterrupted patient care. 

According to [9], E-recruitment platforms offer user-friendly interfaces for candi-

dates to search and apply for positions. This enhances the candidate experience, 

which is essential for attracting top talent, especially in a competitive field like 

healthcare. [10]. E-recruitment platforms come with built-in analytics tools that al-

low organizations to track recruitment metrics such as application rates, time to 

hire, and source effectiveness. Analysing these data points can help healthcare sec-

tors to fine-tune their recruitment strategies for better results. 

[11], This transparency helps candidates to make informed decisions to apply for a 

better position, leading to better alignment between candidate expectations and or-

ganizational needs.[12] E-recruitment offers numerous benefits to the healthcare 

sector, its effectiveness depends on various factors such as availability of reliable 

internet connectivity, digital literacy level of workforce, and the extent of adoption 

by IT industry. 

2.1 E-RECRUITMENT 

E-recruitment is also known as internet-based recruitment or online recruitment, it 

is a modern approach to the traditional hiring process. It involves developing tech-

nologies and digital platforms to attract, screen and select candidates for job va-

cancies [5]. This method has gained popularity due to cost-effectiveness, its effi-

ciency and ability to reach a wider pool of candidates as compared to traditional 

recruitment methods. In e-recruitment, job postings are typically advertised on var-
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ious online platforms such as company websites, social media channels, job boards 

and professional networking sites. The candidates can submit the applications 

through online application systems or email.[6], the hiring managers and recruiters 

use digital tools to screen resumes, conduct assessments and schedule interviews. 

The e-recruitment offers numerous advantages, including reduced administrative 

burden, faster hiring cycles, improved candidate experience and lower costs. How-

ever, it also presents challenges such as ensuring data security and privacy, manag-

ing large volume of applications, and maintaining fairness and diversity in the hir-

ing process. E-recruitment has become an essential part of modern talent acquisi-

tion strategies, enabling organizations to adapt to the digital age and effectively 

compete for top talent in today's competitive job market [7]. E-recruitment enhanc-

es the candidate experience by providing user-friendly application portals.  

2.2 E-Recruitment process of healthcare sector 

Identifying Staffing Needs. This process begins with healthcare organizations to 

identify the staffing requirements based on patient volume, service demand, and 

organizational growth. Departments and hiring managers collaborate to determine 

the number of vacancies and types of positions needed to maintain quality patient 

care and its development. 
Job Posting and Advertising: Healthcare organizations utilize e-recruitment plat-

forms including own websites, professional networking sites, online job boards, 

and advertise open positions.  

Candidate Application Submission, application Screening and Shortlisting: In-

terested candidates submit their applications through the healthcare organization's 

online portal or designated e-recruitment platform-recruitment systems automate 

the initial screening process by scanning applicant resumes, qualifications, and rel-

evant experience. The hiring managers or recruiters review the shortlisted candi-

dates to assess their suitability for the position based on the criteria. 

Interviews and Selection: Shortlisted candidates are invited to participate in inter-

views, which may be conducted in-person, through virtual interview platforms or 

via video conferencing. Interview panels comprised of department heads, hiring 

managers, and other stakeholders assess candidates based on the cultural fit, clini-

cal expertise, communication skills and alignment with organizational values. 

Offer Negotiation and On-boarding: Once a candidate is selected, healthcare or-

ganizations extend job offers, negotiate compensation packages and facilitate on-

boarding process. E-recruitment systems streamline offer management process by 

generating offer letters and providing new hires with access to on-boarding materi-

als and orientation resources. 

2.3 FACTORS INFLUENCING THE IMPACT AND EFFECTIVENESS OF 

E-RECRUITMENT IN THE HEALTHCARE SECTOR  

Technological Infrastructure: The availability and sophistication of technologi-

cal infrastructure within healthcare organizations play a crucial role in the effec-
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tiveness of e-recruitment. The factors such as integration with other HR systems, 

usability of applicant tracking systems and data security measures impact the effi-

ciency and reliability of e-recruitment processes. Healthcare organizations must 

comply with various regulations and standards, such as general data protection 

regulation and equal employment opportunity commission guidelines. The candi-

date experience throughout the e-recruitment process influences the organization's 

ability to attract and retain top talent. Timely communication, user-friendly appli-

cation portals and transparent feedback mechanisms contribute to a positive candi-

date experience. 

Quality of Job Postings: The accuracy of job postings impact the quality and rel-

evance of applicant pools, the clear job descriptions outlining job responsibilities, 

qualifications and expectations help to attract candidates with the requisite skills 

and competencies for healthcare roles. The brand image and reputation of 

healthcare organizations influence the ability to attract and retain talent. The E-

recruitment strategies should incorporate practices to attract candidates from di-

verse backgrounds groups. Developing artificial intelligence and data analytics 

tools can enhance the effectiveness of e-recruitment by improving candidate sourc-

ing, screening and the selection process.  

Efficiency: E-recruitment streamlines the hiring process in healthcare organiza-

tions, reducing time and resources required to fill vacant positions. Online job post-

ings, automated application screening and electronic document management accel-

erate recruitment workflows, enabling healthcare providers to address staffing 

shortages. 

Cost Savings: The traditional recruitment methods, such as manual application 

processing and print advertising can be expensive. The e-recruitment minimizes 

costs associated with advertising, postage, printing and resulting in substantial sav-

ings for healthcare organizations. Moreover, the turnover rates and reduction in 

time-to-hire can further contribute to cost savings associated with recruitment and 

training. The social media platforms, online job boards and professional network-

ing sites expand the reach of healthcare job postings and attracting candidates from 

diverse geographic locations.  

OBJECTIVES 

 To examine the efficiency of e-recruitment processes compared to traditional 

methods in terms of time taken to fill vacancies and cost-effectiveness. 

 To study whether e-recruitment leads to the selection of higher quality candidates. 

HYPOTHESIS 

 There is no significant difference in technological Infrastructure and quality of job 

postings. 

 There is no association between quality of job posting and continuous improve-

ment. 
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3 METHODOLOGY  

Employ structured questionnaires to collect quantitative data from HR profession-

als, hiring managers and recruited candidates. Conducted semi-structured inter-

views with key stakeholders, including recruiters, HR personnel, and newly hired 

employees, to gain insights into their experiences and perceptions regarding e-

recruitment process. 

4 ANALYSIS AND RESULTS 

Table: 1 

Descriptive Statistics 

 Mean Std. Deviation N 

Technological Infrastructure 1.5628 .32421 138 

Quality of Job Postings 1.4952 .36964 138 

Cost Savings 1.54 .500 138 

Continuous Improvement 1.94 .235 138 

 

Table 1 indicates, the mean values of all the four factors ranges from 1.4952 to 

1.94 and standard deviation ranges from 0.235 to 0.500. 

Table 2 

Correlations 

  

Technologi-

cal  

Infrastruc-

ture 

Quality 

of Job 

Postings 

Cost 

Savings 

Continuous  

Improvement 

Technological 

Infrastructure 
1       

Quality of Job 

Postings 
.378

**
 1     

Cost Savings 0.066 .390
**

 1   
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Continuous Im-

provement 
.304

**
 .277

**
 0.146 1 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

4.1 Hypothesis testing 

There is no significant difference in technological Infrastructure and quality of job 

postings. 

There is no association between quality of job posting and continuous improve-

ment. 

Table 2 shows that, the correlation coefficient among technological Infrastructure 

and quality of job postings is 0.378 which shows 37.8% of positive relationship 

among technological infrastructure and quality of job postings, accepted at 1% lev-

el of significant. The technological infrastructure and continuous improvement is 

0.304 which shows 30.4% of positive relationship among technological infrastruc-

ture and continuous improvement, accepted at 1% level of significant. 

Quality of job postings and cost savings is 0.390 which shows 39% of positive re-

lationship among quality of job postings and cost savings at 1% level of signifi-

cant. Quality of job postings and continuous improvement is 0.277 which shows 

27.7% of positive relationship among quality of job postings and continuous im-

provement. 

4.2 STRUCTURAL EQUATION MODELLING 

Figure 1 
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Fit indices for modified model 

 GFI: The GFI value is 0.998, suggesting excellent model fit. 

 AGFI: The AGFI value of 0.978. It points out a high degree of fit between the 

model and the observed data. 

 NFI: The NFI value is 0.990, it indicates the model fit is excellent. 

 RFI: The RFI value is 0.943, it is considered as excellent. 

5 FINDINGS AND DISCUSSION 

Healthcare organizations such as clinics, hospitals and healthcare service provid-

ers, increasingly embraced digital platforms and technologies to streamline the re-

cruitment processes. One of the key findings is the common utilization of online 

job portals and e-recruitment platforms by healthcare organizations in Tamil Nadu. 

These online platforms serve as centralized hubs for posting job vacancies, attract-

ing candidates and managing applicant data, thereby facilitating transparent and ef-

ficient recruitment processes. E-recruitment process contribute cost savings and 

improve efficiency within the healthcare sector in Tamil Nadu. By automating 

manual tasks, such as application screening and candidate communication help to 

healthcare organizations to reduce administrative overhead, resulting in cost-

effective recruitment strategies. E-recruitment has supported healthcare organiza-

tions in Tamil Nadu to reach a broader pool of candidates, including remote or ru-

ral area candidates. 
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The e-recruitment practices have led to improvements in the candidate experience 

within the healthcare sector in Tamil Nadu. Personalized communication channels, 

user-friendly online portals, and transparent application process have enhanced 

candidate engagement and satisfaction, ultimately attracting top talent to healthcare 

roles. Several challenges and considerations associated with healthcare sector’s e-

recruitment process. This includes regulatory compliance, data security and priva-

cy, digital literacy among candidates, and the need for continuous support and 

training for recruiters. The healthcare organizations may benefit from investing in 

training programs to improve digital literacy among candidates and recruiters. Im-

plementing robust data security measures will protect sensitive applicant infor-

mation. The impact of e-recruitment practices on the healthcare sector in Tamil 

Nadu, emphasizing the importance of digital technologies to optimize recruitment 

process, attract top talent and improve patient care. 

6 CONCLUSION 

The adoption of e-recruitment process in the healthcare sector offering numerous 

benefits and opportunities for improvement. The healthcare organizations have 

streamlined the recruitment processes, improved efficiency, effectiveness and en-

hanced candidate reach through the utilization of technologies and digital plat-

forms. The e-recruitment practices have led to improved efficiency and cost sav-

ings by automating manual tasks and reducing administrative overhead. Moreover, 

the e-recruitment platforms and utilization of online job portals facilitated greater 

candidate reach, enabling healthcare organizations to attract top talent. The e-

recruitment practices has enhanced the candidate experience by providing person-

alized communication channels, user-friendly interfaces and transparent applica-

tion process. It will increase the candidate engagement and satisfaction, moreover 

contributing to attraction and retention of top talent within the healthcare sector. 

The e-recruitment practices has emerged as a valuable tool for healthcare organiza-

tions in Tamil Nadu to optimize the recruitment process, attract top talent, and im-

prove its effectiveness. By developing digital platforms and technologies, 

healthcare organizations can continue to enhance the recruitment strategies, and 

contribute to the advancement of healthcare services in Tamil Nadu. 
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