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Abstract: With the advent of Internet Technology, the way of executing Human Resource Management
function has been dramatically changed over the past. Shifting from traditional way of (labour intensive)
delivering human resource management function towards more efficient, cost effective means (technology
intensive) has now become the key consideration of the human resource management literature. Many firms
now use electronic recruitment (e-recruitment) rather than conventional method of employee recruitment.
Moreover, potential job candidates are more interested in searching and applying for job openings through
internet. For the purpose of generating appropriate applicant pool, firms tend to develop attractive, content
rich, easy to use and user-friendly recruitment through their own website or via job portals. However, the
effect of the e-recruitment on candidates’ intention to apply for the job is under studied in the Sri Lankan
context. Thus, the objective of this paper is to explore the impact of e-recruitment on candidates’ intention to
apply for the job openings. Since undergraduates are intensively used internet to search for job openings, 60
undergraduates those who study in final year are surveyed through self-administered questionnaire. Simple
regression reveals that ease of use and perceived usefulness significantly influences on job seekers’ intention
to use e-recruitment. And also perceived trust has no impact on job seekers’ intention to use e-
recruitment.The findings of the study would be important to the firms to effectively carry out e-recruitment to
optimize the appropriate pool of applicants and to design an attractive job portal.

1. INTRODUCTION

Recruitment of employees is at the core of the Human Resource Management (HRM) process and it
plays a very important role in an organizational scenario. In the human resource management field,
recruitment is the process of finding and acquiring the most suitable candidates for the vacancies of
the organization at the right time and in a cost-effective way. In order to achieve the recruitment
goals, recruitment programs should arrange so that the qualified candidates attract to the job openings.
The traditional recruitment methods should be replaced with most technologically advanced
recruitment methods to achieve recruitment goals. To survive in this competitive market, companies
should have to adopt to the internet technology, especially in finding the suitable candidates to fill
crucial positions in a company. According to Busser and Davis (2001) as cited in Troshani, Jerram
and Gerrard (2010), changing traditional recruitment methods into online recruitment methods now
became the latest trend in the recruitment process. The presence of electronic human resource
management (e- HR) has increased since the mid-1990 (Boudauouk&Ruel, 2005). Hadlogten (2009)
as cited in Alsultanny and Alotaibi (2015), the first introduction of the internet as a recruitment tool
was in the mid-1990s.

In recent years, e-recruitment is becoming the most effective and efficient way of hiring potential
employees. According to Ensher, Nielson, and Grant-Vallone (2002) as cited in Galhena and
Liyanage (2014), transformation of conventional ways of (labor intensive) executing HRM function
towards more efficient, cost-effective (technology intensive) ways has become the key consideration
of HRM.

Online recruitment (OR) also called as e- recruiting, cyber recruiting or internet recruiting, which is a
formal way of sourcing job information online (Galanaki, 2002). E-recruitment is a novel concept to
some extent. When the extensive increase of the use of intent at universities and IT companies, the
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systematic reference to the e-recruitment in the HR journals begins in the mid-1990s (Monavarian,
Kashi, & Ramin-mehr, 2003). Since the newness of the e-recruitment concept, the consists of e-
recruitment differ according to the different authors; for example e-recruitment can be defined as
online advertising of companies’ job vacancies (Galanaki, 2002), as a way of identifying and
attracting potential candidates by using the internet (Parry & Wilson, 2009), or as a recruitment tool
through the internet (Reddy, Mamatha, & Balaram, 2018) However, those definitions narrowly
explain the expanded use of the internet as a source of recruitment. Holm (2010) comprehensively
defines e-recruitment as “organization of the recruitment process and activities, which, by means of
technology and human agents, facilitate time- and space-independent collaboration and interaction in
order to identify, attract, and influence competent candidates”.

Since globalization is spreading all over the world Sri Lanka is being also affected by it and the
challenges faced by organizations under the recruitment remain same as the global context, the use of
efficient systems like e-recruitment is also an emerging need in Sri Lanka (Vivek, 2018).
Furthermore, Vivek (2018) stated that Sri Lanka still has not a considerable movement towards online
recruitment, even in the present situation, there are few large companies including multinational
companies practicing posting job openings on corporate websites and the less number of sophisticated
job board like Topjobs existing.

Changing the individual’s mindset and behavior towards new initiatives is usually not an easy task,
because of the novelty of e-recruitment concept in the HRM field, job seekers still rely on traditional
recruitment methods (Galhena & Liyanage, 2014).

The aim of this study is to examine the factors affecting to adaptation of the e-recruitment which
could be useful for organizations and recruitment firms. Many empirical studies on online recruitment
adaptation have tested the Technology Acceptance Model (TAM) developed by Devis (1989) and
proved that this model is appropriate to study behavioral intention on e-recruitment of job seekers.
TAM is the most used model in IT literature (Monavarin, Kashi, Ramir-mehr, 2010).

Alsultanny and Alotaibi (2015) stated that, in order to search a job via the internet, around 4 million
people open their web browser every day. Many researchers recently highlighted that the importance
of online recruitment to reduce time and cost while it supports to acquire a large pool of potential
candidates as a recruitment method. However, Vivek (2018) stated that until recent years, it was hard
to see any significant movement towards internet-based recruitment and selection system (e-
recruitment method) being widely used in Sri Lanka. Furthermore, the effect of the e-recruitment on
candidate’s intention to apply for the job is understudied in the Sri Lankan Context (Galhena&
Liyanage, 2014). Therefore the purpose of this study is to explore the factors affecting job seekers’
intention to use e-recruitment.

2. RESEARCH CONTEXT

As Peter (2001) cited in Tong (2009), stated that generally, there are two categories of jobseekers:
active and passive. Passive job seekers are those employed jobseekers that already have a good
position but will apply if they see another job of interest, whereas active candidates may include the
dissatisfied, less employable job seekers and passive candidates are of higher quality than active
candidates. Furthermore, Tape (2011) as cited in Alsultanny and Alotaibi (2015) especially, job
searching through the internet is a totally common phenomenon among the students.

Sarks and Ashforth in 1999 as cited in Liyanange and Galhena (2014) stated that active job searching
behavior can be identified among the fresh graduates. Accordingly, this study was conduct based on
the undergraduate of University of Kelaniya. Today, the University of Kelaniya is one of the major
national universities in Sri Lanka which has a proud history of more than 125 years with a vision of to
become a centre of excellence in creation and dissemination of knowledge for sustainable
development. And mission of the university is to nurture intellectual citizens through creativity and
innovation, who contribute to the national development.

Majority of final and third-year students of University of Kelaniyaare engaging with internship
programs due to it is mandatory for them to participate for it. Even though their mandatory training
period over, some students continue their training program for the purpose of gaining work
experience. And also some university students engage in permanent jobs while they fulfill their
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academic requirements. Hence university students often use various recruitment methods for finding a
job. Therefore it is important to examine the job searching behavior in university students.

According to the UGC annual report - 2016, total graduate output was 33,072 in 2015. Bellow table
shows the graduate output for 2011 to 2015.

Tablel: Graduate Output by Faculty / Academic Stream 2011-2015

Acadeinic Stream BT 20124 2003 2014 | 2015
|Arts 10691 4023 9192 T4551) 16387
) Management & Commerce 4550 T a7z 4186 - __E!qﬁz - 5152
Law . 348 445 454 496, 337
[ntedicine - ) 1061 1021 54701 1209 1145
Dental Science 353 N 240 73 s L ':"9
?;:l:—.lrlnar}- Science 585 | et S 5% a7 5
Apricullure o 616 72 &20 B67 F101E
Enginesring 1346 756 1507 1458 1344
Architecturs & Cuantity Surveying 211 23R 201 214 Pl
(_'|:p|.:i'|p|.| ter Science T eml 587 B ___{332 od7 143
Paramedical Studies o T a0z an| 361 300 64
Eeience - 2621 1606 2736 2740 2711
- Jl:.'udig;wrn-:;l;s Moedicine T - 113 168 175 227
" |Toaab e = zzeazl 11711 20994 29243[ - 20545
Motes:

(1) Only repeal exams, no mainm exions in this year.
(#) Mo ontput frorm Fastern fe Liva Wellassa Universities. .
(%) Mo output from Bachelor of Ardhitecthure, Cheanbity Surveying & Faclities Management programimes.

(4} Mumber graduated has been decreased in 2012 as final exams have not been held in several
facmulties due to Academic and Mon-Acadamic strikes in 20012

Source: UGC Annual Report-2016

Above table (Table 1) shows that majority of graduates represent the faculty of art and faculty of
management-commerce. As well as most of the unemployed graduates belong to this faculties’ degree
holders. Therefore, their job searching intention is high.

3. PROBLEM STATEMENT

Many researchers recently highlighted that the importance of online recruitment to reduce time and
cost for both job seekers and companies which use e-recruitment as recruitment method. However,
Vivek (2018) stated that until recent years, it was hard to see any significant movement towards
internet-based recruitment and selection system (e-recruitment method) being widely used in Sri
Lanka. Furthermore, the effect of the e-recruitment on candidate’s intention to apply for the job is
understudied in the Sri Lankan Context.

As below figure shows the internet penetration rate in Sri Lanka from 2005 to 2016 has rapidly
increased.

s0% 29.3%

2005 2006 2007 2008 2o09 2010 2011 2012 2013 2014 2015 2018

Figurel: Internet penetration rate in Sri Lanka From 2005 to 2016

Source: Internet Live Stats: www.InternetLiveStat.com
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According to the above figure, approximately 29.3% Sri Lankan population had access to the
internet in 2016. Even though, it is difficult to find statistics results regarding increase of e-
recruitment usage in the Sri Lankan context, it can be seen that the job seekers tend to use e-
recruitment as a job searching tool. E-recruitment websites designers and organizations
should have sound understanding about the factors drives job seekers intention to use e-
recruitment. Therefore, this study focus on finding out What factors affecting to job seekers
intention to use e-recruitment in Sri Lankan context.

4. OBJECTIVES OF THE STUDY
4.1. General Objective

The purpose of this study is to examine the factors affect to job seekers’ intention to use e-
recruitment.

4.2. Specific Objectives

o To identify the impact of Perceived Usefulness (PU) on job seekers’ intention to use e-
recruitment.

o To identify the impact of Perceived Ease of Use (PEOU) on job seekers’ intention to use e-
recruitment.

o To identify the impact of Perceived Trust (PT) on job seekers’ intention to use e-recruitment.
4.3.Research Questions

e Does the Perceived Usefulness (PU) positively impact on job seeker’s intention to use e-
recruitment?

o Does the Perceived Ease of Use (PEOU) positively impact on job seeker’s intention to use e-
recruitment?

e Does the Perceived Trust (PT) significantly impact on job seeker’s intention to use e-recruitment?
5. LITERATURE REVIEW
5.1. Literature on E-Recruitment

Recruitment plays a key role to achieve strategic goals and develop human capital within the
organization (Cober, Brown, Blumental, Doverspike, & Levy, 2000). Recruitment can be defined as
“practices and activities carried on by the organization with the primary purpose of identifying and
attracting potential employees” (Baber, 1998, p. 5). E-recruitment is most open area to the internet
technology in the field of HRM (Kashi & Zheng, 2013).It can be seen drastic increases in e-
recruitment over the past decades . According to Galanaki (2002) as cited in Monavarian et al.,
(2010), stated that the term e-recruitment denote the formal way of obtaining job information online.
E- recruitment is fairly a novel concept. Therefore, different authors have defined it as different ways.
According to Borstorff, Marker and Bennett (2006) as cited in Monavarian et al.,(2010), "Online
recruiting is the process of recruiting through company websites or commercial job sites that
promotes employment opportunities and retrieves potential employee information".

Barber (2006), from Institute for Employment Studies (UK) as cited in Kumar and Priyanka (2014),
studied the benefits and challenges of Internet recruiting. The article concludes that access to a wider
pool of applicants and promotion of a company’s reputation and brand are frequently mentioned by
HR specialists who analyze the strengths of the e-recruiting.

Pin, Laorden and Saenz-Diez (2001) as cited in Kumar and Priyanka (2014), recorded that 167 firms
in Europe in which 83% were showing higher performance and were using online HR practices. In
those firms 44% were those who used e-recruitment to attract candidates for vacant positions.

Galanaki (2002) had conducted a descriptive study on the decision to recruit online, involving 99 UK
IT companies whose shares were traded in London stock exchange. A survey was carried out, in the
form of a postal questionnaire, followed by an interview in which 34 companies replied. The author
found that internet agencies provide the company with fewer but substantially better applicants than
traditional recruitment agencies.
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According to the finding of previous researches it is shown that in a global context using e-
recruitment as a recruitment tool has consistently increased. As well as most job seekers adopted to
the e-recruitment methods rather relying on traditional recruitment methods.

When it comes to Sri Lankan context, several companies have been established e-recruitment
especially for publishing companies’ job openings. Job seekers are keen to such websites since it
provides collection of job openings (Liyanage & Galhena, 2014)

However, Weerakoon & Gamage (2012), stated that e-recruitment is understudied in Sri Lanka
context. And also the effect of the e-recruitment on candidates’ intention to apply for the job is
understudied in the Sri Lankan context (Liyanage & Galhena, 2014).

This paper develops a research model based on the technology acceptance model (TAM) to study the
factors affecting to job seeker’s intention to use e-recruitment.

5.2. Technology Acceptance Model

The technology acceptance model (TAM) is widely applied in studies of Internet-related behavior
(Cho, Lee, & Liu, 2011) and it is one of the most influential approaches to explain and predict user
acceptance of information systems (Davis, 1989). TAM has become one of the most widely used and
empirically validated models within information systems research (King & He, 2006).

According to Davis (1989), the goal of TAM is to provide an explanation of the determinants of
computer acceptance that is generally capable of explaining user behaviour across a broad range of
end-user computing technologies and user populations.

TAM has been extensively tested and validated by previous studies. Therefore, it is commonly
accepted for the study of Internet-related behavior (Cho, Lee, & Liu, 2011).

5.3.Job Seeker’s Behavioral Intention

According to TAM, behavioural intention defines the actual use of a given IS system and therefore
determines technology acceptance (Davis, 1989). In the e-recruitment context, this study hypothesize
that job seeker intention is determined by how users come to accept and use a technology in the
perspective of behavior.

Usually, it is hard to adjust the individuals’ attitudes and behaviors to familiarize into new initiatives.
As e-recruitment is fairly new phenomenon in the HRM field some of job seekers are still highly
relying on traditional recruitment methods. Hence, from the company standpoint, it is important to
adjust the attitudes and behaviors of the potential job seekers and encourage them to use more on e-
recruitment method (Liyanage & Galhena, 2014).

Ng and Burke (2006) in their study on the next generation at work explored the views, career
expectations, and job search behaviors among a sample of business students. The authors conducted a
field survey involving 20,771 students across Canada to understand the views of university students
on jobs, organizations, careers and perception of their organizations. The study using multiple
regression analysis found that cooperative students appear to have more realistic expectation, have
better insights into their own abilities and desires, and report higher self-confidence. It also reported
that the respondents had low expectations that their campus career offices would get them a job, and
expected to use the internet more frequently in their job searches. This suggested a shift away from
traditional recruitment mediums to more contemporary approaches such as internet.

5.3.1.Perceived Usefulness (PU)

The first construct is perceived usefulness. Usefulness is considered to be the most important
determinant of attitude towards usage of new technology and was defined by Davis as "the degree to
which a person believes that using a particular system would enhance his or her job performance”. In
a job-seeking circumstance, perceived usefulness of a Web site is the extent to which a job seeker
believes that using the Web site will enhance his or her ability to acquire job information (Cho, Lee,
& Liu, 2011).

5.3.2.Perceived Ease of Use (PEOU)

The second construct is perceived ease of use. Davis defined this as "the degree to which a person
believes that using a particular system would be free from effort” (Davis, 1989). Perceived ease of use
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is the degree to which a Web site is perceived by a job seeker to be easy to use in finding job
information and thereby submitting his or her job application through the Web site.

5.3.3.Perceived Trust (PT)

Other than the perceived usefulness and perceived ease of use, the current study examines the
influence of perceived trust on behavioral intention to use e-recruitment. Mayer et al. (1995) defined
trust as behavioral, based on one person’s beliefs about the characteristics of another person. Since, in
a virtual environment, the degree of uncertainty of a transaction is higher than in a traditional setting,
trust becomes an important factor. Therefore, Roca, Garcia, and Vega (2008) stated that the user’s
feelings of trust toward an e-service are an important determinant in considering his/her intentions to
use, and usage behaviors related to any e-service. Furthermore, due to the increasing importance of
data privacy and online security risk measures, it is deemed necessary to include the trust as a factor
influencing job-seekers’ intention to use online recruitment websites.

5.4. Literature on TAM Model

Cheng, Cheung and Change (2002) conducted a research to examine how customers perceive and
adopt internet banking (IB) in Hong Kong. They developed a theoretical model based on the
Technology Acceptance Model (TAM) with an added construct Perceived Web Security, and
empirically tested its ability in predicting customers' behavioral intention of adopting IB. The results
provide support of the extended TAM model and confirm its suitability in forecasting customers'
intention of adoption of IB.

Gefen, Karahanna and Struab (2003) developed a model to understand online shopping acceptance
among shoppers. According to the findings the consumer’s intention to buy online depends on trust
and the two believes identified by TAM which are perceived usefulness and perceived ease of use.

The study conducted in Malaysia by Tong in 2009, and modified Technology Acceptance Model
(TAM) excluding the attitude construct as the core research framework while identifying Perceived
Privacy Risk (PPR), Performance Expectancy (PE), Application-Specific Self-Efficacy (ASSE), and
Perceived Stress (PS) as key external variables that form the research model for the study of e-
recruitment technology adoption. The results identified few key determinants to this technology
adoption some of which include PS, PPR and PE.

Kashi and Zheng. (2013) used to extend TAM model to understand E-Recruitment acceptance in Iran.
It was found that perceived usefulness played a more vital in determining the user behavioral
intentions. It was also found that impression of the organizational website appeared to create interests
in organization as a potential employer; hence, prompt applicants to apply for jobs.

Independent Dependent
Variables Variable

Perceived

Usefulness (PU)
Intention to Use

Perceived Ease
of Use (PEOU) e-recruitment

Perceived Trust
(PT)

Figure2: Conceptual Framework

Source: Developed by researcher based on TAM model of Davis, 1989
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6. ADVANCING OF HYPOTHESES

Having considered to the evidences in literature recorded in this research, Perceived Usefulness,
Perceived Ease of Use and Perceived Trust are recognized as the independent variables and the Job
Seeker’s Intention towards using e-recruitment is identified as the dependent variable.

To find out whether the relationships theorized in the conceptual research framework hold true,
following hypotheses are drawn:

Let; Ha: Alternate Hypothesis
Ho: Null Hypothesis
Hypothesis 1

H1a: There is a positive relationship between Perceived Usefulness and Job seeker’s intention to use
e-recruitment.

H1,: There is a negative relationship between perceived usefulness and Job seeker’s intention to use
e-recruitment.

Hypothesis 2

H2,4: There is a positive relationship between perceived ease of use and job seeker’s intention to use
to e-recruitment.

H2,: There is a negative relationship between perceived ease of use and job seeker’s intention to use
e-recruitment.

Hypothesis 3

H3a. There is a significant relationship between perceived trust and job seekers’ intention to use e-
recruitment.

H3, There is no significant relationship between perceived trust and job seekers’ intention to use e-
recruitment.

7. OVERALL RESEARCH DESIGN

This study is named as “A study on factors affecting to job seeker’s intention to use e-recruitment
with special reference to final year undergraduates of University of Kelaniya in Sri Lanka’’. This is a
quantitative type study which tries to find out the solution for the research problem of “What factors
affecting to job seekers intention to use e-recruitment in Sri Lankan context ?°” As the current study
tries to test the formulated hypothesis and established relationships in the model, this work would be
considered as an explanatory research. Further, this is a cross sectional examination as information
will be gathered just in a specific purpose of time and it won't repeat. Additionally, researcher’s
obstruction will be least in the present investigation and in the meantime this will be a field think
about. Unit of examination will be at the individual level; final year undergraduate of university of
Kelaniya.

The study will be conducted among 60 final year undergraduates at university of Kelaniya in Sri
Lanka and the sample will be drawn through simple random sampling. Data will be collected pre-
tested, standard questionnaire which has met the accepted standards of validity and reliability.
Collected data will be analyzed Satirical Package for Social Science 23.0 (SPSS). Further, frequency
analysis, correlation test and regression analysis will be used to analyze data in order to test the
advanced hypotheses.

7.1.Population

The population concerned for the study includes all the final year undergraduates at university of
Kelaniya in Sri Lanka, out of which a representative sample will be taken.

7.2.Sample and the Sampling Techniques

Simple Random sampling would be used to select a representative sample. A total of 60 final year
undergraduates from university of Kelaniya have been selected.
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7.3. Testing of Hypotheses
7.3.1.Sample Composition

The questionnaire was distributed among 60 final year undergraduate of University of Kelaniya. Fifty
Seven (57) out of the sixty has responded to the questionnaire and all the responses were eligible for
the purpose of analysis though SPSS, it resulted a 95% response rate out of the total sample.

Gender is the main distinguish between male and female. The survey responses have been divided
between two genders as males and females. According to the data collected, majority of respondents
are females (57.9%) while 42.1% males.

According to the Faculty of Studying Composition of the Sample majority of the respondents belongs
to the Commerce & Management Faculty. It is 47.4% and nearly a half of the entire respondents. The
23.8% respondents belongs to the Science Faculty and it is similar to the Faculty of Social Science
representation. In addition to that, Faculty of Humanities represent 7%.

And also (32%) respondents of the study sample were employed undergraduates and 39 (68%) of the
study sample were unemployed undergraduates.

When consider about the Internet Experience Composition of the Sample, 5 (8.8%) respondents of the
study sample have less than 2 years of internet experience; 7 (12.3%) respondents have a 2-3 years of
internet experience; 18 (31.6%) respondents have a 4-5 internet experience; 15 (26.3%) respondents
of the study sample have a 5-6 years of internet experience and 12 (21.1%) respondents of the sample
have more than 7 years internet experience. Therefore, it indicated that most of the job seekers have
experience in using Internet, which makes it easier for themuse e-recruitment.

According to the Average time of searching jobs through E-recruitment composition of the sample,
majority of the respondents are spending average time of searching jobs though E- recruitment for
less than 30 minutes per day. It is 59.6% and more than half of the entire respondents. The second
major category of average time of searching jobs though E-recruitment is, 30 minutes up to 1 hour. It
is 26.3% of the entire sample. 3 (5.3%) of the respondents of the study sample almost none spending
average time of searching jobs though E-recruitment. Other respondents are spending average time of
searching jobs through E- recruitment for 1-2 hours and more than two hours which represent a
proportion of 5.3% and 3.5% respectively.

H1: There is a positive relationship between Perceived Usefulness and Job seeker’s intention to use
e-recruitment.

Table2: Correlation Statistics of Perceived Usefulness

Intention to Use Perceived Usefulness
Intention to Use Pearson Correlation 1 566
Sig. (1-tailed) .000
N 57 57
Perceived Usefulness Pearson Correlation 566 1
Sig. (1-tailed) .000
N 57 57

**_Correlation is significant at the 0.01 level (1-tailed).

As shown in the table 2 Pearson Correlation coefficient between Perceived Usefulness and Intention
to Use is .566. It suggests that there is a significant moderate positive relationship exists between
Perceived Usefulness and Intention to Use. As the above table shows, the significant value (.000) is
smaller than the desired level of significance. 0.01) at 99% confidence level, the resulted correlation
coefficients, .566 is statistically significant. Therefore, alternative hypothesis (H1,) is accepted and
rejecting the null hypothesis.

Table3: Regression Model Summary-Perceived Usefulness

Model R R Square | Adjusted R Square | Std. Error of the Estimate | Durbin-Watson
1 566° | .320 .308 .60834 2.237

According to table 3 R Square stands for 0.320 which state that there is 32% of positive impact of
perceived usefulness on job seekers’ intention to use e-recruitment.
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Table4: Perceived Usefulness - ANOVA?

Table 4Perceived Usefulness - ANOVA?
Model Sum of Squares df Mean Square | F Sig.
1 | Regression 9.591 1 9.591 25918 .000°
Residual 20.354 55 .370
Total 29.945 56

H2,4: There is a positive relationship between perceived ease of use and job seeker’s intention to use
to e-recruitment.

Table5: Correlations Statistics of Perceived Ease of Use

Intention to Use Perceived Ease of Use
Intention to Use Pearson Correlation 1 707
Sig. (1-tailed) .000
N 57 57
Perceived Ease of Use Pearson Correlation 707 1
Sig. (1-tailed) .000
N 57 57

**_ Correlation is significant at the 0.01 level (1-tailed).

Table 5indicates that the correlation coefficient between perceived ease of use and intention to use is
.707. It suggests that there is a significant strong positive relationship exists between perceived ease of
use and intention to use. As the table 4 shows, the significant value (.000) is lower than the desired
level of significance. 0.01) at 99% confidence level, the resulted correlation coefficients, .707 is
statistically significant. Therefore, alternative hypothesis (H2,) is accepted and rejecting the null
hypothesis.

Table6: Regression Model Summary Perceived Ease of Use

Model R R Square Adjusted R Square Std. Error of the Estimate
1 .707° .500 490 52199

According to table 6 R Square stands for 0.500 which state that there is 50% of positive impact of
perceived ease of use on job seekers’ intention to use e-recruitment.

Table7: Perceived Ease of Use - ANOVA?

Model Sum of Squares | df | Mean Square | F | Sig. |
1 | Regression 14.959 1 14.959 54.900 .000°

Residual 14.986 55 272

Total 29.945 56

H3a. There is a significant relationship between perceived trust and job seekers’ intention to use e-
recruitment.

Table8: Correlations Statistics of Perceived Trust

Intention to Use Perceived Trust
Intention to Use Pearson Correlation 1 .185
Sig. (2-tailed) .168
N 57 57
Perceived Trust Pearson Correlation .185 1
Sig. (2-tailed) .168
N 57 57

Table 8 indicates that the correlation coefficient between Perceived Trust and Intention to Use is .185.
The significant value (.168) is greater than the desired level of significance 0.05 at 95% confidence
level, the resulted correlation coefficients, .185 is statistically insignificant.

Accordingly, there is no statistically significant relationship between perceived trust and intention to
use e-recruitment. Therefore, null hypothesis (H3g is accepted and rejecting the alternative
hypothesis.

8. FINDINGS

Similar to previous studies (Alsultanny & Alotaibi, 2015), this study confirmed that the Technology

Acceptance Model (TAM) is a useful theoretical model for understanding and explaining users’
behavioral intention to accepting new technologies (Weerasinghe, 2016).
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This study aims to assess factors that affect to the job seekers’ intention to use e-recruitment. Based
on the TAM model and existing literature, the conceptual framework was developed with the
independent variables of perceived usefulness, perceived ease of use, perceived trust. The results were
intended to be used to acquire a better understanding of what factors affecting to job seeker’s
intention to use e-recruitment.

According to the study conducted by Galhena and Liyanage (2014), it was revealed that the Perceived
ease of use and perceived usefulness significantly influences on candidates’ behavioural intention to
use e-recruitment in the Sri Lankan context. Alsultanny and Alotaibi (2015) revealed that, usefulness
and ease of use significantly correlate with the attitude towards using e-recruitment while attitude
strongly correlate with their intention to use e- recruitment. Having considered that, it seems that the
results of the current study agree with the results of previous studies, as the current study results that,
positive relationships between perceived usefulness and intention to use e-recruitment and positive
relationship between perceived ease of use and intention to use e-recruitment. The simple regression
analysis proves that the perceived usefulness and perceived ease of use have positive relationships
with intention to use e- recruitment, which have been established with the strength of beta values of
0.566 and 0.707 respectively.

Trust has been recognized as a critical factor in the online environment(Gefen, Karahanna, & Straub,
2003). However, Pavon and Brown (2010) found that trust has no significant influence on usage
intention by job-seekers in South Africa, as trust is normally more associated with financial
transactions rather than job-seeking. Accordingly, the result of this study also agree with the previous
research findings, because the findings of the current study also indicate that the trust has no
significance influence on job seekers’ intention to use e-recruitment.

8.1. Implications of the Study

Because of recruitment is a key for organizations to maintain competitiveness and high productivity, it
is important to use cost effective and efficient recruitment methods like e-recruitment. Furthermore,
having sound understanding about job seekers’ perception and the factors drive their intention to use
online recruitment, leads to obtain more benefits for organizations.

As well as the number of internet users are increasing day by day. People can gain numerous benefits
by using internet such as reduce time, effortlessness, reduce cost, access to the wide range of
information. Since the use of internet has become more impacted things in human activities, the use of
internet as a job searching tool has also increased.

Accordingly, it is important to understand the factors drives job seekers intention to use e-recruitment.
Several previous studies revealed some important factors which should be considered when carrying
out online recruitment.

According to the findings of current study, perceived usefulness and perceived ease of use influence to the
job seekers’ intention to use e-recruitment. Therefore, the career section of organizations’ website and job
portals should be designed so that it is easy to use for jobseekers and it is useful to job seekers.

Moreover, online job providers need to provide useful, easy web-based recruitment to job seekers and
through the use of it, can encourage job seekers to apply for jobs via e-recruitment services.

Furthermore, this study provide insight for e-recruitment service providers to rethink about their
current practices and revise their practices so that it will be more productive.

And also this provides variety of information related to this context for who are interested.
Furthermore, this study provides theoretical and practical knowledge with the research guide for the
university students and other persons who are interested to learn.

9. CONCLUSION

Having considered all the factors enumerated in this study, it can be concluded that there is a
significant positive moderate relationship between perceived usefulness and job seekers’ intention to
use e-recruitment. And further, it was found that strong positive relationship between perceived ease
of use and job seeker’s intention to use e-recruitment. In addition to that it was found that, there is no
significant relationship between perceived trust and job seekers’ intention to use e-recruitment.

The main objective of this study was to examine the factors affect to job seekers’ intention to use e-
recruitment. The result found that there are two factors namely job seeker’s perceived usefulness and
perceived ease of use impacted to job seekers’ intention to use e-recruitment.
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In addition to that, the study endeavored to check the impact of perceived usefulness on job seekers’
intention towards using e-recruitment. The result revealed that there is a moderate positive impact of
perceived usefulness on job seeker’s intention to use e-recruitment.

Further, the second specific objective, which was to check the impact of perceived ease of use on job
seekers’ intention to use e-recruitment. It also revealed that there is a strong positive impact of
perceived ease of use and job seekers’ intention to use e-recruitment.

And the third specific objective was to identify the impact of perceived trust on job seekers’ intention
to use e-recruitment. The result of this study revealed that there is no significant impact of perceived
trust on job seekers’ intention to use e-recruitment in Sri Lankan context. As such, all the objectives
(i.e. the main objective and the three specific objectives) are achieved. Furthermore, it is suggested to
future researchers to increase the sample size and to add more factors relating to e-recruitment
intention in order to obtain a clear and most accurate results.

RECOMMENDATIONS

According to the findings of this study, it was revealed that there is a moderate positive significant
relationship between perceived usefulness and job seekers intention to use e-recruitment. As such, it is
recommended the e-recruitment service providers to consider this factor when they designing e-
recruitment web sites. In order to increase usefulness they can include information regarding salary,
benefits, and rewards and other organizational policies and practices so that the job seekers’ can make
the decision on their future employer. Through the useful e-recruitment sites job seekers can gather
information like effective resume writing, interviewing information, continuous education through the
e-recruitment. These information leads to increase job seekers’ intention to use e-recruitment. It
indicate that, job seekers prefer to adopt the e-recruitment, if it is easy for them to use comparing
other recruitment methods (Tong, 2008).

Furthermore, this study revealed that perceived ease of use and job seekers’ intention to use e-

recruitment has strong positive relationship. Therefore it is recommend to design easy e-recruitment
systems so that job seekers can easily adopt and can be use with less effort.

LIMITATIONS OF THE STUDY

The study involves only final year undergraduate of university of Kealaniya, and the sample was
limited to 60 participants. If the scope the review spread to the other universities with more sample
size, the result of the current study can be differ.

Current research was limited to three factors which affect to intention to use e-recruitment. There are
some other factors such as perceived enjoyment, perceived stress etc. Therefore, the research can be
further developed by adding new variables.

And also the results of the study may not be accurate as the entire study depends on the personal
views of respondents through the questionnaire.
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