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ABSTRACT

This research work is focused mainly on identifying the effect of recruitment and selection on
organizational growth with the moderating effect of the technology in the IT sector id (Islamabad
and Rawalpindi). The independent variable in this study will be recruitment and selection.
Whereas the dependent variable will be Organizational growth and there will be a moderator
between them which will be technology. the study has finalized the IT industry of Islamabad and
Rawalpindi. To prove this relationship the survey has been conducted through a structured
questionnaire by involving the employee working in the IT industry of Islamabad and
Rawalpindi as these respondents have been requested to share their experiences by filling the
structured questionnaire. The sample of 250 is selected. Then, data analysis has been done based
on collected data through various statistical instruments including descriptive frequencies,
reliability, correlation, regression, ANOVA, and coefficient. Results have revealed that there
exists an important relationship between Recruitment and selection (independent Variable),
technology (moderating variable and organizational growth (dependent variable) in the IT

industry of Pakistan.

Keywords: Recruitment, Selection, organizational growth, technology and IT industry




Chapter 1: Introduction

1.1 Background of the Study

Recruitment and selection are one of the most important aspects of Human Resource
Management and in everyday routine of an HR Generalist or HR Specialist they come across
several positions which are to be filled on priority basis. Recruitment and selection are always
linked with the organizational growth as well as the employee/individual growth. Recruitment as
we know is something we do to target the required audience against a specific job description or
position open at the other end. Whereas selection is the process of screening and hiring those
targeted audience for that specific position and job description. Now as far as organizational
growth is concerned it is linked all the aspects of business. An organization cannot grow to its
full potential if any one of its aspects is not working properly (AKYUZ, 2019). Organization
structure is like a human body if any one of the human parts are not working fine the human
being feels they are not working to their full potential and same goes with the organization if
anyone of the parts or structure or aspect is not working properly the organization will not get the

success the Board of Directors or the executives wanted to achieve.

Organizational growth is affected by Good Recruitment and selection procedure and nowadays
due to globalization technology is also playing a significant role in making the organization more
successful (Kamran, 2015). There are many forms of technology which has been introduced in
the business by a different organization that it has begun a completion to have that technology is
your business environment. Organization growth is affected by many factors but recruitment and
selection is one of the important factors as due to this practice employee is being hired and if that
employee is not according to the job specification then there is a big problem, adding on to this
use of right technology in right manner make the overall organizational performance go upward

The wrong person on the wrong job can lead to the downfall of the organizational performance
and at times organization goes to liquidation. Giving the right person the right job is the major
decision of the organization keeps all the eternal factors in mind. if the wrong person is hired it
will affect all the working of the system hence the performance of him and the organization will

become questionable in everyone's eyes. In recent studies It was found out that recruitment and




selection policies and practices have a greater impact on organizational performances, in
working of any organization, recruitment and selection is the major function of the human
resource department and the recruitment and selection process is the first step toward creating the
competitive strength of the company (Rozario, 2019). This is the process that involves a
systematic procedure from sourcing candidates to arranging and conducting the interview and
using the resources and time accordingly. Recruitment and selection take it as the process by
which the organization stands solid as an employee are the asset of the company and they are the
most important capital which organization owns (Ahmad, 2002). The more organization
effectively hire employees the more there is a high chance that their organizational performance
will be improved. The effectiveness of the organization depends on the external working of the
environment if they are in control the there will be also an increase in productivity, retention
financial performance, and organization reputation. The outstanding organization nowadays are
those who are investing in research and development and working day and night to make their
work fully digitized and making recruitment and selection procedures fully automated will help
the company to =have a strong competitive advantage in the industry. Recruitment and selection
are the two phases of the employment process and still, there is a difference in them. Recruitment
itself s the process of searching for the right candidate for the right job so that the company
doesn’t face the loss at the end of the work, at times this is the most crucial part of the procedure
as at times right employees are not coming or the pool of candidate is not good enough.
Choosing the most suitable candidate from that pool is difficult as a series of steps are being
applied to this. If the recruitment is handled correctly then this is the positive process of
generating a pool of candidates, as this helps the manager reach the right audience, who are
suitable for the vacancy. Selection is the process that involves the series of steps after being
recruited, at this stage candidates are being screened for the vacant posts., recruitment is the step
preceding the selection, and through this, it helps the organization in creating the pool of
candidates, the main objective of the recruitment process is that to make the selection process
working. The use of technology in recruitment and selection procedures makes the whole thing
more effective and efficient and uses a different type of software and function of technology. the
technology is used by every organization in their every working procedure as now a day without
technology there is no thinking of working in this competitive environment, many organizations

are considering of E-recruitment and selection these are the organization who set the benchmark




in the industry, and everyone must work according to be more competitive. The stay in
cooperating organizations must be competitive otherwise they are not considered to be in

competition

1.2 Problem statement

In recent years, there has been an increased rate in business failure, low productivity, and
increase in turnover rate, and usually, organizations are the ones who are downsizing, because
the organization is not performing well due to poor employee performance and this mainly
happened due to the poor selection of the employee (Brooks, 2018). Nowadays technology is
taking place in everything, and this has become a new trend, when any company lags in the latest
trend in external environment then they even lag in performance and competition. Company
needs to be competitive to be competition. The study aims to find out how technology in
recruitment and selection plays a significant role in making organizational performance better
and successful. Recruitment and selection are basic yet more important. By listening to it first It
appears as it's simple and easy to perform but this opposite of it. Unfortunately, organization are
not paying more attention to their working the procedure instead they are paying more attention
to incentives, and more on physiological factors without giving more attention to the recruitment

and selection of the workforce

1.3 Objectives of the Research
objective for the research is:

e Analyze the recruitment and selection process.
e Impact of recruitment and selection on organizational growth/ performance.
e With the Technology what role technology play in recruitment and selection process.

The objective of this research will help the reader to understand the recruitment and selection
process and how technology plays its role and reader will also understand the impact of
recruitment and selection process on organizational growth and how companies with the
available research and development, what technology can be used in recruitment and selection

process.
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1.4 Research Contribution

This research will be contributed to different area s

e Recruitment and selection practices
e Help in managerial point of view

e Help in making Academic theory

e Help in making in policy

e Theoretical point of view

e Help in making of change in the organization

1.5 Research Questions
The research question of this research paper will be the impact of recruitment and selection

impact on organization growth with the moderating effect of technology

e How is recruitment and selection process working without involvement of technology?
e How can Technology make the recruitment and selection process better?

e What is the effect of recruitment and selection on organization growth?

1.6 Scope of the study

The study focuses on how organizational growth can be affected by the recruitment and selection
process. This study will let the reader know about the significant role of recruitment and
selection in the growth of the organization if the employee who is working in the company is still
full and according to the job requirement then the organization can surely work better. And if
not, then the problem starts here. Even if the organization is taking interviews of the candidates
online and they are also lagging in the technology or they are not using the technology the way
the competitor is then there will be a problem at the end of the day (Ekwoaba J. O., 2015). In this
study, it will be seen that how technology will impact organizational growth if the recruitment
and selection process is made completely automated. Many theories regarding organizational
growth will be discussed in this paper, and all the procedures, topics, and theories regarding
Recruitment and selection will be discussed thoroughly. The total population will be 250, as this
survey will be filled by an HR specialist who is working in only the IT industry and who deals
with the recruitment and selection process. The population who will fill the questionnaire will be

the one in the human resource department who deals with recruitment and selection. So, the
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target populations in cities (Rawalpindi and Islamabad) will be the ones are working in
Information technology (IT). The instrument which will be used for gathering data and
conducting a survey will be a questionnaire. The nature of the study is cross-sectional meaning
that the entire process will be one time only. The main aim of this paper is to find out how
technology will impact organizational growth if the recruitment and selection process is made
completely automated. The Independent Variable is Recruitment and selection, and the
dependent variable is Organizational growth, and the moderator will be technology. The theories
and model that will be discussed in this paper will be

e Recruitment Process Outsourcing (RPO)
e Exclusive Requirements Model
e Contingency Hiring Model

e Larry Griener’s Model:

1.7 Research Gap
The gap in this Research is that there is a lack of E-recruitment and selection in the IT industry

of Pakistan, after studying a lot of research papers the traditional recruitment and selection
method has been revolutionized by the wave of internet and globalization (Okolie, 2017). still
many organizations consider HRM practices as a secondary concern in Pakistan and this is the
reason that many organizations are not using the E-recruitment and selection method in their
organization, and this is making them lag in the competition and making their organization
growth low. Even the IT industry who directly work with the technology don’t make such

software which can make the recruitment and selection process smooth.

1.8 Limitation of the study

Limitation of this research is that this research is limited to the IT sector of Rawalpindi and
Islamabad and data collected from the population is specifically from the organization of IT
sector. There are many local and foreign IT companies working in Rawalpindi and Islamabad so
the target of this study specifically the companies of this area. As in IT industry, the employees
have the information technology background and for them it is important keep updated from the
market trends for example to know about new technologies or software and if previous

technology is no more efficient to meet the target of company. and this research will only be
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helpful for the IT industry recruitment and selection as every industry has their own do’s and

don’ts, so only IT industry will be taking help from this
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Chapter 2: Literature review

2.1 Independent variable

2.2 Recruitment

In Human Resource Management recruitment can be defined as the process of finding and hiring
the talented and qualified employee, the right person for the right job in a timely, fair, and cost-
effective manner (Ashraf, 2017). And selection refers to picking the most appropriate candidate
for the vacant position (Gusdorf, 2008). Selection is done after recruitment, selection is
interviewing the candidate and analyzing their skills and qualities (Nail, 2002). The contribution
of each employee plays a vital role in companies’ success and growth; hence the HR department
needs to have an authentic Recruitment and selection procedure (Greenwald, 2008). Recruitment
and selection are some of the important functions of the HR department and it must be managed
carefully as a whole organization is dependent upon this, as this is the start of the step (Abbasi S.
G., 2020). Recruitment is just one step in the process of employment and it’s a very long step,
recruitment itself is a big process which involves many important tasks, and those tasks must be
performed very well because those tasks will lead the manager to the next step which is selection
(Taylor M, 1987). The tasks start with the analysis of the job requirement and end with the
appointment of the employee. recruitment is the process of searching out the potential candidates
who have the potential to apply for the posted job (Stevens CD, 2010). Recruitment is done by
the HR department and every organization has its dos and don’ts and by following this they have
their policies. The Good recruitment and selection procedure tells a lot about the organization.
The organization that has done its recruitment by taking care of all the important steps never fails
in the future (Manroop, Linton, & Petty, 2015). Recruitment is like sowing the seed which
benefits the organization in the longer run. Many organizations don’t emphasize the recruitment
and selection process as they think this is not important and hire the employee who comes first
and these are the ones who suffer a lot in the market (Azeez, 2017). This is the 21st century and
now every organization is focusing on their HR functions as HR is the one who plays an
important role in running the organization. Recruitment is essential for every organization as it is

responsible for organizational performance. There are two type of recruitment which happens in
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the organization one is internal recruitment, and the other is the external recruitment (Akyuz &
Isaac, 2019). Internal recruitment is the one which are promotion of employees to new potion.
transfers of employee to new positions , retrenched employees, hire employee who have
references, ex-employees hired again, retired employees, etc and the other is external
recruitment, Many organization outsource the recruiting needs thesis known as Recruitment
Process Outsourcing (RPO) this comes in external recruitment, in this process the company
transfer all or some o its recruitment to the external party or provider, and the RPO will be acting
on the behalf of the organization Human Resource and providing the solutions to the
organization. In this process, a third party is involved and helping the organization is attaining
the right candidates. This Recruitment Process Outsourcing (RPO) is designed to bring qualified
candidates to the board with minimal involvement of the human resource department (Gold,
2007). And some organizations depend highly on the advertisement process of attracting the
candidates nowadays many platforms are being used to attract the candidates like LinkedIn
social media, job boards, etc. and the latest technology which is being used in today's world is
the used to E-Recruitment (Kapse, 2012). In E-recruitment there is the involvement of
technology and with the help of technology the software is being made and this has made the life
of the employer very easy and helpful. There are 100 of software available in the market which
can be designed according to the needs of the organization and this is time-efficient but cost-
effective as they are made with the price but they are updated automatically whenever there is a
change when they are designed accordingly but is a one-time investment (Holm, 2012).
Recruitment made the organizational performance effective as an employee are the main asset of
the company and they are directly responsible for achieving the goal of the organization. After
the more involvement of technology, the organizations are more towards the use of social
recruitment popular internet sites are lint as in this there is the involvement of technology
f/internet and make things easier and faster (EI-Kot, 2008). The most popular websites are
LinkedIn, Twitter, and Facebook (Cooper, 2014). These sites are the ones that are growing at a
very high rate as they are free to join and there is a lot of pool available through which the
organizations can shortlist easily and through these platforms, the Generation Y workforce is
easily attracted (Winarso, 2020). The involvement of social recruitment has changed the working
of the departments as many organizations has made it to their policies to use the social

networking sites internally for recruitment purpose. And nowadays people are using social
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networking sites with fully open arms as they play a role in the recruitment process (Lenhart,
2010). This has made many organizations make their online presences like Twitter and
Facebook, in order to engage with the pool of candidates and give them the opportunity to
interact them with informally. And many other organizations are creating the micro-site to start
the discussion with the candidates and encourage them to look on the potential to and help them
apply, these sites are already in contact with different organizations and they post the job on the
behalf of the organization and some of the amount being paid to them by the organization
(Bolton, 2013). According to the report at the end of 2009 From Gartner states that recruitment is
the starting point for social media as it tells a lot about the time of hire and the cost regarding that
and things associated with them can be improved easily (Otter, 2009). Those organizations that
are using the internet and technology many things are made easier for them through social
recruitment websites the condition of the market can be easily interpreted by the Human resource
specialist, and this can make the organization prepared for the next move. to attract the young
generation as the young generation are more creative than the old one and they have a new idea
and they are built with a creative mind and this help a lot in organizational growth (Balan, et al.,
2020). The employee is the one who makes the organization's brand stand out in the market as
theory work and dedication present the goal of the organization in a better way to society. These
organizations are the ones who are embracing the change and the use of technology is getting
higher and higher and every organization is getting better with time (Anderson, 2018). In the
world of science, nothing remains the same and everything is evolving. It depends on the
organizational climate, what type of employee they wanted to recruit if they wanted to recruit
innovative employees or are creative with their thing this means organization climate is
innovative and they work with change and innovation and in that case, the organization will hire

whose employees who are according to their requirement (Khasawneh, 2018).

The available literature has stated that the success of the business is directly related to the
performance of those who work of the organization and if there is workforce failure then the
opposite happens, considering this point in mind the planning of the human resource department
of such purpose as these are necessary and important (Abbasi S. G., 2020). To have success in
the market and have a competitive edge the organization needs to have the staffing done with
proper procedure and policies. The (Gamage 2014) general purpose of the recruitment is to

provide the organization with a pool of candidates so that the staffing can be done accordingly
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(Selase, 2018). The quality of the human resource management department depends on the
quality of the applicants because these are the ones who may be selected and will be responsible
for organization growth. Henry and Temtime (2009) Recruitment is the entry of manpower in the
organization and the direction must be followed by the organization to attract the right individual
who has the potential to align with the strategic goal of the organization (Selase, 2018). If the
recruitment is done right then there is a high chance that the selection will also go well, as
recruitment is the starting of the hiring process and selection comes after this. Recruitment is the
attracting of employees to work the vacant position and through this pool of candidates apply to
the vacant position (Chang, 2018).There are many ways through which recruiters can attract the

potential candidates such as
« Job advertisement
o Campus recruiting
o Employee referral program
o Newspaper, etc

And there are many more ways and through these, the potential candidates are attracted toward
the job the one thing that recruiter should keep in mind while attracting the candidate is that the
job posting should be done very efficiently so that the audience can easily be attracted toward the
job advertisement target audience should be clear and platform for posting job should also be
kept in mind (Ganesan, 2018). Sometimes job advertisement is not targeted to the right audience
and a lot of time and cost is wasted. As doing job advertisement is not easy and it's not cost-
effective if recruitment id did not right then there is a loss of lots of time, effort and money
(Muduli, 2020). Those candidates who are recruited by following all the procedures and
guidelines and without the biases of the organization these candidates will be motivated for the
future, and they will have a sense of satisfaction toward the organization, and they will
automatically perform well in the future (Voogt, 2017). Recruitment is the hiring of the
employee whether it is temporary or permanent within the organization. Recruitment is done by
every organization on and off, as every now and then employees leave the company. At times
due to poor performance employee is fired at the spot and for that purpose, the human resource

department takes the action urgently and starts the employee hunting or at times they have the

17




targeted CV available which can help at that time. Every organization must do the Recruitment
on and off as this is the key to the success as an employee is the one who are responsible for
making the goal achieved (KUMAR, 2019). Whenever the employee is being fired or employee
with his own will Quit the job then for those scenarios the human resource department consider
internal recruitment; hire those employees who are already available in the organization in this
way they don’t need to invest time and cost on searching the required employee as all the
information regarding the employee is available on the database and specialist can easily have
the access to that and can filter out the required information. Or at times the current employee
who is already working in the organization can go through the job rotation phase until the
permanent candidate is found. Recruitment plays a main role in making the organization grow
faster and have success in the future as humans are the main Capital of the organization and right
time ad efforts are invested on those then surely, they achieve the goal in a very small-time span
(Pollard, 2015). Right employee recruited is like watering the seed which blossoms in the future
(Sparrow, 2007). In today’s world recruitment is done in many ways, but the most effective is
through technology like the internet, through the internet everything is made easier and effective.
By simply visiting the sites like LinkedIn, rozze.pk, indeed Facebook and many more through
this employer can easily have the asses to the required candidates, as posting on newspaper takes
a lot of time and at times it takes too long to have the required response, but this doesn't mean
this is not using nowadays, the organization still give advertisement of newspaper to have the
better reach

Hypothesis (H1): Recruitment is positively related to the organizational growth.

2.3 Selection

There is several ethical decision and problem which are faced by the organization when selecting
the employees into the organization. Here the ethical role of the organization is also important
within the organizational context. Selection is done by considering every minute detail about the
candidates. When one is selected the other is rejected, as there is a pool of candidates who are
short-listed by the recruiter. In Human Resource Management recruitment can be defined as the
process of finding and hiring the talented and qualified employee, the right person for the right

job in a timely, fair, and cost-effective manner (Ashraf, 2017). And selection refers to picking

18




the most appropriate candidate for the vacant position (Gusdorf, 2008). Selection is done after
recruitment, selection is interviewing the candidate and analyzing their skills and qualities (Nail,
2002). The contribution of each employee plays a vital role in companies’ success and growth;
hence the HR department needs to have an authentic Recruitment and selection procedure
(Greenwald, 2008). By the law, the employer can get sued for bias if the candidate feels there is
something wrong with the system or he is facing discrimination in the company. The quality
selection procedure tells that’s company hire quality worker often. When there is a continuous
rejection of employees by the company then there must be some issues with the selection
procedure, every company has its selection procedure. policies and term related to it (Mahmood,
2015). Right proper and just practices should be done in all the human resource practices. In
many countries such as the US, fair treatment in selection consists of that such practices should
be fair in the dealing of the candidate. These are known to be procedural justices. The justices
and fairness in the selection of candidates. There are several principles related to its which must
be followed by any means to achieve the goal, the goal should be achieved with the help of fair

treatment.

e The principle should be subjective.

e The principle should be consistent

e Selection procedure should not be manipulative

e Selection process should be developed by professions
e Maintain confidentiality

e Review of selection procedure and applicant information

It should be consistent; all the procedures and processes should be the same for every candidate
and it should be up to date, no organization should follow the old selection recess as the world is
changing and the youth is used to the new process. All the applicants should be treated thus
receive the same interview by the recruiter. All the questions and tasks should be the same for all
of the candidates (Hsu, 2000). The procedure should be evaluated through the consistency rule,
this evaluation rule examines whether the allocation procedure is consistent from person to
person and over time. The violation of the rule is when male and female questions are different
from one another (Bal, 2013). Those employees who have a strong background, or qualification

are given easier and the question than the one who has the weak one. The standardization should
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be maintained while interviewing all candidates who are equal to the organization. The selection
decision should be based on the authentic reflection of the candidate on the characteristics being
assessed. The selection procedure should be reliable and consistent (Rozario, 2019). The high
reliable system is considered more accurate than the less reliable system of the selection
procedure. Some applicants who have access to the knowledge of content, have prior practice or
experience of the sample test as compared to the other applicant then it would be considered
unfair to the other applicant. All the applicants should have the same access to the test,
knowledge, and tools. Giving one applicant an advantage will ruin the selection of the system as
well as employee performance of the employee (Lievens, 2010). The selection procedure should
not be manipulative to another applicant, this is again related to the fair selection of the applicant
the employee should be examined against the common and standard set of criteria set by the
specialist (Breaugh, 2000). The selection process should be made and placed by the professionals
and have knowledge about the selection in more dept. the professionals who are involved are
Human Resource Management professionals (e.g., Industrial Psychologists, Industrial Relations
Specialists, etc.) (Scholarios, 1999). In the development phase of the selection, it would be fairer
to consider the procedure made by the professions than the one which is made by the no
professionals. The organization that maintains confidentiality of the system and maintain the data
of the applicant are considered to be more responsible and fairer, there is much confidentiality
like the release of test score of employee test, the employee personal information to other parties,
miss-use of the information, etc. selection procedure s not easy as it seems, and all the steps
should be taken with accuracy. The review of the applicant information and the selection
decision is made by the panel of seven professional and those professionals should evaluate the
employee based on the test and job requirement and the characteristic the candidate have
(.Robertson, 2001.). The selection procedure is very important as through this the right candidate
is hired and those candidates are then responsible for the organizational growth of the company
as an employee are the main asset of the company and investing in employee never got wasted
(Lepak, 2006). Selection is the process of choosing the right candidate from the pool of
applicants, choosing those who are more suitable for the job position, in the selection of
candidates more candidates are rejected than then selected as this is not as easy as it seems to be
(Boxall, 2011). The basic idea of the selection procedure is to get the information regarding the

applicant and then select the right one from then after filtering out what employee is more suited
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for the job. The candidates can be selected by using different methods of selection like
conducting the individual interview, giving an interview in the panel, election boards, different
tests through centers medical examination, aptitude tests, etc Every organization have different
selection criteria (Anderson N. &., 2008).

Selection is the process of selecting candidates from the group of the applicant who meet the
standard of the position available regarding the posted job. The selection is part of the
operational human resource management. The selection is the sequence of steps that are used to
decide which candidate will move future, which will be rejected, and which will be put on
waiting (Hazan, 2010). The company wants the people who have a satisfactory performance
level company also look for the employee who doesn’t need a lot of training for the job as giving
training to the new candidates is costly and time-consuming and most of the companies don’t
want to waste the time and want the quick solution. Selection is putting the right man on the right
job and the company must do a lot of work to hire a single employee (Ahangar, 2011). As the
organization's performance will be measured by the performance of the employee. The
organizational growth will get better day by day when the employee who is working there is the
right person for the job, hiring an employee is not as simple, many organizations fail because of
the weak strategy, goal, and employee. Employees are very important and without them
organization cannot perform well. Technology has made it easier for the recruiter to select the
employee easily (Schweyer, 2004). with the help of technology, the employee is easily hired, and
all the information is being stored on the database of the company and candidates can be
shortlisted easily without any problem, as the required candidate information is filtered out and
take the interview online or by calling them for a physical interview (Chapman, 2003). The
growth of the organization is very important to have a competitive edge in the industry. With the
competition, the organization will not compete with the competitor. The company must be
competitive to compete. Most companies such as Toyota and Ford have an employee-oriented
company they invest more in their employees, given their training, send them on different
courses make them strong to fight with the world in result they are the most popular top-notch
automobile company in the world (Hossain, 2017). It’s not important to have the product to be
your competitive advantage, employee can also be the. As loyal employees don’t leave, they
invest their 100% when they are treated with fairness and when the company showed them, they

are valuable to the company. the company selects those employees who will stay for a longer
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period, the employee won’t leave after taking the experience from the company and go to
another one. To make the employee stay for a longer period required continuous work.
Recruitment and selection both have an impact on the company growth as these two are the
starting point of the employee career in an organization and the successful steps of the company
(Kotey, 2004). The employee work tells a lot about it’s the company, and when the employee is
hired. The growth of the company is beneficial for both the company as well as the employee as
the company brand name is associated with the employee and in the future employee can get
benefit from it. The recruitment strategies are essential for the business growth, these strategies
are included the market penetration tactic, the development of the new market, product
expansion, creating diversification, making new marking tactics, or at times when acquiring the
new company or increasing the market share of the company. recruiting the right candidate helps
in the stable performance of the company (Taylor, 2000).The company that hires the right
candidate helps the company to achieve its goal. The company invests a lot in the recruitment
process because when an employee leaves the company it cost a huge price on the company side
as the employee who leaves the organization, employee leaves with the company secrets,
knowledge, ideas, etc and this he can give it to the competitor company or can get a better job
than the previous one. One of the most important resources of the company is the employees.
Engage, the motivated and productive employee can perform well in the business and help the
employee achieve the organizational goal. Employees who are recruited rightly are very engaged
in the job and perform (Williamson, 2000). Any recruitment strategy needs to be first analyzed
first considering the short term and long-term goal and before selecting the right candidate, the
well-thought profile should be made of the ideal candidate, and with the help of the specialist the
required skill set is so designed the required candidate is search, nowadays employees apply on a
different website, and social media account through which employee can be searched easily and
targeted employee can also be found easily. Employee engagement also results from the right
recruitment, as those employees who will have a positive mind and positive impact on others will
have the positive teamwork in an organization as well. If the recruitment process is done right,
then they will also welcome the new employee happily. The culture of the company is made by
the strategy, structure, and employee engagement of the company (Anwar, 2015). The
recruitment strategy should be made in such a way that it also highlights the company offers so

that employee gets attracted to the job easily and apply to the company at priority. The solid and
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authentic recruitment strategy is the fuel to the business growth, and it also polished the skills
and train the employee accordingly to the needs of the organizations (Richardson, 2012). The
recruitment strategy is essential for helping the business grow and have a name in the market
when the company will be known by many others their market value will also be increased and
the productivity will also go to an upper level. It also improves the company’s culture and helps
the organization to meet its long-term and short-term goals (Bernocchi, 2019). With the help of
decision-makers and the specialist, the recruitment strategy is made, and the employee is hired
for the job accordingly. In today's world technology has made life easier for the company to

search for employee’s ad take interviews, tests via technology.
Hypothesis (H2): Selection is positively related to the organizational growth.

2.4 Dependent Variable

2.5 Organizational growth

Organizations can only have a competitive advantage when they hire the right employee. The
organization can grow to a greater extent when the recruitment of employers is done accordingly.
every organization faces hurdles and to cope up with that they need a strong start and employees
to work on that (Okoye, 2013). Employees help the organization to grow at a high level
(Acquaah, 2007). Hiring the right employee is a make-or-break situation for the organization
(Akimova, 2000). The greatest asset which the organization can have been the employees they
hired. The employee is the main capital of the organization. And human resource management
makes sure to hire the right employee through the recruitment and selection process (Veger,
2006). It is the goal and objective of the organization to work on the strategy with the help of an
employee. Recruitment and selection are a very time taking process and cannot be done in one
go. It is very unfortunate that most organizations have neglected this and focused on other
departments and strategies and at the end which results in the organization's downfall (Masi,
2000). The employees are the chief assets of the organization. Growth is something that the
company strives for regardless of the size of the organization (Spence Laschinger, 2009). The
small organization wants their name to be mentioned by everyone and bigger firms want to get
bigger and have more authority over the industry. It is obvious that the organization that has big-

name and growth, is the one that owns the market. And can have to go bigger and bigger every
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year in order to accommodate that expense which goes bigger and bigger and bigger.
Maintaining growth is the biggest challenge that organizations must deal with strategy (Flory,
2021). Some organizations can’t even maintain the growth and face the downfall with one
month. it is very difficult to manage the growth especially maintaining the growth. As with the
growth phase, the salaries and costs also increase and they continue to increase over time (Sule,
2013). Organizational growth has the potential to provide the organization with myriad benefits
which include greater efficiencies in economies of scale, more power and authority, authority to
deal with market fluctuation, the rate of survival, increased profit, and the loyal member of the
organization (Cummings, 2014). Many organizations want growth to have success and progress
in the industry and to gain a competitive advantage. The competitive advantage is something that
cannot be gained at night but requires a lot of time and struggles which is done by the
organization and as well as the employee day and night work to achieve those advantages
(Sminia, 2006). Organizational growth is used as an indicator to show that the organization has
effectiveness. The definition of growth is different for every organization. There are many ways
through which an organization measures its growth (Castle, 2001). As the goal of the company is
to get higher profitability; most companies will measure their profitability as the net profit,
revenue, and other financial data. Other businesses have different criteria to measure the growth
level, for example, number of sales, number of employees, expansion of the company, the
success of product line, market value (Lien, 2007). The organizational growth has ups and down
which creates a stimulating and exciting environment within the firm and at the same time it
creates opportunities for the business owner as well as the opportunities to grab and work on
them. Organizational growth is directly influenced by the employee, the selection of the right
employees plays a big role in it (Mbugua, 2017). Human resource management is the function
within the organization environment that focuses on many practices and recruitment and
selection are o e of them. the organization must make the employees work in the direction in
which they can achieve the objective effectively and efficiently. It is also included in the
strategic and comprehensive approach of managing employees in the organization (Wang, 2008).
Effective Human resource management made the employee work effectively to achieve the goal
and objective. Working in an IT information technology company requires an employee who is
perfectly jobbed fit and knows the do and don’t if the job as this is very technical work which

requires a lot of minds and physical attention to the work. the organization put a lot of time and
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cost in hiring the right employee for the work as in return they want effort from them which then
results in the increased efficiency of the organization (Paul, 2004). Organization growth also
talks about the credibility of the organization. How much trust the organization has with their
stakeholder also told a lot about the organization. Organizational growth is all about how the
company will achieve its goal and make its position in the market strong (Bayo-Moriones, 2001).
Organizational development means the development of the employee as well. This shows how
much the organization is interested in making their employee strong for their company as well as
the environment outside the organization (Brown, 2003). Good organizations always work on the
career of the employee and make them loyal. It is the responsibility of the human resource
department to deal with such an issue (Rosa, 2017). Human resource development comes under
the human resource management known as HRD. The human resource development is
responsible for making the employee strong for their career and making their skills polished and
training them with new skills and learning. the organization that works on their Human resource
development are the ones who will get the result in the form of growth in their business as these
are the employee who will be working day and night for them to achieve the goal of the
organization (Werner, 2011). The organization that invests in employees' growth is indirectly
investing in organizational growth. Employees are the bone of the organization and without that
organization, they won't be able to work properly(Wang X. &., 2007). Organizational reputation
is also the key to the success of the organization. Aligning employee development with the
organization is the key to success and sustainable advantage will be achieved through it (Sims,
2006). Many organizations don’t see their employees important as they think investing in an

employee will waste their money and time but on the other had its opposite of it.

The achievement and recognition also add a lot to organizational growth. and human resources
will make sure about the achievement sustainability. The human resource department will
represent the company's largest investment which is employees (Lee, 2007). The organization
should give prioritize to the development of the employee so that their talent can be maximized,
and skills can be polished and make them learn the new things which will in return reflects in the
company profit. (Antoniu, 2010). No business can run without people as they are the ones who
are responsible for the execution of the strategy. Even a computer auto-machine factory cannot
go without an employee (Colomo-Palacios, 2012). The same is the case with the IT information

technology company where all the software is made through the computer but to the mind behind
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is of the employee. Proper Man powering planning is required and this is done by the human
resource department under the practice of recruitment and selection (Nicholson, 2008).Most
organization does not have a plan for the organizational development of their staff and members,
right after the selection stage the organization leave the employee alone and don’t look after
them, the organization doesn’t orient them don’t look after them, and does not work on their
training and development, polished skills, giving them new workshops, neither improve their
talent nor their educational talent they came in with, these are the organization who are
responsible for the downfall of the organization (Keep, 2010). Human resources are still
underdeveloped in many organizations and no importance is given to them and in many
organizations, humans have managed the finance department due to which organizational
strategy fails. Companies need to equip their labor forces in such a way that it boosts their
quality of product, their name and increased their profit-making the organization sustainable in
the competitive market (Gupta, 2014).Human resource management makes sure that the
manpower planning is not static but the ongoing process which is kept on changing with the
external demands. manpower planning focuses on raising productivity, improving the quality,
efficiency, reduction of cost, and making the employee focus on the core value of the business
(Siavelis, 2012). Human capitalization and utilization of the human is a very important aspect of
the business, growth of the company depends on the strategy which is formulated by the
organization and making the employee work in that direction (Ployhart, 2006). Human resource
management is the universal norm not the just view concept and formulation of values and
beliefs that arise from there. So, there is no such organization, enterprise, or any business that
can deal with social sustainability, product quality, profitability, organizational politics, and
economic with the proper and adequate human resources in place (Haugh, 2010). The study
shows that there is a significant downfall in the business performance and growth of the
company where are a lack of effective human resource planning and team human resource
department is made by the mixture of talented people who have expertise in their domain and
workday and night for the achievement of goal which in return shows in the company graph.
good human resource is equal to organizational growth (Matsuno, 2002). The business
environment is full of uncertainty and the labor contribution and involvement help the company
to deal with such changes (Yan, 2017). Management is responsible for boosting organizational

effectiveness and productivity which also results in profitability. Human resource development
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theory is the framework for the expansion of human capital within the organization and the
subsidiary. The development of the individual as well as the organization (Kafetzopoulos, 2019).
The growth of the organization depends just depend on the financial aspect but also on the
working of the employee. The environment that is given to the employee also plays a role. Many
famous companies such as Unilever which is spread across the world focus on their employee as
well as their strategy. Their success depends upon the employee. Those organizations that are
employee-oriented face a lot of growth (Boyle, 2005). The IBM CEO follows the employee-
oriented strategy that's why IBM business is spread in 171 countries (Gonzales, 2003). To
sustain in any business and go upwards IT industry should go along with the external changes
and implement those changes in the internal environment (Hameed). The IT industry is a very
successful business in Pakistan there are more than 2000 companies of software. IT industry also
runs with the help of employee as other business. the IT industry highly depends upon skilled
labor and depends on them for survival as compared to the other industries. The growth of the IT
industry Highly depends upon the skilled labor forces (Bresnahan, 2002). The average cost of the
software engineer in Pakistan is 1/5 of the cost in the USA and European countries Pakistan is at
position 5th on the most financially stable company in the world for offshore services A.T.
Kearney’s Global Services Location Index 2019. The IT industry needs technical, domain-
intensive expertise for producing high-value IT products and services to the market (Haksever,
2004). To have the highest growth in the market it also needs innovation to get the upper hand as
the IT industry in Pakistan is continuously going upwards and making its reputation better in the
whole world (Forsman, 2011). Hiring if the right employee is very crucial but it is rewarding in
the end as this employee plays a role in gaining a competitive advantage in the industry and has a
stronger position in the market (Al-Ansari, 2013). The success of the organization is very
important to maintain the business environment as if the growth doesn’t go upwards then this
will affect the employee as well and they will leave the organization. The same goes for the
employee when the employee doesn’t perform well according to the requirement then the
organization first trains them to give them guidance them, they will make them leave the
organization. these go both ways (Lennick, 2007). The success of the organization depends
highly on the employee and good strategy and strategy cannot be executed without the
involvement of employees and output of employee work is seen in the growth of the organization
(Mankins, 2005).
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2.6Mediating Variable

2.7Technology

Recruitment and selection have always been influenced by technology, recruitment and selection
are some of the old fields of HR and it has to be managed perfectly to get the required results
(Carless, 2007). Technology has always been a solution nowadays as it makes it easier for
everyone to work with the system (Brishti & Javed, 2020). That is one of the reasons companies
are investing in research and development (Hiren & B, 2019). It has been seen that technology
has reshaped the recruitment and selection process (Correll, 2007). LinkedIn is one of the major
platforms for the recruitment and selection process (Dwivedi, 2019). With the help of
technology, the internet is a very useful source of finding the pool of candidates and reaches out
to them easily (Puner, Fromm, Roazen, & S, 2020). It’s the 21st century and everything is going
digital and the use of technology in human life has been increased to 80%. Now every activity is
also being done via technology. In an organization, technology has played a big role in gaining a
competitive advantage (Ukko, 2019). The use of technology has made the work in the
organization so easy and quick that moving away from it is not an option anymore. the
organization start investing a lot in research and development (R&D) which will help the
organization to sustain for a longer and sustainable period (Bouwman, 2018). The modern
workplace used technology extensively for efficiency. Technology helps to cut down both the
time and money to get the job done. Installing technology is only a one-time investment and
updating them comes after it (Kraiger, 2007). Facilitating the employee with the latest tools and
technology make them more creative and efficient. And they have a real-time system through
which they can work effectively. (Colbert, 2016). Hiring the right employee for the job is not
easy as it seems. It's not like to fine the employee sitting in the next building, proper procedure
and process is required and technology has made it easier for it to have the best employee in a
very short time (Young, 2010). In this modern world, recruitment as selection can easily be done
by just looking at the database system. The company should invest in a database system where
they can have all the required information of the individual and filter out those candidates who
are needed by the organization (Noon, 2013). Through this, the employer doesn’t need to waste a
lot of time in searching for the right candidates. In today's world, there are many platforms

through which employers can easily reach out to the candidates, like LinkedIn, rozze.pk,
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Facebook, indeed, and many more websites through which employers can extract the candidates
and ask them for the interview (Subhani, 2012). The company also posts a job on these websites
and candidates also apply to that job and through this recruitment are also done (Zide, 2014).
Many organizations store the data of their employee on the database and whenever there is a
need for an employee they select from there, before doing the external recruitment they go for
internal recruitment. Whenever the person is not hired at the spot their data is also saved on the
database and reached out to them whenever there is a need for candidates (Albert, 2019). The
technology can be used in the organization to post the job, advertise the job, Applications are
often filled by the candidates via the internet, a strong and updated data is used to store
information of the applying candidates for the position offered by the company. Using video
conferencing tools, the interview can also be conducted online. the company that used up-to-date
software can deal with the external changes, the organization is installing and making their daily
work via technology (Hosain, 2020). Developed countries like Chine Japan, Europe, America,
US, UK, etc are at the top level in using the technology. They follow the latest trends and
changes in the market, and they are the ones who set make the trend in the market. To stay in
competition organizations should add technology in their practices (Lavigna, 2004). The use of
technology is making the life of organizations as well as the employee so easy that they are
relaxed and they just must give the right command to get the job done (Paillé, 2019). With the
involvement of technology, the employee is also learning new skills and technologies, these are
also helping the employee to grow and make their CV stronger. Technology is the solution to
everything (Zolzaya, 2018). Having the latest technology and software in the IT industry is
important and software companies already core business is to work on technology and make new
technology and when they are not using technology in their function this will be a bit odd
situation for them in the market. Using Tech to find talent is affordable as well as user-friendly.
Using tech technologies valuable members will be hired (Wayman, 2006). It is obvious that
higher productivity will lead to higher economic growth; the technology involves automation and
cuts down the time it takes to complete the task the automation helps to streamline the features
such as sharing through social media, managing the emails, dealing with the task on time. And
they are quick and easy to manage (Bondarouk, 2009). Using the technology help in tracking,
measuring, and applying analytics to the recruiting process. And through this process, time and

money are not wasted (Omer, 2018). By looking at the current employment condition the
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organization can also make strategies accordingly to deal with the problem. In today's world,
technology is essential for survival. Technology helps the employee work faster and efficiently
(Kozlowski, 1987). Recruitment can easily be done by looking at the candidate data. Online tests
are given to candidates before asking them to come.

2.8 Hypothesis

Hypothesis:(H1): The recruitment positively impacts on organizational growth
Hypothesis:(H2): The Selection positively impact on organizational growth

Hypothesis:(H3): Technology will moderate the relationship between Recruitment and
organizational growth and have a positive impact between the independent and dependent

variables.

Hypothesis:(H4): Technology will moderate the relationship between Selection and
organizational growth and have a positive impact between the independent and dependent

variables.

2.9 THEORETICAL FRAMEWORK

Moderator
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Chapter 3: Research Methodology

3.1 Research Approach

The research approach that will be used in this study will be quantitative approach. As this study
will be more defined and give better result by using this approach. As quantitative approach
gives the straightforward analysis and by using this approach the study can be tested and checked
with the help of SPSS.As many people don’t understand the mathematics involved so with the

help of quantitative approach evaluation can easily be made on the data collected.

3.2 Research Paradigms/ philosophies

The Post-positivist approach will be used in this research as this approach is compatible with the
quantitative approach and based on current facts, figures, and data the conclusion will be drawn.
And for the time being, we will ignore the science theory. Looking at the interpretation of SPSS

the result can be found

3.3 Research design

The research design that will be used in this study will be survey based. First questionnaire will
be mad and fill by the target population and on the based on that result the data will be run on
SPSS to analyze the result. The result of the SPSS (Statistics is a statistical software suite) will
be interpreted and then through that answer of that’s study will be easily find

3.4 Target Population

The target population is the one who gives you the required information regarding your study, or
who is working on that’s information. The populations who will fill the questionnaire will be the
one in the human resource department who deals with recruitment and selection. So, the target
populations in cities (Rawalpindi, and Islamabad) will be the ones are working in Information
technology (IT). Based on these people, we study how recruitment and selection impact on

organizational growth.

3.5 Sample

The sample size which will be used in this paper will be 250. As the required people will be
around 250 of IT Industries from the cities). (Rawalpindi and Islamabad). In this paper the
sample size is selected from the article ‘Developing E-Recruitment framework for enhanced

recruitment practice in telecommunication sector of Pakistan’’ (Magbool, 2020).
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3.6 Sampling Unit

The sampling unit that will be used in this research will be individual sampling. The term
sampling refers to the singular value so the individual who is working in the IT industry from
Cities (Rawalpindi and Islamabad). The sampling unit is taken from the entire population such as
country, region, cities database. In this research from the selected city, we will draw the analysis

and conclusion

3.7 Sampling Technique
The sampling technique that will be used in this paper will be non-probability sampling and in
that’s purposive sampling will be used. No random person can fill the questionnaire. Only

selected people will be filling the questionnaire (HR personnel and recruiter)

3.8 Research Instrument
The term reach instrument is the tool that’s used to help in data gathering for the research topic
so the research instrument | plan to use in my research will be a questionnaire to gather the. The

questions that are mentioned in the questionnaire are taken from the following articles mentioned

in the tables
Variables Reference and questions
Recruitment 3,4(AKYUZ, 2019)
1,4 (Hamza, (2021))
Selection (Hamza, (2021))
Technology (Kareem, 2019)

(Osman, (2016).)

Organizational Growth (Camarero, 2009)
(Don-Solomon, 2015)

3.9 Data Analysis Techniques
Technique that will be used in this research will be with the help of SPSS (Statistics is a
statistical software suite) software. With the help of the result and interpretation | will be able to

find out the conclusion based on our input data the test | will be doing on SPSS will be

e Reliability
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Descriptive analysis
Frequencies

Regression analysis
Correlation analysis

Moderation analysis
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Chapter 4: Data Analysis

4.1 Data Analysis

Once data has been collected from the participants, statistical tools such as correlation and
regression have been used on SPSS software to do the further analysis and identify the direction
and degree of relationship amongst variables. Whereas statistical instruments used for data
analysis includes frequency and descriptive analysis, Cronbach's alpha for reliability statistics,

Pearson correlation coefficient for validity, and simple linear regression analysis.

4.1.1 Reliability

This test is done to find out the value of Cronbach’s alpha. The specific source which is
coefficient of reliability that tells us how well selected items in a set have positive correlations
with one another. Closer the coefficient of reliability is to 1, higher will be the internal
consistency reliability. The value of Cronbach’s alpha shown by reliability statistics is 0.
877which is highly acceptable in terms of our study. This value of Cronbach’s alpha has clearly
indicated the higher level of reliability and consistency possessed with the questionnaire used
primarily the research conducted within the study. Value of Cronbach’s alpha is 0. 877which is
very close to 1 that demonstrates the reliability of questionnaire used as well as the reliable

responses provided by respondents.

Reliability Statistics

Table No 1
Variables Cronbach's Alpha No of items
Recruitment 877 4
Selection .877 4
Organizational Growth 877 4
Technology 877 4
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4.1.2 Descriptive Analysis
Table No 2

: Descriptive Statistics
M Minimum Maximum Mean Std. Deviation
Gender 250 1 2 1.39 A88
Age 250 1 4 2.84 1.037
Income 250 1 4 2.83 1.058
Experience 250 1 4 2.91 1.141
Valid N (list wise) 250
Table No 3
Demographics Frequencies | Percentages
Gender Male 153 61.2
Female 97 388
Age 20-25 years 33 132
25-35 years 38 2312
35-45 years 73 30.0
45 and above &4 36.6
Experience 2-3 wears 45 18.0
3-4 vears 39 136
4-5 vears 39 236
3 wears and above | 107 42 8
Income 25.000-35.000 37 148
36,000-45.000 33 212
46,000-55,000 75 30.0
55,000 or above 85 34.0
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Out of 250, by looking at the gender, 163 respondents with the percentage of 61.2 are males. On
the other hand, 97 respondents having the percentage of 38.8 are females respectively. Based on
age, 33 respondents with the percentage of 13.2 are having their age 20-25 years. Similarly, 58
respondents with the percentage of 23.2 are having their age between 25-35 years. Furthermore,
84 respondents with the percentage of 36.6 are having their age 45 and above. Based on the
experience, 45 respondents with the percentage of 18.0 are having the experience of 2-3 years.
Similarly, 39 respondents with the percentage of 15.6 were having the experience between 3-4
years. In addition to that, 107 respondents with the percentage of 42.8 are having the experience
of years and above. Based on Income, 37 respondents with the percentage of 14.8 are between
25,000-35,000 of income. Whereas 75 respondents with the percentage of 30.0 were 46,000-
55,000 of income. However, 85 respondents with the percentage of 34.0 are having income of
55,000 or above income

4.1.3 Correlation

The analysis through which the strength of relationship is studied by using the available data is
known as correlation analysis. The range varies from -1 to +1 of a correlation-coefficient. When
the value of correlation is negative i.e., -1 this means that when the value of one variable
decreases the value of the other variable increases while on the other hand when the value of
correlation is positive i.e., +1, means that when the value of one variable increases the value of
another variable also increases. The correlation coefficient which is mostly used is Pearson r.
The two variables which are being analyzed are measured since increasing value i.e. interval

scale.
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Tableno 4

Orzanizat
. et ional
MECrUitme - -
Selection Srowth Technology
Fearzon - - -
1 ETE .BE2 447
) Correlation
Recruitmmenit
Sig. [2-tailed) D00 ) 000
M 250 250 250 250
Pearzon .
. &7E 1 T T4E
Correlation
Selection i i
Sig. (2-tailed) |.0DD Rl Rl
W 250 250 250 250
Pearzon - - -
. .BE2 .70 1 AED
Correlation
Orzanizational Growth i i
Sig. [2-tailed) |.0DD A0 Rl
M 250 250 250 250
Pearzon - - -
. 44T .F4E 45D 1
Correlation
Technology
Siz. [2-tailed) |.00D 00D .00
M 250 250 250 250

**_ Correlation i significant at the 0,01 level [2-tailed)

The table no 4 represents that relationship that exists between Recruitment and Selection is
highly significant at 0.01 level with the magnitude of .676 and in a positive direction. Whereas
relationship that exists between Recruitment and Organizational Growth is significant with the
magnitude of .882""and in a positive direction. In addition, relationship that exists between

Selection and Organizational Growth is considered significant at 0.01 level with the magnitude
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of .704™and in a positive direction. However, relationship that exists between Recruitment and
Technology is highly significant with the magnitude of .447"and in a positive direction.
Similarly, relationship that exists between Selection and Technology is highly significant with
the magnitude of .748™ in a positive direction. Furthermore, relationship that exists between
Organizational Growth and Technology is significant at 0.01 level with the magnitude of

469™and in a positive direction.

4.1.4 Regression Analysis
A further concept, called regression analysis, is used during the analysis of the data. It is

very important step in finding the relationship between variables, whether independent or
dependent variables. For our variables in this sample, we used a linear regression study. The
most important and accurate data can be given by such findings when obtained from this whole

process.

The R indicates the simple correlation., value of R is .894 (89.4%) gives strong indication
of high level of correlation between Recruitment and Selection (independent variables) and
Organizational Growth (dependent variable). Same for the, R? gives an indication of degree to
which “Organizational Growth” can be explained by “Recruitment and Selection”. Additionally,
R? can also be seen as percentage of change that is brought by the independent variables in the
dependent variable. According to the test, R? is .800 (80%) which is very good. On the other
hand, Adjusted R? shows model fitness is. So, when it comes to this study, Adjusted R? is 76.8%

fit, which is an excellent sign
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Model Summary

R Adjust=d R
nodel R

Sguare | Sguare
1 .Bod 0. 50D 0.7

3. Predictors: [Constant], Selection, Recruitment

AMNOWAY
Model F Sig.
Regression | 482.78E | .001"
1 Rezidual
Total
Coefficients
wodel Stamdardized |t Tig.
Cosflicients
Beta
1 Ii'..':lrﬁtant: 1.08 0.2E3
Recruitment 745 159,36 | D.ODD
Selection As7 5.104 D00

3. Dependent wariable ; Organizational Growth

In ANOVAS table, Significance level for this model is .000, that is less than .05, which itself

indicates that it is highly significant.

The above table shows the magnitude and significance of relationship between independent and
dependent variables. The contribution made by Recruitment is 77.3% with the significance of

.000, and Selection is 26.9% with the significance of .000 to Organizational Growth
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4.1.5 Moderation Analysis

Interactionl

In model, 1 R Square the change in Organizational Growth due to Recruitment is 80.0%
in linear regression, also discussed earlier. However, when we add the moderating variable

Technology the organizational growth decreases from 80.0% to 78.4% which is slightly a change

Model Sammary

hModal E Sguars Adjustad K Sgquars
1 00 0768
2 0.784 0.783

a. Pradictors: (Constant), BEecritment

b. Pradictors: (Constant), BEecruitment | Intaractionl

ANOTVA®
Model af Mzan Squars F SiE
Eaprassion 2 124583 492 768 001"
! Fasidusl 247 0.294
Total 2449
Ezgrassion 2 6.968 136 841 .001°
® [ Residual | 247 0182
Total 2443
a. Dependent Variabla: Orsanizational srowth
b. Pradictors: {Constant), Eacruitrment
c. Pradictors: {Constant), Racruitmant , Interaction]
Coef Ticien s
Wlodial S tandandizad t Siz.
Coafficionts
E=ta
1 [ (Constamt) 106 | 0280
Becmritmeant 7449 123868 | O 0D
3 | (Constan) 4171 | 0.000
Fecmyitmeant 0603 5.400 | 0172
Interactionl 0. 250 2504 | 001D

a Dependent WVariabls: Oypanizational growth
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as we can see in model 2 R square. By looking at the Anova Table Significance level for this
model is .001, that is less than .05, which itself indicates that it is highly significant. The
contribution made by Recruitment was 74.9% to Organizational growth but when added
technology, the value is remaining significant .010. with the adjusted value of R square to be
78.4%. And the t vale is positive 2.594

Interaction2

Alodel Summary

hiodsal E Squara Adjustaed E Sguars
1 B00 0.7T68
2 S05 0.501

a. Predictors: {Constant), Selaction
b. Pradictors: {Constant), Selection , Interaction2

ANDYVAS
Model df Mean Squars F Sig.
Eagrassion 2 224 BER 492768 | .001"°
! Easidual 247 56.307
Total 49 I2B0O.9TS
Raprassion 2 70955 126 027 001
= Fesidual 247 03563
Total 249

a. Depandant Variable: Oresanizational growth
b. Pradictors: {Constant), Selaction
c. Predictors: {Constant), Selaction , Interaction?

Coefficients
Nlmdal 3 tamiandizad t Sim.
Co=fhicionts
Es=ta
1 {Con=stant) 1045 028D
Salaction 147 12 368 | 0.0
2 {Con=tant) 1810 1o
Salacrion 1056 6357 Lo
Int=ractionl S8 2.213 LR d: 3
a Depemdont Wariabla: fmandzational srowth
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In model, 1 R Square the change in Organizational Growth due to Recruitment is 80.0% in linear
regression, also discussed earlier. However, when we add the moderating variable Technology
the organizational growth decreases from 80.0% to 50.5% a change as we can see in model 2 R
square. By looking at the Anova Table, The Significance level for this model is .001, that is less
than .05, which itself indicates that it is highly significant. The contribution made by Selection
was 36.9 % to Organizational growth with significant value and when added technology, value is

remaining significant .028. with the adjusted value of R square to be 50.1%.
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Chapter 5: Implication of results, discussions and conclusions

Hypothesis Acceptance/Rejection after the test

5.1 Implication of Results

Hypothesis Status
Hi: Recruitment positively impact on organizational growth. Accepted
H>: Selection positively impact on organizational growth. Accepted

Hi: Technology will moderate the relationship betwsen Recruifment  and | Accepted
organizational growth and have a positive impact between the independent and

dependent variables.

Hiy: Technology will moderate the relationship between Selection and | Accepted
organizational growth and have a pogitive. impact between the independent and

dependent variables.

Table for hypothesis

Hypothesis 1 was ‘Recruitment enhances organizational growth.” it is proved to be accepted in
correlation and regression analysis. In correlation analysis Recruitment is positive relation with
organizational growth and it is proved to be highly significant with the magnitude of. 773. It has
been shown in regression analysis that there is a substantial relationship between Recruitment
and Organizational growth, which shows that increase in Recruitment, increases the
organizational growth. By the increase of 1 unit in Recruitment there will be an increase of .773

in Organizational growth. The t value is 19.368 and positive

Hypothesis 2 was ‘There is a positive a positive effect of Selection on organizational growth.’

It is proved to be accepted in the correlation and regression analysis. In correlation analysis,
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Selection is positively with the organizational growth, and it is proved to be highly significant
with the magnitude of. 269. It has been shown in regression analysis that there is a substantial
relationship between Selection and organizational growth, which shows that increase in
Selection, increases the organizational growth. By the increase of 1 unit in Selection there will be

a increase of. 269 in Organizational growth. The t value is 5.104 and positive

Hypothesis 3 was ‘the technology will moderate the relationship between the organizational
growth and recruitment, and it will positively moderate between IV and DV. In correlation
analysis, Technology is positively with the Organizational growth, and it is proved to be highly
significant with the magnitude of. 469. And technology is also positively related to the
recruitment and proved to be highly significant with the magnitude of .447. It has been shown in
regression analysis that there is a relationship between Technology and Organizational growth,
which indicates that increase in Technology for recruitment, there is increases in Organizational
growth

Hypothesis 4 was ‘the technology will moderate the relationship between the organizational
growth and Selection and. In correlation analysis, Technology is positively related to the
Organizational growth, and it is proved to be highly significant with the magnitude of .469. And
technology is also positively related to the selection and proved to be highly significant with the
magnitude of .748. It has been shown in regression analysis that there is a relationship between
Technology and Organizational growth, which indicates that increase in Technology for

selection, increases the Organizational growth

5.2 Discussion
This research study aimed to explore the relationship between recruitment and selection

(independent variable), Technology (moderating variables) and Organizational Growth
(dependent variable), as IT sector of Islamabad and Rawalpindi has been selected for
investigating the relationship between the above variables. To collect the respondents’ answers
(employee working in IT sector of Islamabad and Rawalpindi), we used an adaptive standardized
questionnaire. A scale of 5% of the significance level has, however, been set to assess the
acceptance and rejection of the hypotheses of this report. H1, H2, H3, and H4, were accepted
based on the significance standard, as significance level of recruitment and selection,

Technology, Organizational Growth has been less than 0.05. Therefore, all research hypotheses
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have been accepted and they are significant. Therefore, it has been proved that there is a positive
relationship between recruitment and selection (independent variable), Technology (moderating

variables) and Organizational Growth (dependent variable).

By analyzing the results of this research, we came to know that recruitment and selection has a
vital positive effect on Organizational Growth and when we add Technology with recruitment
the overall Organizational Growth increases more. As our all hypothesis are accepted which
shows that independent and all moderating variables positively effects the Organizational

Growth in IT sector of Rawalpindi and Islamabad.

The results showed that our 1% hypothesis that is, H1: Recruitment positively impact on
organizational growth is accepted as the study put emphasis that’s there is an increase in
organization performance when the right employee is recruited to the job and there is a negative
effect on the performance of employees when an employee is not working well. This study also
finds out that the recruitment process is more helpful in selecting the employee and these results
in positive business growth (Abbasi, Tahir, Abbas, & Shabbir, 2020). Another study Conclude
that recruiting the right employee for the required job plays a role in maintaining the position of
the company in the industry as well as for the company’s profit, the employee is the one who
helps in making the objective into achievement (Ekwoaba, Ikeije, & Ufoma, 2015). The second
hypothesis that is H2: Selection positively impact on organizational growth, is accepted. The
study found out that the performance of the employee and the recruitment procedure plays a role
in organization growth and gave the point that attracting employees to the job is different and
selecting the right one for the job is a different task and that task need to be done carefully as on
that phase employee is being judged at different levels, on the levels through which organization
performance is being also judged (Ekwoaba, Ikeije, & Ufoma, 2015). This study found out that
selecting the skilled employee help the sustainable growth, Selection of employee means that’s
now company reputation also is in the hand of that selected employee (Abbasi, Tahir, Abbas, &
Shabbir, 2020).

The 3" Hypothesis that H3: Technology will moderate the relationship between Recruitment
and organizational growth  and have a positive impact between the independent and
dependent variables. Is accepted. and the 4" Hypothesis that is H4: Technology will moderate

the relationship between Selection and organizational growth and have a positive impact
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between the independent and dependent variables. Is accepted. The study was done by the
Patrick, Stewart and Joseph  state that the technology will help in the recruitment and
selection process as in nowadays every operation involved technology and technology makes the
process easier and faster so in this fast world automation is coming on every level and this
makes the process easier and faster and the track and maintain the employee profile is also easier
and manageable (Van Esch, 2019). Another study concludes that technology is the biggest tool
that helps in improving organizational performance and helps is sustain for a longer period.
Digital recruiting gives more accurate and authentic results and give the company with many
options. (Black, 2020)

5.3 Conclusion

The aim of the study was to find out the impact of recruitment and selection on employee
performance with the moderating effect of technology, according to results which was found by
running different test on SPSS, it can be concluded that recruitment and selection tend to have a
significant positive impact Organizational Growth in IT industry of Islamabad and Rawalpindi.
To add on, it has been proved that Technology has a positive impact on Organizational Growth.
Also, test findings have also proved that technology positively moderate the relationship between
recruitment and selection and Organizational Growth in IT sector of Islamabad and Rawalpindi.
As mentioned in chapter 1 the purpose of the study is to find out the relationship between
recruitment and selection on Organizational Growth with the moderating effect of Technology in
IT sector of Islamabad and Rawalpindi. Structured questionnaires have been distributed amongst
the employee working in IT sector of Islamabad and Rawalpindi via Google forms for data
collection, as impact of each variable has been clearly observed in this research paper. To testify
the relationship of recruitment and selection, Technology have been empirically tested with
Organizational Growth for demographics including gender, age and income, found positive
correlation between them. Furthermore, correlation analysis has shown recruitment and selection
is positively correlated with Technology and organizational growth. In addition to, the regression
analysis has a significant relationship between, all the 1V, DV and moderators mentioned in this
study, recruitment and selection (independent variable), Technology (moderating variables), and
organizational growth (dependent variable). It can be said that, recruitment and selection has
positive impact on Organizational growth and, Technology positively moderates the relationship
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between, recruitment and selection (independent variable) and organizational growth (dependent

variable) in IT sector of Islamabad and Rawalpindi.

5.4 Limitation

There are a few limitations for this study and the first one start with the sample size, as the time
was short and the sample size which | choose was 250 which is not enough to get the best result,
to get the best result and the accurate one, this research should be done on the sample size of
more than 500 at least and on different cities should also be included. The other limitation is the
cultural difference, as most of the studies that have been done on a similar topic are the ones
done in western culture and they have different mindset different values and belief and
perception over something, and Pakistani culture is different from the western culture as
Pakistani people have different perception regarding jobs. The other limitation is that this study
cannot be applied to the other industry; it can only be applied to the IT industry of Rawalpindi
and Islamabad. The other limitation is the time horizon that is selected is the cross-section it
means that this study is done only one time, and these study results cannot be compared with the
longitudinal results. The other limitation is the use of research equipment, for this research paper
the research equipment used in this was the structured questionnaires only, the unstructured

questionnaire when used give more insight into the respondent mind

5.5 Recommendations and Future Research

Most of the elements regarding the study were discussed in this research. But there is still space
for change, In the literature review, some changes should be made when conducting research in
the future. Improvements may take the form of extended periods of time, different industry can
also be taken for population, variables can also be changed. In the future, the timeframe for a
comprehensive research study may be expanded as well. In addition, this study has been carried
out in the software field, as it can be carried out in any sector of Pakistan other than software. In
addition, three types of variables (such as dependent, moderating, and independent) were used in
this research and a mediating variable was not used. In order to provide a thorough analysis of
the relationship between variables in this study, a mediating variable should also be added to the
study to give more insight of the study. in the end, it is possible to increase the sample size to

perform this analysis in a more appropriate way.
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Appendix

Questionnaire:
Recruitment

1. Our organization receive large numbers of qualified applicants in response to a job advert
in the media (indeed, LinkedIn etc.).

2. Professional association is a source of employee recruitment

3. Our organization receive large numbers of experienced applicants in response to a job
advert in the media (indeed, LinkedIn etc.).

4. Employment agencies are often consulted for recruitment of staff.

Selection

1. Our organization uses unstructured interviews to determine the suitability of candidates
for a vacant position

2. Within our organization, selection methods used (application forms, assessment centers,
psychometric tests, interviews, CV data, references, group interviews) are important.

3. Our organization does uses Panel interview method of selection.

4. Our organization don’t consider gender and race for Selection of employees

Organizational Growth

Employees feel very committed to the organization.

Employees are prepared to go an extra mile for the company.
Absenteeism is in our company (relative to competition) very low.
Learning ability and adaptability of employees is high.

PowhdPRE

Technology

1. Technology provides useful information for ongoing monitoring decisions and actions.

Technology help in aligning information with business needs.

3. Technological innovation activities improve teamwork among my colleague and
employees.

4. Employee performance has been getting better through Technological innovation
activities

N
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