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RESEARCH ARTICLE

Abstract
This paper compares e-recruitment and traditional recruitment processes and its merits and
demerits. The figure of this process is arranged so that in the static equilibrium, the e-recruitment
process takes the horizontal position, while the traditional recruitment process takes the vertical
position. Here are presented the characteristics of both e-recruitment and traditional recruitment
processes used in Bangladesh for attracting and selecting qualified candidates through the analysis
of a case of BRAC Bank Ltd. Obtained results proved to be by the motion of the actual physical
system. E-Recruitment has provided some remarkable benefits in terms of cost and efficiency.
Due to the rapid advancement of technology and evolving digital tools, the e-recruitment process
is the future of recruiting in the corporate world, while traditional recruitment processes are
diminishing daily.
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1 INTRODUCTION

Bangladesh, like other countries, depends on the success of recruitment and selection of qualified
applicants on its speed and accuracy, as in any other business today. Currently, the number of
job applicants in Bangladesh is increasing, and the job is decreasing in the same way, where
there has been a major challenge to human resource (HR) professionals in screening applications
quickly and finding qualified candidates. According to Sołek-Borowska and Wilczewska (2018),
keeping up with the present competitive situation may help come through the application of new
technologies, which can ensure the speed up of the process. Undoubtedly, the applied area of
new technologies and its personnel policy are often trying to keep pace with the recent trends
that are changing at a surprising level (Wiernek, 2006).

All activities and practices carried out by a company to recognize, attract, and allure the job choices
of the suitable candidate are included in personal recruitment (Ployhart, 2006). Sołek-Borowska
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andWilczewska (2018) advert that recruitment and selection seem to be two convergent concepts
for a foreigner or one who resides somewhere far away from the company location, who is not
engaged in the employee’s employment process for the lack of knowledge of the company and
its particularity; they should be prominent from each other, while based on human resource
management.

It can be asserted that among theorists and practitioners of human resource management, their
views in this field are not always the same, as the selection of employees is often very suspicious.
Selection is mostly considered a stage of recruitment, where it is understood to execute an entirely
personal selection. Others discuss it as a fully independent process, which follows the activities
of recruitment and application to select the most suitable candidate for the specified job position
from among those presented (Pocztowski and Miś, 2007).

There are many activities of HRM in Bangladeshi organizations, like in other countries, and
recruitment is one of the most important HR activities that have changed incredibly fast. The
change has been from a traditional recruitment process to a digital-based or electronic-based
recruitment process, often called e-recruitment. Like traditional-based forms, there are many
forms of e-recruitment. Among all, video recruitment is one popular form of e-recruitment, and
audio form also. Video recruitment is a tool that accepts the entire candidate and permits them
to connect to the project. However, the most important fact of this form is time-saving, in which
the organization can play a significant role in planning the recruitment and selection strategies.

Video recruitment has made the recruitment process unique and standard through the probability
of making and presenting employers with the curriculum vitae of job applicants in video form. This
form is famous in Western Europe and Bangladesh because informal approaches are increasingly
obtained. Video recruitment consumes less time to help the human resource management team
but verifies the incoming application faithfully. Two forms of video recruitment are automatic and
live (Kluza, 2015). The live form is so popular of the two forms because most companies have
been using this form for an extended period, mainly involving a tool like Zoom in Bangladesh. It
relates to the direct form of an interview, and very few aspects are characterized by the same. The
most important point among them is the candidate’s ability to organize and manage everything
without a visit to the recruiter’s office. By this method, both parties may interview at their place.

Zoom interviews are an efficient way for companies to quickly evaluate candidates and attract
top talent across the globe. With Zoom, recruiters can easily schedule and host interviews to
connect with candidates, taking advantage of Zoom’s seamless experience to focus on what
is important- the candidate and the interview at hand. While Zoom was and is being used to
interview candidates for global recruitment, very fewHR teamswere introduced to ‘one-way’ video
interviews, where candidates record their answers to questions, and the employers review them
later. In this time of technological advancement, among the many inventions in HR technology,
the term ‘Video interviewing’ is a hot topic. While the term encloses “Live video interview,” there
is a growing demand for an asynchronous model (Rupert, 2014). It creates a platform where
incoming applications are collected. Sołek-Borowska and Wilczewska (2018) narrate that the
system generates the interview questions, and the answer is saved and sent to him, who is
responsible for the final selection.

In a way, pre-recorded interviews save considerable time and are more advantageous. Since
everything must be done according to the schedule, so without any disruption, candidates can
record their interviews when it is suitable for them, on their working day (Rupert, 2014). Video
recruitment is now an argumentative and comparatively new form of personal recruitment.
However, the development and advancement of video recruitment are unavoidable, and most
probably, in the future, it can be predicted that all phases of recruitment and, finally selection
process will be converted to an online environment, basically a video interview form. It can be
emphasized that if the use of these tools can be ensured, this will not only save time and cost but
also increase the efficiency and quality of the project because it is more transparent, gathering
detailed information about candidates and helping to select worthy job candidates (Buckley et
al., 2004). Video recruitment has many supporters in South Asia and has been very dynamic in
Bangladesh since corona pandemic. Although this practice did not start long ago in Bangladesh, it
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has great potential to remain a key determinant of recruitment and selection.

To change the importance of human resource management in an organization, it needs to adjust
the whole enterprise strategy within one form (Jablonski, 2011). Three key steps are included
with personnel selection: Recruitment, Selection, and Implementation for work (Listwan, 2010).
Conducting well recruitment and selection process is important for an organization as it is the
process by which a candidate can achieve organizational objectives and meet the employer’s
expectations, leading to their employment. Sołek-Borowska andWilczewska (2018) state that the
primary function of the personnel selection team is not only the process itself but also selecting a
person in final who is fit and meets all the criteria and is suitable for a certain position.

The number of professionals is increasing from the HR area visualize that tools from modern
technologies can entirely replace their hard and iterative work. Many companies use online
knowledge management systems to hire employees and fully use and derive benefits from the
World Wide Web. These are termed e-recruitment and systems and convert the process of
publishing positions and receiving curriculum vitas (CVs) (Faliagka, 2012). The E-recruitment
system has witnessed massive expansion in the past few years (De Meo et al., 2007) to
accommodate HR agencies and departments for targeting a large audience at a low cost. Sołek-
Borowska andWilczewska (2018) explain that various e-recruitment systems have been proposed
to bring automation and speed to the recruitment process, leading to a better user experience
and increasing efficiency and effectiveness. Up to the present time, there has been very little
research on the fundamental impact of e-recruitment on the recruitment process. Notably,
many researchers tend to focus on the design of corporate recruitment websites (Selden &
Orenstein, 2011). Conversely, not much attention has been paid to the impact of technology
on the recruitment process (Parry & Tyson, 2009). Although e-recruitment has probably spread
worldwide, a considerable distance is observed between research and its practice (Garcia-Izquierdo
et al., 2010), probably most scholars are struggling to keep up with the plain motion of change
(Anderson, 2003).

Hence the basic objective of the paper is to explore how new technological applications can impact
the recruitment process in Bangladesh as a whole. The case study method was exploited here. The
research problem identifies two main questions: (1) how can the traditional recruitment process
sketch be affected by e-recruitment? and (2) what are the merits and demerits of traditional
versus e-recruitment from a Bangladeshi perspective?

2 METHODS

A qualitative research design has deliberated the most important with a view to exploration as it
allows using different data sources, which can open a new door to research. One of the authors
of this paper has completed three months internship program from BRAC Bank Ltd. and gathered
knowledge about e-recruitment and its process, which has access to important information on
many internal aspects of this project. The researcher used the recruitment process as the main
analysis task to review the business process.

Thus, they were looking for possible changes in all work and recruitment business processes that
can be attributed to e-recruitment and its process by comparing it with the presented process.
The data collection process is designed in such a way that it should capture the entire recruitment
process of all the case organizations in Bangladesh as much as possible and which can perform a
comparative analysis of each stage of the recruitment process. So, a composition of qualitative
data collection methods, techniques, and data sources available in the research was exploited
during the study. A concise presentation of BRAC Bank Ltd. is followed to give an overview of
the studied company. The following paper is based on a case study method.

2.1 BRAC Bank Limited
BRAC Bank is a fully operational commercial bank founded in July 2001 by BRAC NGO, one
of the world’s most significant development finance institutions. The bank’s objectives include
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providing comprehensive commercial banking services, building profitable financial institutions,
and pursuing profitable market niches in the Small and Medium Enterprise (SME) business sector
not traditionally met by conventional banks.

As the main product of BRAC Bank Ltd. is SME, it has a strong SME focus and has developed
a wide range of SME business products; these are customized for specific localized small and
medium businesses across the country. The SME loan products cover a range of rural, semi-urban,
and urban financial needs in the market. Besides them, industries, transport businesses, education
institutions, medical centers, marine businesses, and other high-worth companies, individuals, etc.,
are also the bank’s main customers. Its main vision is to build a progressive, healthy, democratic,
and poverty-free Bangladesh. The goal is to be the absolute market leader in the number of loans
given to small and medium enterprises throughout Bangladesh, to be a world-class organization
in terms of service quality, and to establish relationships that help its customers to develop and
grow successfully.

Though from the beginning, BRAC Bank applied the traditional method for recruiting employees, it
used the e-recruitment process from 12th September 2012. About 7300 employees are currently
employed in this bank, of which about 4000 are recruited through e-recruitment. BRAC Bank used
sound recruitment through electronic media and HR tools. Qualified candidates from remote areas
can easily apply for the job using the e-recruitment method, even in a foreign language, because
it uses an extensive data method for application and implemented advanced algorithms. The
authority BRAC Bank believes that how they used the recruitment process has revolutionized the
recruitment sector in Bangladesh by introducing a platform and service from which users can use
any available device (including a smartphone) 24 hours a day and seven days a week. Bangladesh
has significantly lower human capital costs than the other neighboring countries in Asia, yet
Bangladesh has a well-qualified and willing workforce (Kubisiak, 2016). As the e-recruitment
method is more straightforward, cost-effective, and favorable for the candidate and the company
than traditional recruitment, BRAC Bank is committed to serving the e-recruitment method for
recruiting employees.

3 RESULTS AND DISCUSSION

Applying e-recruitment has quickly become the most important recruitment technique in most
developed countries (Bartram, 2000; Lawrence et al., 2007; Lee, 2005; Lermusiaux & Snell,
2003; SHRM, 2008a, 2008b) BRAC Bank recruit candidate from two sources one is internal,
and another is external sources. Before 12th September 2012, BRAC Bank used traditional
paper-based recruitment, which was less effective than e-recruitment. The traditional (paper-
based) recruitment for external candidates of job advertising was a series of tasks that happened
consecutively as a linear process (Holm, 2012) that starts with the submission of demand to the
authority by the concerned department and ends with contacting qualified shortlisted candidates
for interview. The traditional (paper-based) recruitment process for external candidates through
advertisement of BRAC Bank Limited, was developed by the researchers.

Using traditional processes during recruitment is a natural source of paper waste. Figure 1
shows the traditional recruitment process that begins with the requisition received from the
concerned department. All the work in this process involves paper and is a lengthy process. After
receiving the requisition from the concerned department, the marketing department will publish
the advertisement upon the advice from HRM, and seven working days are required to complete
the task. Advertisements will also be published on the company’s website.

18



Send the letters to the applicants ahead of 

interview process by the HRD

Advertisement published in company's 

website and social media

Receiving requisition from concerned 

department

Collection of application from external 

candidates against the advertisement 

published

Scrutinize the CV  and process the data by 

HRD after the CV collection is over

Constitute interview board by HRD and 

informed members  prior to interview

Conduct written and/or oral interviews  by 

the board members

Appointment letters signed after final 

interview

Appointment letter handed over to the 

candidate after signing by Head of HR and 

MD

Initial

Stages

Final 

stages

Processing stages

Candidate joins in the prescribed 

branch after successful in all 

phases

Figure 1. Conceptual framework of the traditional recruitment
process of BRAC Bank Ltd.

Application duration will be 15 days for collecting CVs with applications from external candidates
against the advertisement published. After collection, the human resource department will
scrutinize the CVs; three working days are required to complete the task. The human resource
department will arrange the interview within three working days after the CV scrutinizing is over
and will scrutinize the CVs only for the post of chief risk officer and management trainee officer
within ten working days after the period for collection of CVs is over and also used ten working
days for data process of the scrutinized CRO and MTO applicants.

HR will send the letters to the applicants before the interview process and use 15 working days.
The human resource department will arrange the interview only for the post of CRO & MTO
within ten days after the CV scrutinization is over. From the date of CV collection, HRD will
constitute an interview board, and members will be informed prior to the interview. HRD will use
three working days to complete this task. Appointment letters will be signed three days after
the final interview, and between 2 days, appointment letters to be handed over to the candidate
after signing by the head of HR and Managing Director (MD). This traditional recruitment process
takes about three months (90 days) as the whole process is paper-based, and paper waste is a
significant issue. The environment is being polluted because of paper waste, a global issue.

On the other hand, e-recruitment is known as online recruitment, which refers to the use of
web-based technology for the various processes of attracting, assessing, selecting, recruiting, and
onboarding job candidates. “Every sector, every job, every function, was, is or will be disrupted
by Internet” (Kalika, M. 2000). The digital world has brought a new dimension to the recruiting
world,” stated Maureen Sills in his September 2014 thesis. Bangladesh is moving forward in the
use of technology with the advancement of the world. Most organizations use the internet to
recruit candidates in Bangladesh, making recruitment easier with lower costs and finding potential
human resources. Figure 2 shows the internet-based recruitment process (e-recruitment) that
starts from the advertisement published by the company on the requisition received from the
concerned department through social media like bd Jobs, Facebook, etc., or on the company’s
website. The BRAC Bank Limited case analysis divides the entire process into three stages. The
electronic (Internet-based) recruitment process for external candidates through the advertisement
of BRAC Bank Limited is as follows. This process was developed by a team of researchers who
aimed to streamline and modernize the bank’s recruitment procedures. The researcher in charge
of the project led the development of the process.
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Advertisement published by the company 
in its website or in social media

Application stage 
done by the candidate

Decisional stage done 
by both

Processing stage done 
by both

Create job opening account from 
the link provided  by the org.

Follow the instructions which are 
included into job opening account

Attach CV, Profile, educational 
qualification etc  into job opening 

acc.

Written test will be held at head 
office who have cleared MCQ test

MCQ exam will be held in online 
that uploaded into the job 

opening file

Qualified candidate will be called 
by the HR through cell phone

Candidate should be submitted all 
papers and complete joining

Offer letter  will be uploaded into 
the job file and HR knock by 

phone

Viva voce will be held at head 
office who have cleared written 

test

Figure 2. Conceptual framework of the e-recruitment process of
BRAC Bank Ltd.

3.1 Application stage for attracting applications and its placement
The first stage of e-recruitment is the application stage for attracting competent candidates.
In this phase, the candidates must create a job opening account from the link provided by
the organization. The candidates can also search for bd jobs. After opening an account, the
candidates must follow the instructions included in the job opening account, such as creating
a unique password for personal use, a unique email address, etc. Then the candidates have to
attach their Curriculum Vitae (CV), update his/her profile with personal information, educational
qualification, extracurricular activities, language proficiency, etc., into the job opening account,
and also apply by which the authority can verify initially who are the suitable candidates for the
prescribed post.

3.2 Processing stage for shortlisting the most qualified candidates
This phase starts after the application deadline has passed. If applicant candidates eligible or be
qualified initially will be called by HR by cell phone, and they will say about the interview. The
first viva will be held online through the Multiple Choice Question (MCQ) exam, and the question
will be uploaded into the job opening file. Each candidate will be eligible to attend the MCQ exam
by using his/her unique ID and password. Candidates who will pass the MCQ test must prepare
for the next written exam. The written test will be held in the head office. The exam will depend
on the organization’s authorization and when it will be held. In this phase, the organization, its
authority, and the candidate will contribute their presence and do their activities simultaneously
and cooperatively. Candidates who pass this stage will be qualified to be forwarded to the next
stage.

3.3 Decisional and communication stage for selecting final candidates
This phase is only for those who successfully passed the previous two phases. Candidates who
have passed the written test will qualify for viva voce or oral test. Viva voce will be held at
the head office of the organization. The offer letter will be uploaded into the job file of those
candidates who will be qualified in viva voce, and the HR will also communicate with the selected
candidates by cell phone. HR will give some instructions, such as accepting the offer letter,
checkup medical test, joining the organization, etc.
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Initial or 
Application 

stage

Processing stage

Final or 
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Final or 
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Processing 
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Initial or 
Application 

stage

Figure 3. Comparison of traditional Vs. E-recruitment process

The candidates have to submit all papers to the branch, which will be his/her office, which means
the assigned branch while he/she will join the ascertained branch. Figure 3, presented in the
study, illustrates a comprehensive comparison between the conventional recruitment process
and the innovative e-recruitment process. Notably, the e-recruitment process was developed by
the researchers of this study. One of the most significant advantages of e-recruitment is that it
is more cost-effective than the traditional process, allowing employers to reach a larger pool of
candidates while, at the same time, shortening the recruiting and hiring process.

The main difference between the design of the traditional recruitment process and the e-
recruitment process lies in its process tasks’ continuity or sequences (Holm, 2012). Unlike
the traditional recruitment process, the task of the application stage (all about recruitment by
the company and application by the candidates), the processing stage (scrutinizing receiving
applications or CVs by the HR department, shortlisting applications, sending interview cards to
the shortlisted candidates and building interview board for MCQ or written test) and decisional
stage (arrangingwritten test, oral test and finally sending appointment letter to the candidates who
have passed all the steps successfully) was performed consecutively. In contrast, e-recruitment
brought significant changes in the recruitment process that can happen simultaneously within a
very short time. The main findings of this study are, where applying e-recruitment process takes
about three months to complete the recruitment but applying traditional process takes time from
six months to a year or more. Other findings shows that using the e-recruitment process, the
qualified candidates can easily be selected in keeping with the technological development which
is almost impossible in the traditional process.

Time is significant nowadays in every business process and can be saved due to internet-based
recruitment. In this process, multiple candidates can be selected simultaneously by quickly fixing
the criteria at each step. Many companies have turned to online recruitment as a resource for
filling open positions to reduce hiring costs and reach a wider variety of qualified candidates.
Online recruiting allows an employer to advertise a vacant position quickly and often inexpensively
merits of the recruiting method are shown in Table 1.
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Table 1. Merits of e-recruitment and traditional recruitment

E-recruitment Traditional recruitment
Lower costs to the organization. Also, posting
jobs online is cheaper than advertising in the
newspapers.

Increase the pool of job candidates at minimum
cost.

No intermediaries Help increase the success rate of the selection
process by reducing the number of visibly
underqualified or overqualified job applicants.

Reduction in the time for recruitment of over
65 percent of the hiring time

It helps to reduce the probability that the job
applicants, once recruited and selected, will
leave the organization only after a short period.

Facilitates the recruitment of suitable types of
people with the required skills

Helps to meet the organization’s legal and
social obligations regarding the compensation
of its workforce

Improved efficiency of the recruitment process Helps to identify and prepare potential job
applicants who will be appropriate candidates

Recruitment websites also provide valuable
data and information regarding the
compensation offered by the competitors,
which helps HR managers to make various
decisions like promotions, salary trends, etc.

Helps to evaluate the effectiveness of various
recruiting techniques and sources for all types
of job applicants

E-recruitment allows the organization to attract more qualified and competent applicants, reduces
the costs associatedwith attracting unqualified applicants, andmakes filtering the applicants easier
through technology adoption. It creates an improved and sounder image for the organization,
thus, allowing the organization to reach more qualified applicants. With E-recruitment methods
where resumes of underqualified candidates can be separated, and a larger pool of job seekers can
be found, the recruitment process has been simplified in case of time usage. Costs in recruiting
are usually high in terms of advertising, travel expense, third-party recruiter fees, etc.

Electronic recruiting allows an employer to advertise a vacant position quickly and inexpensively.
However, some demerits (Table 2), may also be associated with this recruiting method. Web design
can be pretty complex and daunting for the e-recruitment process, but with the development
of the internet and technology, web design can be more accessible than ever. There are many
resources on the internet, and everyone can learn to be a great web designer independently. A
lack of logistical support can also hamper the e-recruitment process. Not all online recruitment
services offer an in-depth job posting analysis; therefore, it can be hard to figure out what is and
is not working and how to optimize it.

Table 2. Demerits of e-recruitment and traditional recruitment

E-recruitment Traditional recruitment
Difficult to measure the effectiveness Long time process
Sometimes attract a lousy candidate. Lack of diversity
Poorly designed website Biased decision making
Poor internet connection Lack of finding suitable candidates
Spiral cost Candidates lose interest
Unavailability of logistics More excellent application and processing cost

With the ease of applying for a job online, under qualified and fraudulent candidates might apply
for the job role. Within hundreds or thousands of job applicants, most will not be severe or
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conscious about the role of a job that can soften the talent pool. It can also affect communication.
Communicating with prospective employees through a screen can lead to misconstrued messages
or wrong assumptions.

4 CONCLUSIONS

It has been proved that an organization can enhance the efficiency and effectiveness of the
recruitment process and can significantly reduce costs by applying an e-recruitment system in
their human resource (HR) management frameworks. Through the given conducted research, it is
confirmed that the application of modern technology in the recruitment and selection process
of Bangladesh ensures not only the successful completion of a practical project but also the
improvement of the recruitment process by which the cost and time of a particular organization
or business can be reduced.

The research outcomes suggest that the traditional paper-based recruitment process is no longer
present in its forms and design. The most common differences identified were characterized by
changes in the queue of tasks and the nature of the related activities. Modern technology-based
e-recruitment and its techniques were applied to attract applicants, process incoming applications,
communicate with qualified candidates, and ensure their final joining.

Applying new technology in the recruitment process may have many advantages for an
organization, but it is challenging to research. The most probable benefit of this includes reducing
cost, creating a broader audience worldwide, saving time, gathering detailed information about
the candidate, and more accurately processing it within a short time, and ensuring the utilization
of an organization’s resources. The advantages of e-recruiting may differ from organization to
organization because each organization has its operating strategy, and the recruitment objective
should support that strategy.

Finally, it can be said that the application of new technologies in recruitment and selection is not
only a trend to change the environment, but also it will permanently affect the area of human
resources in the organization. These will not take away from the employer’s responsibility or work.
However, any operation supported by artificial intelligence or algorithm will be most welcomed
(this case indicates the application received, analyzed, and verified, providing feedback to the
candidates and contact with them for final selection) (Ford, 2015).

Although it is thought that it is filled with all future solutions related to the recruitment and
selection process, which will make the human resource management teams’ work more accessible
and smoother, many experts are still aware of making decisions by machine. It has been proven
repeatedly that using technology, artificial intelligence, and machine learning has significant
potential for success. However, there is still a long way to go to ensure its full use or proper
utilization in HR organizations (Morgan, 2014). This paper highlights the recruitment processes
and amore creative and less expensive one, which attracts a larger pool of potential employees and
smoothens the selection process faster. This paper aims to identify the benefits of e-recruitment
and its processes by comparing traditional recruitment. E-Recruitment helps organizations be
equipped with competent staff and thus is linked with many HR activities. It can track and
maintain candidate applications, mostly among more prominent organizations. E-Recruitment has
provided some remarkable benefits in terms of cost and efficiency. Due to the rapid advancement
of technology and evolving digital tools, the e-recruitment process is the future of recruiting in
the corporate world, while traditional recruitment processes are diminishing daily.

REFERENCES
Anderson, N. (2003, June). Applicant and Recruiter Reactions to New Technology in Selection: A
Critical Review and Agenda for Future Research. International Journal of Selection and Assessment,
11(2-3), 121–136. Retrieved 2023-08-20, from https://onlinelibrary.wiley.com/
doi/10.1111/1468-2389.00235 doi: doi: 10.1111/1468-2389.00235

23

https://onlinelibrary.wiley.com/doi/10.1111/1468-2389.00235
https://onlinelibrary.wiley.com/doi/10.1111/1468-2389.00235


Bartram, D. (2000, December). Internet Recruitment and Selection: Kissing Frogs to find
Princes. International Journal of Selection and Assessment, 8(4), 261–274. Retrieved 2023-08-20,
from https://onlinelibrary.wiley.com/doi/10.1111/1468-2389.00155 doi: doi:
10.1111/1468-2389.00155

Buckley, P., Minette, K., Joy, D., & Michaels, J. (2004). The use of an automated employment
recruiting and screening system for temporary professional employees: A case study.
Human Resource Management, 43(2-3), 233–241. Retrieved 2023-08-20, from https://
onlinelibrary.wiley.com/doi/10.1002/hrm.20017 doi: doi: 10.1002/hrm.20017

Check, J., & Schutt, R. K. (2012). Research Methods in Education. 1 Oliver’s Yard, 55 City
Road London EC1Y 1SP: SAGE Publications, Inc. Retrieved 2023-09-06, from https://
methods.sagepub.com/book/research-methods-in-education doi: doi: 10
.4135/9781544307725

De Meo, P., Quattrone, G., Terracina, G., & Ursino, D. (2009). An XML-based Multi-Agent
System for Supporting Online Recruitment Services. Retrieved 2023-09-06, from https://
arxiv.org/abs/0911.0753 doi: doi: 10.48550/ARXIV.0911.0753

Faliagka, E., Tsakalidis, A., & Tzimas, G. (2012, October). An integrated e-recruitment system
for automated personality mining and applicant ranking. Internet Research, 22(5), 551–568.
Retrieved 2023-08-20, from https://www.emerald.com/insight/content/doi/10
.1108/10662241211271545/full/html doi: doi: 10.1108/10662241211271545

Ford, M. (2016). Rise of the robots: technology and the threat of a jobless future (First paperback
edition ed.). New York: Basic Books.

García-Izquierdo, A. L., Aguinis, H., & Ramos-Villagrasa, P. J. (2010, December). Science-Practice
Gap in e-Recruitment: e-Recruitment. International Journal of Selection and Assessment, 18(4),
432–438. Retrieved 2023-08-22, from https://onlinelibrary.wiley.com/doi/10
.1111/j.1468-2389.2010.00525.x doi: doi: 10.1111/j.1468-2389.2010.00525.x

Holm, A. B. (2012, August). E-recruitment: Towards an Ubiquitous Recruitment
Process and Candidate Relationship Management. German Journal of Human Resource
Management: Zeitschrift für Personalforschung, 26(3), 241–259. Retrieved 2023-08-22,
from http://journals.sagepub.com/doi/10.1177/239700221202600303 doi: doi:
10.1177/239700221202600303

Jabłoński, M. (2010). Koncepcje i modele kompetencji pracowniczych w zarządzaniu. Warszawa:
CeDeWuWydawnictwa Fachowe.

Kalika, M. (2000). Filemanagement est mort, vive le e-management. Revue française de gestion,
129, 68–74.

Kluza, S. (2015). Era of Videorecruiter.[Era wideorekrutera]. Kompendium HR.

Kubisiak, A. (2018). Specialists with English fluency are on search, [Specjaliści z językiem pilnie
poszukiwani]. Retrieved from https://www.workservice.com/pl/Centrum-prasowe/
Informacje-prasowe/Ekspert-HR-komentuje/Specjalis

Lawrence, J., Sauser, L., & Sauser, W. (2007). Recruiting strong applicants: Process, prospects,
challenges. Human resource management: Contemporary issues, challenges, and opportunities.
Information Age Publishing.

Lee, I. (2005, July). The Evolution of E-Recruiting: A Content Analysis of Fortune
100 Career Web Sites. Journal of Electronic Commerce in Organizations (JECO), 3(3),
57–68. Retrieved 2023-09-06, from https://www.igi-global.com/article/
evolution-recruiting-content-analysis-fortune/www.igi-global.com/
article/evolution-recruiting-content-analysis-fortune/3461 doi: doi:
10.4018/jeco.2005070104

24

https://onlinelibrary.wiley.com/doi/10.1111/1468-2389.00155
https://onlinelibrary.wiley.com/doi/10.1002/hrm.20017
https://onlinelibrary.wiley.com/doi/10.1002/hrm.20017
https://methods.sagepub.com/book/research-methods-in-education
https://methods.sagepub.com/book/research-methods-in-education
https://arxiv.org/abs/0911.0753
https://arxiv.org/abs/0911.0753
https://www.emerald.com/insight/content/doi/10.1108/10662241211271545/full/html
https://www.emerald.com/insight/content/doi/10.1108/10662241211271545/full/html
https://onlinelibrary.wiley.com/doi/10.1111/j.1468-2389.2010.00525.x
https://onlinelibrary.wiley.com/doi/10.1111/j.1468-2389.2010.00525.x
http://journals.sagepub.com/doi/10.1177/239700221202600303
https://www.workservice.com/pl/Centrum-prasowe/Informacje-prasowe/Ekspert-HR-komentuje/Specjalis
https://www.workservice.com/pl/Centrum-prasowe/Informacje-prasowe/Ekspert-HR-komentuje/Specjalis
https://www.igi-global.com/article/evolution-recruiting-content-analysis-fortune/www.igi-global.com/article/evolution-recruiting-content-analysis-fortune/3461
https://www.igi-global.com/article/evolution-recruiting-content-analysis-fortune/www.igi-global.com/article/evolution-recruiting-content-analysis-fortune/3461
https://www.igi-global.com/article/evolution-recruiting-content-analysis-fortune/www.igi-global.com/article/evolution-recruiting-content-analysis-fortune/3461


Lermusiaux Y., & Snell A. (2003). Global 500 website recruting 2003 survey: An internet
intelligence report from iLogos research: Taleo Research.

Listwan, T. (2010). Zarządzanie kadrami (Human Resources Management).

Morgan, J. (2017). The employee experience advantage: how to win the war for talent by giving
employees theworkspaces theywant, the tools they need, and a culture they can celebrate. Hoboken,
New Jersey: Wiley.

Parry, E., & Tyson, S. (2009). What is the Potential of E-Recruitment to Transform the
Recruitment Process and the Role of the Resourcing Team?. Retrieved from https://
api.semanticscholar.org/CorpusID:168447160

Ployhart, R. E. (2006, December). Staffing in the 21st Century: New Challenges and Strategic
Opportunities. Journal of Management, 32(6), 868–897. Retrieved 2023-08-22, from
http://journals.sagepub.com/doi/10.1177/0149206306293625 doi: doi: 10.1177/
0149206306293625

Pocztowski, A. (2007). Zarządzanie Zasobami Ludzkimi. Strategie - Procesy - Metody. Retrieved
from https://www.empik.com/zarzadzanie-zasobami-ludzkimi-strategie
-procesy-metody-pocztowski-aleksy,337072,ksiazka-p

Rupert, R. D. (2014). Against Group Cognitive States. Retrieved 2023-09-06, from https://
philarchive.org/rec/RUPAGC

Selden, S., & Orenstein, J. (2011, March). Government E-Recruiting Web Sites: The influence of
e-recruitment content and usability on recruiting and hiring outcomes in US state governments:
Government E-RecruitingWeb Sites. International Journal of Selection and Assessment, 19(1), 31–
40. Retrieved 2023-08-22, from https://onlinelibrary.wiley.com/doi/10.1111/
j.1468-2389.2011.00532.x doi: doi: 10.1111/j.1468-2389.2011.00532.x

SHRM . (2008a). Online Technologies and Their Impact on Recruitment Strategies: Using
Social Networking Websites To Attract Talent - Free Download PDF. Retrieved 2023-09-06,
from https://silo.tips/download/online-technologies-and-their-impact
-on-recruitment-strategies-using-social-netw (publisher: SHRM)

SHRM. (2008b). Online Technologies and Their Impact on Recruitment Strategies: Using
Social Networking Websites To Attract Talent - Free Download PDF. Retrieved 2023-09-06,
from https://silo.tips/download/online-technologies-and-their-impact
-on-recruitment-strategies-using-social-netw (publisher: SHRM)

Sołek-Borowska, C., & Wilczewska, M. (2018, December). New Technologies in the Recruitment
Process. Economics and Culture, 15(2), 25–33. Retrieved 2023-08-22, from https://www
.sciendo.com/article/10.2478/jec-2018-0017 doi: doi: 10.2478/jec-2018-0017

Wiernek B. (2006). Personnel as a strategic resource of company, [Personel firmy jako zasób
strategiczny].

25

https://api.semanticscholar.org/CorpusID:168447160
https://api.semanticscholar.org/CorpusID:168447160
http://journals.sagepub.com/doi/10.1177/0149206306293625
https://www.empik.com/zarzadzanie-zasobami-ludzkimi-strategie-procesy-metody-pocztowski-aleksy,337072,ksiazka-p
https://www.empik.com/zarzadzanie-zasobami-ludzkimi-strategie-procesy-metody-pocztowski-aleksy,337072,ksiazka-p
https://philarchive.org/rec/RUPAGC
https://philarchive.org/rec/RUPAGC
https://onlinelibrary.wiley.com/doi/10.1111/j.1468-2389.2011.00532.x
https://onlinelibrary.wiley.com/doi/10.1111/j.1468-2389.2011.00532.x
https://silo.tips/download/online-technologies-and-their-impact-on-recruitment-strategies-using-social-netw
https://silo.tips/download/online-technologies-and-their-impact-on-recruitment-strategies-using-social-netw
https://silo.tips/download/online-technologies-and-their-impact-on-recruitment-strategies-using-social-netw
https://silo.tips/download/online-technologies-and-their-impact-on-recruitment-strategies-using-social-netw
https://www.sciendo.com/article/10.2478/jec-2018-0017
https://www.sciendo.com/article/10.2478/jec-2018-0017

	Introduction
	Methods
	BRAC Bank Limited

	RESULTS AND DISCUSSION
	Application stage for attracting applications and its placement
	Processing stage for shortlisting the most qualified candidates
	Decisional and communication stage for selecting final candidates

	CONCLUSIONS

