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Abstract

Many researchers have pointed to the need of using information technology
In the recruitment process; to choose the best candidates and employ them. The aim
of this study is to find out the impact of E-Recruitment Websites and its dimensions
(ease of use, usefulness, Websites quality, content quality and service quality) on the
success of staffing process in its dimensions (Cost of employment, duration of
employment, applicant satisfaction and applicant competence) from the perspective
of E-Recruitment Websites users', who are applying for vacancies in Jordanian

companies.

The researcher has used descriptive analytical method in the collection and analysis
of the data, and an online questionnaire has been designed in Arabic and sent to
applicants who apply for vacancies at the Jordanian companies through E-
Recruitment Websites. The researcher has sent more than 1,000 emails to the
accounts of users of E-Recruitment Websites (LinkedIn, Facebook, Myspace,
bayt.com, Google+, Akhtaboot) Containing an introduction to the title and objective
of the study attaching the online questionnaire link. As a result, the researcher has
collected 445 valid questionnaires for analysis. The results of this study were found

to have a significant statistical effect at (a.>0.05) for the dimensions of the following



E-Recruitment Websites (ease of use, usefulness, website quality, content quality
and service quality) on the success of the recruitment process and its dimensions
(duration of employment, cost of employment, applicant satisfaction and applicant's
competence) from the point of view of E-Recruitment Websites users. Moreover,
there is no significant effect at the level of (a > 0.05) for the dimension of E-
Recruitment Websites (website quality) on the duration of employment from the
point of view of E-Recruitment Websites users. Also, there is no strong impact of
the ease of use of e-recruitment websites on the cost of recruitment, applicant's
satisfaction and the applicant’s competence, which might be due to the ease of use
of new technologies by those who have sufficient experience with ICTs and
academic qualifications and these technologies are no longer limited to a particular

class and available to the population.

A number of recommendations have been formulated in the light of these results.
The most important of these recommendations is that the researcher recommends
the human resources management to use the E-Recruitment Websites at the best way
to attract the competencies they need to fill the vacancies of the company because
of its impact on the success of the recruitment process. In addition, the importance
of the website design and comprehensive of its content, completeness, accuracy and
real information about the job vacancy leading to reach suitable qualified applicants
for the several vacancies shared without ambiguity or misleading, as there is content
reliability that meets the needs of job seekers as they trust the quality and value of
the website. The employment process and the content quality motivates job seekers
to spend more time and explore all career options through a quick understanding of

the information provided on the E-Recruitment Websites.

Therefore, when designing and developing an E-Recruitment Websites it is

Important to take care about the quality of information provided on these websites



and the impact of this information on the job seekers impression who apply for job

vacancies shared from various companies willing to find the suitable opportunity.



