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Abstract-This study examines employee perceptions of
different recruitment channels and their impact on initial
job performance in Indian organizations. Recruitment
channels such as campus placements, job portals,
employee referrals, recruitment consultants, and walk-in
interviews were analysed to understand their influence
on job satisfaction, job involvement, organizational
commitment, and early job performance. Primary data
were collected from 130 employees and 30 HR recruiters
using structured questionnaires. The study adopts a
quantitative research design and employs one-way
ANOVA and Tukey post-hoc tests for statistical analysis.
The findings indicate that while job satisfaction and
involvement do not significantly differ across
recruitment channels, early job performance varies
notably based on the recruitment source. Campus
recruitment and employee referrals demonstrate superior
early performance outcomes compared to other
channels. The study highlights the strategic importance
of recruitment channels in shaping early employee
productivity and provides actionable insights for
improving recruitment effectiveness.
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L INTRODUCTION

Recruitment is a vital human resource function that
directly influences workforce quality and
organizational performance. It represents the first
formal interaction between an organization and
prospective employees, shaping their expectations,
attitudes, and psychological attachment. In a highly
competitive employment market, organizations
utilize multiple recruitment channels such as campus
placements, job portals, employee referrals,
recruitment consultants, and walk-in interviews to
attract talent.

Each recruitment channel varies in terms of reach,
cost, interaction level, and information transparency.
These variations influence employee perceptions
regarding organizational fairness, role clarity, and
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growth  opportunities.  Positive  recruitment
experiences contribute to higher motivation and
faster adjustment during the initial phase of
employment, while poor recruitment practices may
lead to mismatched expectations and reduced

performance.

Although recruitment effectiveness has been widely
studied, limited research focuses on how recruitment
channels influence early job performance through
employee perceptions, particularly in the Indian
context. This study aims to bridge this gap by
examining the relationship between recruitment
sources and initial job performance outcomes.

II. RESEARCH METHODOLOGY

Research Design

The study adopts a descriptive and quantitative
research design. A non-experimental approach is
used to analyse employee perceptions and early job
performance without manipulating variables,
making it suitable for comparative analysis across
recruitment channels.

Data Source and Sample
Primary data were collected using structured
questionnaires from employees and HR recruiters
across multiple sectors including IT, education,
manufacturing, and services.

e Number of employee respondents: 130

e Number of HR recruiter respondents: 30

e  Sampling technique: Purposive sampling
Employees with a minimum tenure of three months
were included to ensure meaningful evaluation of
early job performance.

Data Collection Instrument

Two separate questionnaires were designed for
employees and HR recruiters. Responses were
measured on a five-point Likert scale ranging from
“Strongly Disagree” to “Strongly Agree.” The
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instrument measured variables such as job
satisfaction, job involvement, organizational
commitment, punctuality, reliability, and task
completion.

Tools and Techniques of Analysis
The following statistical tools were employed:

e Descriptive statistics

e  One-way ANOVA

e  Tukey HSD post-hoc test
Data analysis was conducted using Microsoft Excel
and PSPP software.
Ethical Considerations
Participation was voluntary, anonymity was
maintained, and no confidential or sensitive
information was collected, ensuring adherence to
ethical research standards.

III. RESULTS AND DISCUSSION

Table 1: Recruitment Channel Wise Early Job

Performance
Recruitment |Mean |[Standard Performance
Channel Score |Deviation Level
Campus 1 4 1) 0.62 High
Recruitment
Employee .
4, . High
Referral 05 0.58 '€
Job Portals 3.46 0.71 Moderate
Recruitment 3.38 0.79 Moderate
Consultants
Walk-ins 2.94 0.88 Low

Employees recruited through campus placements
and employee referrals exhibit higher early job
performance with lower variability. Walk-in
recruitment shows the lowest mean performance and
highest variability, indicating weaker initial
adjustment.

Table 2: One-Way ANOVA Results for Recruitment
Channel and Early Job Performance
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Source of [Sum of Jaf Mean |F- p-
Variation |Squares Square |Value (Value
Between

9.84 4 246 537 0.001
Groups
Within = ss 70 |125]0.45
Groups
Total 65.56 129

Since the p-value is less than 0.05, the null
hypothesis is rejected. Recruitment channels have a
statistically significant impact on early job
performance.

Table 3: Recruitment Channel-Wise Employee

Perception Analysis

Variable F-Value |p-Value |[Result
N

Job Satisfaction |1.21 0.31 .Ot .
Significant
Not

Job Involvement |0.98 0.42 o
Significant

—tional
Organizational ) o5 1) 136 [Significant
Commitment

Job satisfaction and job involvement do not differ
significantly across recruitment channels. However,
organizational commitment varies marginally, with
higher commitment observed among campus and
referral-based employees.

Employee Perceptions

The results indicate no statistically significant
differences in job satisfaction and job involvement
across recruitment channels. This suggests that
internal organizational factors such as leadership
style, work environment, and career opportunities
have a stronger influence on employee attitudes than
recruitment source.

However, employees recruited through campus
placements and employee referrals reported slightly
higher enjoyment of work and role clarity, indicating
better alignment between expectations and actual job
roles.

Early Job Performance

Significant differences were observed in early job
performance indicators. Employees recruited
through campus recruitment and employee referrals
demonstrated higher punctuality, reliability, goal

ICONIC RESEARCH AND ENGINEERING JOURNALS 1932



© JAN 2026 | IRE Journals | Volume 9 Issue 7 | ISSN: 2456-8880
DOI: https://doi.org/10.64388/IREV9I7-171804

achievement, and task completion. These channels
provide better pre-employment information and
cultural fit, enabling faster adaptation.

Employees recruited through job portals and
recruitment consultants showed comparatively
lower early performance, possibly due to limited
interaction and weaker expectation alignment during
the recruitment process.

HR Recruiter Perspective

HR recruiters rated campus recruitment and
employee referrals as the most effective channels in
terms of candidate quality and early productivity.
Their evaluations align closely with employee self-
reported performance, reinforcing the reliability of
the findings.

IV. CONCLUSION

The study concludes that recruitment channels play
a significant role in influencing early job
performance, though their impact on job satisfaction
and involvement is limited. Personalized recruitment
methods such as campus recruitment and employee
referrals consistently yield better early performance
outcomes due to improved expectation alignment
and person—organization fit.

Organizations should adopt a strategic approach to
recruitment by prioritizing channels that foster
interaction, transparency, and realistic job previews.
Integrating recruitment strategies with onboarding
and early performance management can further
enhance employee productivity and retention.

V. APPENDIX

The appendix presents supplementary information
supporting the study. Detailed questionnaire items,
ANOVA output tables, and intermediate statistical
calculations were prepared using spreadsheet-based
tools. Due to journal space limitations, extensive
numerical tables and raw response data have not
been included in the main paper but are available
with the author upon request.
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