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Category: Recruitment

Priority: High

Theories Used: Meta-analysis

Methodology: Meta-analysis

Model/Predictors/Outcomes:

Defining recruitment, “all organizational practices and decisions that affect either the number or types of individuals that are willing to apply for, or accept, a given vacancy (Rynes, 1991). 
IVs: job or organizational characteristics (e.g., pay, benefits, type of work, company image, company size, location), recruiter characteristics (age, friendly), perceptions of recruitment process/applicant reactions, perceived fit, perceived alternatives, hiring expectancies

DVs: job pursuit intentions, job/organizational attraction, acceptance intentions, job choice

Moderators: gender, race, applicant type (lab versus field). 

Main Findings: 

· Characteristics of the job and organization were important determinants of recruiting outcomes

· How the recruiting is conducted is critical (critical contact), but not who does the recruiting. Such that personableness and trained professionals matter, but not organizational function, gender or race. 

· Perceptions of fit proved to be the strongest predictor of attitudinal applicant attraction outcomes. However, it doesn’t seem to provide strong incremental validity over and above recruiter characteristics, job-organizational characteristics, etc. 

· Moderators: women use information about job characterics (e.g., location and pay) more than men in determining attractiveness. This is consistent with role theory that says women will seek to minimize work-life conflicts

· Moderators: No big differences between lab and field studies. 

· No direct relationship and no fully mediated relationships between recruiting variables and job choice. However, acceptance intentions is best available proxy variable for job choice, it mediated much of the variance between predictors and job choice.  These results may explain why it is difficult to predict job choice. 

Future Directions: 

· Examine relative use of customized recruitment practices vs those that have broader appeal

· What should recruiters do to maximize their recruiting efforts. Biggest bang for buck. 

· Fair and consistent treatment 

· Personal behaviors of recruiter

· Emphasize positive aspects of job and organization.

