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ABSTRACT 

Electronic recruitment is the formal sourcing of job information using the Internet. Also referred 

to by other names such as e-recruiting, Cyber recruiting, online recruiting or internet recruiting, 

it is fast replacing the traditional methods of recruitment especially in the developed world 

(Cappelli, 2001). In Kenya however little seems to be known about the subject. 

This study surveyed the extent to which state corporations in Kenya have adopted electronic 

recruitment as a means of recruiting their staff. This study had one objective which was ; 

To determine the extent to which state corporations in Kenya have adopted electronic 

recruitment. 

Data was collected m Nairobi and its environs m August 2006 A sample of 50 orga niza ttons was 

used out of the 141 state corporattons. However only tlmty-three state co rp ratt n rc p nd d 

The resul ts were analyzed usmg descnptlve stat1sttcs and pre ented 111 tab le 

Most of the state co rporations in Kenya are now starting to computerize their department · and 

therefore 1t was established that the extent of use of electroni recruitm nt in th i 

very ins1gmficant levels. Lack of resources, high cost of in t.llati n and In k f tr nm~:d 

personnel were some of the challenges facing these organiz ti n in tryin l to • d pt e-re nutment 
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1.1 Background 

CHAPTER ONE 

INTRODUCTION 

As global competition persists and industries become more skill intensive, the demand for talent 

or knowledge based workers with the capacity to be creative and innovative is escalating. In the 

light of this fact, it has become essential for the companies to adopt sophisticated recruitment and 

selection strategies to get the right employee at the right time (Tong 2005). The traditional 

recruitment procedures are not coping up with the industry requirements especially in selecting 

the right candidate quicker. Eventually e-recruitment emerged as handy and advantageous 

method over the traditional methods. 

The choice of the recruitment method requires that the organization goes through an elaborate 

procedure consideri ng the cost of reaching the target group, the time sca les invo lved, the fi t with 

the organizati onal culture and the opportunity presented to enhance th organizati n publ i 

re lations 

(Galanaki, 2002). 

Onl ine recruitment is one of the newest recruitment tools at the dtsposnl of empl er Th te1m 

onl ine recruitment also referred to as e-cru1tmg, c ·ber recruttmg or Intern t recnntmg, 1mphes 

the formal sourcin g of JOb mformatlon online. Increasmgl • th emplo:ers , n.: n:' gnizmg th ~ 

val ue of Internet as a means of communicating with pott.:nti I pph . nt m print-ba cd 

advertisements now offer applicants the choi of pi ·m nl111t: ('I. \'I r 2001) 

h number of on lin ag nci is gro' m fl t, 

applic. nt . t thl tl tuitnH:nt 

pr 

' II ul 

111 '" 
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1.1.1 E-recmitment 

This is referred to in other several other names such as online recruitment, e recruiting, cyber 

recruiting or Internet recruiting . It implies the formal sourcing of job information online. This 

concept is fairly new. The first references to on-line recruitment appear in articles of the mid-

1980s (Gentner, 1984; Casper, 1985), while systematic references to the OR in the HR journals 

begin almost a decade later in the mid 1990s when IT companies and universities begin to use 

the internet extensively and since then the OR industry has been developing (Taylor, 2001). 

According to CIPD 1999, the most common ways to recruit online are: 

1. To add recruitment pages to the existing organization site 

2. To use web sites specialized in recru iting employees 

3. To use a media site where electron ic adverti sements appear similarly and simultaneously 

with traditional printed adverts. 

The scope of OR may also involve providing the poss1bility to conduct rcmot int 1 w • nd 

assessments, such as psychometric or aptitude tests on lme (Taylor, 200 I ). 

1.1.2 State Corporations 

State corporatiOns also known as Parastatals are organizations th t are p. rtl or ompl td 

controlled or owned by the government. (Macmillan ngli h dt ti n. rv) 

The estab lishment of state corporations in K n ' ' 

economic social developm nt, r dr 

p rticip, tion in th 

mv tm nt ( ' 
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the establishment of a performance contracts steering committee in August 2003 and the issue of 

Legal Notice No. 93, the state corporations (performance contracting) Regulations 2004 . The 

performance contracts in the public service have their origins in the general perception that the 

performance of the public sector in general and government agencies in particular has 

consistently fallen below public expectations. The contract organizes and defines tasks so that 

management can perform them systematically, purposefully and with reasonable probability of 

accomplishment. The government has therefore adopted performance contracting in the public 

service in order to ensure that there is reduction or altogether elimination of reliance on 

exchequer funding for government agencies which are expected to generate revenue or make 

profits and that the process will ensure that the government ministries/departments improve 

service delivery to the public. To do this organizations require qualified and well-informed 

personnel who should be available readily. 

The labour market has become a true market: wide open, uncontrolled by individual companies, 

and unconstrained by geography. Executives need to trea t it like a market No longer an 

recruiting be viewed as a reactive, largely clerical function buried in the hum. n r ur 

department (Cappell i, 2001) Job candidates need to be approach d m mu h the amc w, n 

prospective customers · carefu lly identi fied and targeted, attracted to the com pan and 1l braud 

and then sold on the job In an environment with fierce competition for talent, ompam U1at 

master the art and science of on line recruiting will attract and keep the be t p pie 

The state corporations are also adopting the comp titive rc ruiuncnt 

offtc rs to h ad the various 

o vic ch, n llor unllk in the p 
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the labour market has to offer. Parastatals therefore may, with the adoption of e-recruitment, be 

able to compete easily for talent with the private sector. 

1.2 Statement of the pa·oblem 

Online recruitment is a new tool at the disposal of the human resource departments , which has 

known a phenomenal success in a very short time. The increase of global competition has led to 

the many organizations changing their strategies in order to cope with the changing environment 

(Cappelli, 2001 ). The need for a faster cycle of time, cheaper and more convenience for both the 

employers and the job seekers have led to increased use of Internet recruitment (Taylor, 2001). 

When recruiting staff organizations are going out into the external environment and competing 

wtth others for suitable recruits . It is important therefore that such activities are conducted in a 

manner that sustains or enhances the public image of the orga nization (Cole, 1997). 

Technological development m Kenya is slowly emerging and most orga nizations are tartmg to 

embrace tt as a means of compettttve advantage. The governm nt 1 curr ntl undcrtakmg a 

proJect known as e-governance that atms at computerization of all the go ernmcn deptH tmcnts 

E-govemment IS where countries have embarked upon a programme of making pubh cr 1 

and informatiOn about the public sector available ia the Internet and othet mfi tma t1 n and 

commumcation technologies . Effective use of e-recruitment require organ1zatton to b htghl 

respons tve to changes in the market place. 

According to the state corporation 

number of staff, including th chi 

mini I t m y in con ult ti 
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Other studies have been done: Nyambura (2000) sought to identify the factors hindering internet 

growth in Kenya, and Njogu (2003) sought to assess the extent to which the existing state 

corporations utilize the ICT in their operations so as to further their productivity and also to 

establish the challenges/barriers to ICT adoption and application in the state corporation sector. 

However, Njogu did not cover e-recruitment. Chunguli (2003) did a survey of e-recruitment 

practices among commercial banks in Kenya and he found that the banks have not embraced e-

recruitment practices to an extent worth reporting. No similar study has been done in the 

parastatals sector. 

Following the economic reforms undertaken by the government in the last decade or so, the 

Kenyan parastatals are exposed to competitive pressure that threatens their survival unless they 

embrace best management practices . One such practice is online recruitment (e-recruitment). 

Th1s system has gained immense popularity in the last few years due to its effic iency aris ing 

from 1ts capac1ty to reach large numbers of people m d1fferent part of the world m a vet hort 

penod of t1me and at a very small fractiOn of what the trad itional m th d would ·t 1t 1 • 

mdeed the m-thing. Th is development leads to the question: " to what e'ttcnt have Ken a · ' 

parastatals adopted e-recruitment?" This questton cannot be answered due to Ia k. f m[i rmatt n 

Therefore the proposed stud y has been motivated b the need to fill th i , ·oid 

1.3 Re eal'ch objective 

To determ ine the extent to v.:hich t t orpomti n m Kt:n . h.' 

r cru itment 

1.4 lmpot·tan eo th huh· 
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It may also be useful to persons who would like to set up business of online recruitment as it will 

show the extent of its use thus business opportunities. It may also be of interest to job search 

firms as it may provide insight for opportunities for investment on websites for job seekers and 

employers. It is also important for job seekers and members of the general public in providing 

some information on e-recruitment. 

It is expected that the study may further generate interest regarding the topic of online 

recruitment and add to the existing literature concerning the subject in Kenya. 



2.1 Recl'llitment 

CHAPTER TWO 

LITERATURE REVIEW 

Recruitment is the first part of the process of filling a vacancy. It encompasses the array of 

organizational practices and decisions used to affect the number or types of individuals who are 

willing to apply for or to accept employment in a given vacancy (Rynes 1991 ). Recruitment 

includes the examination of the vacancy, the consideration of sources of suitable candidates, 

making contact with those candidates and attracting applications from them (Graham et al , 

1998). 

Recruitment should inform qualified individuals about employment opportunities, create a 

pos itive image of the company, provide enough information about the jobs so that applicants can 

make comparisons with their qualifications and interests and generate enthusiasm among the best 

candidates so that they wi ll apply for ava il able positions ( eap et al, 1993). 

It is the searching for and obtaining potent1al JOb candidates in suffic1ent numb r· nnd qu nlit ' 

that the organization can select the most appropnate people to fi ll Its JObs n d ( ' lmg and 

Shuler, 1990). 

The recruitment processes involves first detennining the •a n ies, then ·on id~.:1 ing th ' ur · s, 

prepanng and publishing the information This in ·olv s th n the i b, d\~.:ths mc nt 

and the app licatiOn form then notifyin th ppli , nt n t .I 1 7 ht: cnti c r~.:~nntmcn t 

proc ss is captur din figur l 



Figure 1: A summary of the recmitment p•·ocess 

Determine vacancies 
Derived from organizational 
objectives and HR plans 

I 

Consider sources 
Government agencies, 
Institutional agencies, Private 
agencies, Press advertisements 

I 

Prepare and publish information 

Job advertisement Atmlication form 
The organization Personal details 
The job ducation qualifications 
Qualifications and experience Professional qualifications 
Rewards and opportunities mployment record 
Conditions pare time activities 

Method of application Health 
Conduct 
Additional information 
Referees etc 

I otify applicants I 
ource: Tyson . and York A (1997) Hum n r ur m n. t:mt:nt _,n1 ~:d i t i n, Butt r \ orth­

Hcincmann, xford 

2.2 ( ommon t • uitm nt m th ,d 
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industries have become more skill intensive it has become essential for the companies to adopt 

sophisticated recruitment and selection strategies to get the right employee at the right time. 

Taylor (1998) points out that when deciding which method to use, a variety of other 

considerations must be taken into account, including how the approach adopted will hit its target 

audience; recruiters need to be mindful of the image of their organization they are portraying in 

the labour market; the time constraints such as the pressures from line managers to fill vacant 

positions and the volume of applicants that each method is likely to yield and the ability of the 

personnel department to administer them effectively. 

The traditional recruitment procedures are not copmg up with the industry requirements 

especially getting the right candidates at the shortest time possible. Eventually, e-recruitment has 

emerged as handy and advantageous method over traditional methods. Cost, time, coverage, 

reach of applicants, quality of response and impact on the corporate image are traditional 

considerations in the decision on the recruitment method (Taylor, 2001 ). 

Ul tabdtty of the med ta for certain specialties and the balance b tween o rl 

lack of answers to choose from as well as the effect that the reputat ton of the mpnn has 1 th 

effectiveness of any recruitment effort have been traditionall ' \\ tdel dt u n, I 4) 

Tradttlonally, the message ts communicated through the u e of the new papet r J umnl 

advertisement There are several methods and different org niz:: ti n pt t u e ' luch "\ ~r 1 

convenient to them. It is important to constder whether unmh.:nti n.l in hr~.: t dt nmm. tton 

cou ld be claimed through the sole u of an · one th~.: m n 

19 4 ). Agency recruitm nt that nt ul. r th: 1 hl l l :111 'Is 
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applicants. This effect falls into the " realism hypothesis", according to which, the realism of the 

job description that is provided to the candidate increases the effectiveness of the recruiting 

source (Griffeth et al. 1997) 

2.3 Changing trends in recruitment 

Technology brings with it the need to resource the organization with new skills and has often 

created whole new occupations and career paths . Established labour markets may thus alter, with 

some groups who were once hard to recruit now in plentiful supply and vice versa. This will 

affect recruitment and selection practices while also altering the extent to which retention of 

particular groups is significant (Taylor, 1998). 

Recru itment has evo lved through several operational modes over the past two decades . 

ommrss ion-based agency solutions were welcomed in the 1980's as an a lternative to managing 

a predominantly paper-based and time consuming Job boards looked like a thr a t to ag n i tn 

the 1990's but were soon recognized to be a useful ally m the game, ofienng an ffl tt e nnd 

mexpensive way to reach a large audience of JOb seekers and mdced 1t wa large The tr 

with recruiting via the Internet m the 1990's was the tools to qutckl. and efTe tl\e l. 

masses of cand rdates down to a quality shortlist simp! ·didn' t e ·ist. Intern t J b adwrt attra ted 

vastly more apphcations, from all over the globe, but in man: JU t m, de the J b [I r th 

recruiter a bigger, more difficult task (Tong, 2005 ). 

app IIi (2001) points out th t th -r mum 1t . ddr 
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Internet as a major new method for recruitment in many parts of the world has contributed to 

advancement of the recruitment process with it being seen as a faster and easier way to attract 

potential candidates (Cappelli , 2001 ). 

The Internet has brought radical changes to corporate recruiting (Cappelli , 2001; Weitzman, 

1999). Cappelli asserts that in the past, pools of candidates from which companies would choose 

from were limited. A company could hire the active job seekers, many of whom might have been 

unhappy or incompetent at their old jobs, or could compete for entry-level workers on college 

campuses. To fill high-level posts, a company often had to bring in expensive headhunters . Now 

simply logging onto the Internet, company recruiters can find out vast numbers of qualified 

candidates at every level , screen them in just minutes and contact thee most promising ones 

immedtately. 

The use of online recruitment has increased over the years and will continue to ri c. R cruitm nt 

software has become more readily available and cost effective, a tendency that m t P• bnbly 

will prevail in future, while the HR departments are seen as gaming htgh pc d n 

mtemet at no cost, as part of the overall online adjustment of most corpomtt n (linn 

Taylor, 2001) On the other hand, it could be that up to no\ rise of onlme re nntment h been 

exaggerated, due to high labour demand for technical and profes 1 n, I p 111 n 1 und th 

world, whtch made such recruitment practice, seem su e fui(Rudi h, 20 0). 

In Kenya, myjobsEye.com and high-fliers net are om o the tn nne tmg 

the JOb seeker and the employer. Private omp 111 m. nd m t 

have a Sit in their comp ny \ eb it or th 

nd b upd, t with th t in rm t1 n 
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unconstrained geographically with thousands of resumes being posted daily by job seekers to 

online hiring sites. 

Increasingly, employers are recognizing the value of the Internet as a means of communicating 

with potential applicants. Some print based advertisements now offer applicants the choice of 

applying online. The number of online agencies is growing fast, offering services to employers 

and prospective applicants. Efficient online services will undoubtedly speed up the early stages 

of the recruitment process (Griffeth et al, 1997). 

Using the Internet has the advantage of faster cycle time, cheaper and more convenient for both 

the employers and the job seekers . It is providing a radical change to recruiting process. The 

change allows the company's employment information to be displayed on the sites for 24hrs a 

day, seven days a week, until the advert expires. It is easily accessible and provides direct 

interaction with the company by the interested job seekers (Braunschweig, 2000) 

Dixon (2000), pointed out that generally, e- recruiters come 111 two varieti : rp rat r ruit rs 

and third party recruiters Third party recrUiters do not r stnct t p ted b tho 

employers or select specific JOb seekers resumes . The function as a ent r [i 1 nil f 

employment. Corporate recru1ters include recruitment features 111 thetr w b 1te that nil ' J b 

seekers to apply directly, without going through a "third party" . Th tr nd 1 lllf, ntcs to 

integrate careers subsections into their websites so that pro p tlYe empl 

directly to available JObs, or simply register their int rest in ' rkmg r, br. nd. 

I h most common us o th Int rn r r utm nt urp Ill 

corp r, t w b p d rtr 
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Cappelli (2001) indicates that the online hiring process can be broken down into three steps : 

attracting, sorting and contacting candidates . In attracting candidates , Cappelli points out that in 

large, open, competitive markets, brands and reputations are crucial. That has always been there 

for the product markets and now it is there for labour markets too . All of a company 's 

promotions , advertising and other marketing efforts influence prospective employees and 

consumers. Integrating recruiting efforts with overall marketing campaigns is thus the most 

important thing companies can do to ensure their success in online hiring. Sophisticated 

companies build immediately recognizable human resources brands by tying product ads to 

recruiting ads through the use of similar formats , colors and styles . Cappelli also points out that 

by capitalizing on the Internet's enormous power to spread information through informal 

networking, companies can promote themselves cheaply and effectively. 

econdly, in sorting out applicants, because of the ease of submiss ion of appli cations, job boards 

tend to inundate companies with large volumes of resumes, many from unqualified applicant . 

orting these applications qu ickly, without screening out good candidat , b c me , ru in! 

skill (Cappelli , 2001) orne s tmple sorting out IS done automatica lly b most J b b nrds ' h r n 

wide range of tests are used to certtfy the apphcants sktlls There ar some c 

set up thetr own electromc screenmg processes for example Price" terhouse nline 

apphcattons contain ing sophtsttcated psychometnc instruments to help hum, n re ur e tafT 

assess apphcants' su itability fo r parttcular jobs . 

The las t step is making contact and h re ppdli 2 1) mt 
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2.5 Advantages of electronic reci'Uitment 

Cappelli (2001), Weitzman (1999), HR. Focus (2000) and CIPD (1999) have identified some 

benefits that accrue from the use of online recruitment. These advantages include: Low cost, 

Shorter recruiting cycle time, wider range of applicants, Better quality of response, gives the 

company a more up to date image, opportunity to address specific labour market niches 

attracts the passive job seeker, and it provides global coverage at constant basis . The advantages 

are elaborated here below. 

Low cost 

The economy achieved depends on thee-mailing approach applied. Publishing vacancies on the 

corporate Web si te involves almost no cost at all , while the cost of putting advertisements on 

ded•cated recrui tment Sites depends mai nly on the coverage of the pa11icular s ite. R also 

achieves considerable economies of scale in terms of the nu mber of word u d be au , tlu ugh 

the In ternet, there •s no llm1t or change on th1s parameter. 

appell i (2001 ), Weitzman (1999) and HR Focus (Mar 2000) sa that it is r lati 

h1 re someone onlme than it is to hire the same person through the ne" pap r ad\ rt1 ements and 

other traditiOnal methods . The cost according to Weitzm n d p nd n ho\ m n JOb a 

company chooses to list, but is usual! · les e ·p n i · th dvc.:rtl em nts era II , 

one could claim that OR reduces a11thr e os 

awareness, but also f th~.: tim tt t. k s t 
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the sorting, classifications and processing of resumes received by mail is particularly a time 

consuming operation. 

Reaches a wider range of applicants 

This is mostly based on the fact that the Internet can reach people at worldwide level, in contrast 

to any newspaper advertisement, which would reach a local or national group (ClPD, 1999; 

Workforce, 2000). The internet is not geographically restrictive. Unless indicated by the 

advertisement, it is likely that it will reach a wider range of applicants . 

Better quality of a·esponse 

Appltcants through the Internet are mostly young, computer literate, educated and showing some 

mterest m the recruiting company, especially if they apply through the co rporate Web sit 

(Baillie, 1996; Frost, 1997), not to mention "acceptmg of change and , there ~ r , m r ltkcl t 

help the number of older, non-IT staff usmg the Internet to find JObs has mere. ed, ' 1th half 

them earnmg more than &30,000 while 60 per cent are qualified to at lea t degree leve l (W I h, 

1999) 

Weitzman (1 999) and HR Focus (Mar2000) argue that the quality of JOb pplt ant 1s much 

better through the Internet than if an institution goes through the ne\ p per. Tht ts s b caus 

the company's website is specifically geared tO\ rd the p. ni ul r , ndid. 11.: \ ~.:1tzman a! o 

points out that a company that gets th b st mplo ' mu t d it nhn~.: t c au~ the lntcrnd 

appeals to an educated and mor 

lm1H o d om pan. 1m: • 
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Specific labour market niches 

Some profession specific sites have been created to address specific market niches within the 

society. Practices like posting a job opening as an e-mail to the discussion groups or electronic 

forums of special interest groups enhance the targeting potential of the medium (Baillie, 1996), 

while the existence of niche sites like christianjobs.com, bilingual-jobs. com, casinocareers.com 

(for casino workers), nsbe.org (for black engineers), MBMreeagents .com, or asia-net.com (for 

Asian-language speakers) provides for unprecedented fragmentation of the OR labour-market­

targets (Greengard, 1998; Thaler-Carter, 1998). 

Attt·acts the passive job-seeker 

OR can act as a tool to attract the interest of highly competent individuals who are not currently 

searching for a job. Those are considered as the most "htghly prized catch" by recruiters ( hand, 

2000, Hansen, 1998), with their main quality being the mterest they show ~ 1 th ompany's 

activities . On the other hand , it is also sustamed that scarcely would the high! qual if! d. nil nd 

employed, people "read want ads", or "post thetr resume's on the Internet" (Ha . I ) 

Global coverage at a constant basis 

According to Cappelli (2001 }, the Internet has no boundari ::.but I. ngu. g~.: barrit:t , \J lu h can be 

overcome. Some compames have alread; t k n d •ant. t: 

recruiting process for their 

p ychorn tric t or vid • 
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2.6 Disadvantages of online t·ec.-uitment 

Much as there are advantages of online recruitment, there also are some disadvantages associated 

with it. CIPD (1999) and Workforce (2000) have identified a number of disadvantages. They 

include: OR Needs to be applied as part of an integrated process, inaccessibility of Internet for 

the majority of job seekers, it is sustainable for IT jobs and for young graduates, it is More 

effective for companies already known, it Involves higher risks of overload of answers, its 

implementation implies extra time and effort and it lacks personal touch and privacy of 

information. The disadvantages are elaborated here below; 

Applied as pat·t of an integt·ated pt·ocess 

On lme recrUitment needs to be applied as pa rt of an mtegrated process in the organization. Many 

organrzatrons lack the resources or the expertrse to aclu eve thts ( lPD, 1999) ompant n ds 

to be ready to deal wi th the re levant lT too ls, such as earch engine , da taba r - tc ntng, 

and to undertake a whole change management effort, in order tha t th p ple g t fam thar wtth 

the implementation of the necessary tools (Workforce, 2000b). 

Inacce sibility of Intemet 

For the majority of job seekers, Internet still is not th firs t opti n, 

herwin et al (1 999 ) is critical of doin ' rythm . u t: not t:\ d : or11.: h. s 

ace -s to the Intern t nd tho who d n' t h 
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(CIPD, 1999). This preoccupation has its roots in the beginning and mid- 1990s, when scarcely 

could anyone else, by lack of expertise or access to the Internet, effectively search for work 

online (Baillie, 1996; Starcke, 1996). Concerning the graduate recruitment, there is an 

assumption that e-recruitment works best for initial assessment at junior levels , where little 

expertise is needed in shifting candidates (People Management, 2000), and more than a quarter 

of the firms that have a recruitment Web site focus exclusively on their graduate intake (Lamb, 

2000). In the case of professional and managerial positions, public approaches , like OR for high­

level management positions are still stigmatized, as "it might give the impression that you are 

desperate" (Useem, 1999). 

More effective for companies already known 

A 1996 Austm Kmght survey emphasized this effect, holdmg that there IS a pos1tive correlation 

between OR's effectiveness and the use of advertisements to promote th co rpomt s1t ( tar k , 

1996) n the other hand, R has also been f01warded a d1 tm t1 cl uc e ful 1 mull 

compan1es, especially if they forgo managmg the1r own Web 1te and ap t ~ r the a1d f R 

advertising companies or job boards (Hansen , 1998; Leonard, 20 0). 

Involve higher ri ks of overload of an wer 

The lack of barriers of time and geograph: nd th 

cand1dat inten ifie the risk o o erlo d Wo · or 
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Extra time, effo1·t and cost 

Its implementation implies extra time, effort and cost. Indicatively, some large organizations 

have already found it necessary to officially dedicate one or more recruiters to focus all of their 

time exclusively to Internet recruitment (Thaler-Carter, 1998). 

Sherwin et al (1999) and HR Focus (2000) tend to agree that Internet recruiting itself brings new 

costs. Job boards generally have subscription fees and establishing and or expanding corporate 

website costs money as do staff or companies outsourced to monitor and manage such sites. 

Management software packages for the recruitment process also add costs. Keeping an Internet 

presence operational and up to date and keeping abreast of Internet technologies and business 

trends is a significant on going experience. 

Lack of personal touch and privacy of information 

appellt (2001) insists that one of the biggest challenge present d by nlm r ntitm nt is th 

estabhshment and mamtenance of a proximity relatiOnship betw en th < nd the 

applicants. He says that cand1dates fee l that they have no interface betw en them elve · and th 

company, which may be an area of competitiYe disadYantage especiall in tlu ern f human 

treatment of employees. 

Onlme recru itment also poses a problem when it come to pm a . app ll i 

(2001) warns that the proliferation of onlme inform. tlon bout p y , nd bene 11 

that employees leave their jobs. smg r our hk u c 

p ople c n qUickly compar th ir O\ 'Il 
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standards for describing applicant characteristics and job requirements will help companies get 

better at matching applicants to jobs . If the economic and or demographic pressures perpetuate 

the current tight labour market, HR professionals will be forced to continually develop new 

Internet based recruitment strategies , as the value of more traditional methods wanes (Useem, 

2001). 

To date the Internet has mainly affected the initial effort to build an applicant pool and the 

screening of applicants, however the results derived from the automation of the first two stages 

have allowed employers to focus more attention on selection. In future the Internet will also 

revolutionize the selection process (Useem, 2001). As online recruiting expands, job boards will 

become larger and more influential and in addition, as job seekers grow increasingly reliant on 

the Internet, they may develop strong attachments to particular job boards and other employment 

si tes, especially those that have helped them find work ( appelli, 200 1 ). 

In the short term the Internet will not eliminate the more tradttional m th d u d b w rk r 

and managers to make a match in the labour market ew paper ad , JOb fa tr . nctw rktng with 

family and friends wdl contin ue to be tmportant parts of a JOb earch for om r c pl ut n 

those methods of job search are now mcreasingl dependent on the Internet (P ter _ 1) 

However Cappell i (2001) points out that recruiting for top e. ·e uti\ e 1 e p t d t 111 tea mgl 

go on-line and that companies will have to work e n h rd r m the futur t e tabltsh tru tmg 

relati onship with an increasingly well informed and r tic . pph . nt r ll 

says that at the rate the online r cruitrn nt ultur 1 

work r who will c<>m to th mt m t th nl 
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3.1 Research design 

CHAPTER THREE 

RESEARCH METHODOLOGY 

The study was a survey using descriptive research design aimed at determining the extent to 

which state corporations in Kenya have adopted electronic recruitment. 

3.2 Population and sample of the study 

The population consisted of 141 state corporations in existence as at 30tl1 November 2005 

(Ministry of Finance, state corporations reforms department). A list of state corporations is 

shown in appendix II. Given the size of the population, Stratified random sampling was done 

based on the sector in which the parastatals operate and a sample of 50 state corporations was 

used. 

he rationale behind choosing the state corporations was that with the ong ing publi 

reforms government controlled orgamzat10ns are hkely to try to ad pt be t managcm nt 

practices online recruttment being one of them. 

3.3 Data collection 

This study used primary data collected using a stru tur d qu 'ti nn. ire (sec . ppcndt l) Th 

questionnaire comprised of both clo d nd op n- nd w ~r 

administer d to the h d of hum n r k 1: tct 
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3.4 Data analysis 

Descriptive statistics were used to summarize the data. Frequencies and percentages were 

used to establish the number and proportions of firms using e-recruitment. Simple tables 

were used to present relationships between state corporations' characteristics and online 

recruitment practices. Content analysis was also used for tabulating the results of the open 

ended questions. 



CHAPTER FOUR 

DATA ANALYSIS AND FINDINGS 

This chapter analyses the data collected. It also presents and discusses the findings of the study. 

The findings have been summarized in percentages and have been presented in tables . 

4.1 Responses to questionnai•·es 

The questionnaires were administered to Human Resources Managers of the state corporations 

on a drop and pick later basis . Thirty-three of the fifty questionnaires were completed and 

returned. This represented a response rate of 66%. Since the respondents cut across the various 

sectors, it was considered adequate representation of the population to make conclusions. 

Table 4.1 ummary of Questionnaires retumed by ector of Ope•·ation 

-
ector Number of Percentage (l•;t.) 

Que tionnaire 
retumed 

Development and financ1al insti tu tions 9 27 1 

Regulatory 8 -4.-
Research mst1tutes 5 15.-

Educational /professional 3 <) . l 

Development /promotiOnal agencies 3 1 
Cultu ral and soc1al service L .l 

Revenue collection 1 . 
Total 33 100 
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Table 4.2: Distribution of the State co•·porations by size 

Number of employees Number of state Percentage (%) 
(size) Corporations 

1-200 0 0 
201-400 10 30.3 
401-600 6 18.2 
601-800 3 9.1 
800-1000 2 6.1 
Over 1000 12 36.3 
Total 33 100 

From the information given in table 4.2, there are no State Corporations with Jess than 200 

employees . Those with more than 200 but less than 400 employees were 10, constituting 30.3% 

of the respondents, those falling between 401 and 600 were 6, constituting 18.2% of the 

respondents . 3 organizations (9 .1 %) had between 601 and 800 employ es while only 2 

representing 6.1 %, had between 801 and 1000. the maJority 12 tat orp ration r pr nting 

36 3% of the respondents, had over I 000 employees. The a net 

sectors 

4.3 tr-ucture of the Human Re ource function 

All the respondents had Human Resource Departments. Th que ti n ught t c t. bli h th 

structure of the human resource function of the or ' mzation 

the recruitment of personn I The stud ought 

r ourc d p rtm n w r in th 

hum n r . urc d p rtm nt 
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The data presented in table 4.3 indicate that 24 of the State Corporations representing 72.7% of 

the respondents have fully fledged Human Resources Departments headed by independent 

managers . 27.3% of the respondents had their HR functions under the management of the 

Finance and Administration departments . 

4.4 Human Resource Infor·mation System (HRIS) 

Human Resource Information System is the backbone of the use of the Internet and technology 

in human resource functions and therefore facilitates online recruitment. 

Table 4.4: Ownership ofHRIS by State Corporations 

ner~hip position Number of state corpo.-ations Percentage (%1 
ns 22 66 7 
es not own 11 
tal 33 10 

Table 4.4 shows that 22 of the tate Corporations surve ed, repre ntmg 6 7°'o f th 

respondents, did not have a computenzed HRl and c1ted lack of resource a th r a n ll 

orgamzat10ns, representmg 33.3% of the respondents, had a fully de\ elop d HRl ut th 22 

who dtd not have it, 5 ind tcated that they were in the process of devel pmg it. 

4.5 Ownership ofWeb it , -mail addr • nd Intr, n t 
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Table 4.5 Ownership ofWebsite, E-mail address and Intranet 

Owns Does not own 
Frequency % Frequency % 

Website 33 100 0 0 
E-mail address 33 100 0 0 
Intranet 27 81.8 6 18.2 
HR. web page 8 24.4 25 75.6 

From table 4.5 above, it appears that all the State Corporations surveyed had e-mail addresses as 

well as organizations website. 27 of the organizations, representing 81.8% had intranet while 6 

representing 18.2 %, d1d not have it. Only 8 out of the 33 respondents had a human resource 

page on the1r Internet Sites. 

4.6 E tent of u e of e-recruitment practice 

4.6.1 HR unctions Pe•·formed ing the Internet 

All the orgamzat10ns ind1cated that they use the Internet mainl · to ke~p ttbr~a.- t ' ith th 

changmg trends m HR, i.e. most used it for information purpo e only 4 r 12 I ~ o of th 

respondents however, pointed out that the occasiOnally u e the e-matl to inform the andtdatcs 

of interviews or the results of an intervie' . 

4.7 requ n of AdHrti. in ol in 

Ad rti ing for job on th lnt r 1 utu r m I ' tthm 
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Table 4.7: Rate of Adver·tising Online by State Cor·porations 

Rate of Online Advertising Number of State Corporations Per·centage (%) 

Always 0 0 

Frequently 0 0 

Occasionally 13 39.4 

Never 20 60.6 

Total 33 100 

As indicated in table 4.7, 13 organizations, constituting 39.4% of the surveyed organizations 

advertise occasionally on the Internet while the remaining 20 representing 60.6% of the 

respondents never advertise for jobs at all in the Internet. 

4.8 -recruitment of enior· Mana ers 

Online recruitment may be more suitable for some categories of taff th n th r In · 111 

orgamzat1ons, 1t 1s the norm to use the web to recruit top-Je ci manag r \i hile ~ 1 th 1 1t 1 

unheard of The common traditional methods for recruiting entor manager · 111 lud 

headhuntmg, leadmg datly newspapers as well as in the ' ·ebsit s of the re pcctn e ne\\ p lJ ers 

The following is a summary of the responses from the survey~d . tate 

of usage of online recruitment for senior managers. 
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the respondents use it to a less extent. 4 others, constituting 12.1 %, use it to a moderate extent 

and the remaining 2 (6.1 %) use it to a very great extent. This data therefore indicates that the 

majority of the State Corporations surveyed do not use the Internet to recruit senior level 

managers . 

4.9 E-recruitment of Middle level Managers 

This category of employees are usually recruited usmg the traditional methods such as 

advertising in the local media. Presented in table 4.9 is a summary of the responses from the 

State Corporations surveyed on the extent to which they use online recruitment for their middle 

level managers. 

Table 4.9: E tent ofUse ofE-recruitment for· the Middle level Manager 

Online Not at all To a less To a 

recruitment of extent moderate 

mtddle level extent 

managers No. % No % 0 . % 0 

22 66.7 7 21.3 2 6 0 2 .0 0 0 

From the tab le, 22 organizations, representing 66 7° o of th Ur\ cd t. tc rp . ti n . do n t 

use online recruitment at all in re ruitmg mtddl r pt ntmg 

21.3%, us d it to 2 r pr u tnt whil 2 

r pr nting %, U 00 It l gr t nt 
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Below is a summary of the responses from the surveyed State Corporations on this category of 

employees. 

Table 4.10: Extent of Use of Online Recruitment fo•· Junior level Manage•·s 

Online Not at all To a less To a To a great To a very 

recruitment of extent moderate extent great extent 

Junior extent 

Managers No. % No. % No. % No. % No . % 

29 87.9 4 12.1 0 0 0 0 0 0 

Data presented in table 4.10 shows that the number of organizations that do not use e-recru itment 

practices at all for junior management level are 29, representing 87.9 % of the respondents. 4 

organizations representing 12.1% of the respondents use e-recruitment to a less extent for this 

category of employees . 

4.11 E-recruitment of ubordinate tafT 

These are the non management staffs that mclude secretanes, clerks, and sale p r · nne! , am ng 

others, who hold supervisory positions. Trad1tionall these position are large! ad\ rt1scd 

mtemally. Presented m table 4.11 is a summary of the results from the suf\ e ed rgamzah ns on 

how much they usee-recruitment in sourcing subordmate t 

able4.11: t ntof of On lin R ruitm nt r ub r din. 1 
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4.12 Applying Online 

As technology advances, some organizations have moved away from receiving applications 

traditionally by post to receiving them online. It has become common, especially in well 

developed organizations, to encourage prospective candidates for certain jobs to send in 

applications electronically. This is done either through creation of an application fonn within the 

organizations website or giving an e-mail address through which candidates may submit their 

applications. 

Below is a summary of the responses from the state corporations surveyed on the extent to which 

they encourage prospective candidates to send in their applications online. 

Table 4.12: Extent to which Pl'ospective Job Candidates apply tluough the Internet 

Receiving Not at all To a less extent To a To 

app I tcations Moderate e.·t nt gr , t c.·1 

Online extent 

No. % No. % 0 0 ' 0 0 ' 00 1 0 1'0 

17 51.5 4 I2.I II 33 .3 0 0 3 I 

As shown in table 4 I2, 17 organizations representing L5° o of the re p ndctlt' do n t ur c 

applications for jobs through the internet while 4 organtZ! ti n , r~:prc en tin l_ l 0 o ~:n ur. l ti s 

use to a less extent 11 organization repr cntm t the r . mod 1. 1 

xt nt whil on ly I org niz tton r pr tm ' 1° th t tntl.:m~.:t 1 

v ry gr at t nt 
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Table 4.13: Frequency of Search on Othe•· Sites for Potential Employees 

Frequency Number Percentage (%) 

Not at all 2 1 63.6 

Less often 11 33.3 

Often 0 0 

Very frequently 1 3. 1 

Always 0 0 

Total 33 100 

From table 4 .13, it is evident that on ly one organization uses other sites specifi ca lly 

myjobseye.com very frequently in searching for prospective candida tes. ll or 33 .3% of the tate 

orporations that were surveyed use it less often while 2 1, repre enting 6 .6 °/o do not s ar h 

other sites at a ll for potential employees 

4.14 Reliability of E-recruitment Method 

Rehabi lity of a recruitment method to an organization IS its abtlity to n ure th, t the rg:lllizatl 11 

gets the right cand tdate at the right time and thus the likely u eo th m th d m re ftcn Be lo\ 

is a summary of the results from the re pondents on th 

reliable in getting the right candidat 
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respondents who find it not reliable at all . 6 organizations, representing 18.2% of the 

respondents, find it reliable to a less extent while 11 representing 33.3% find it reliable to a 

moderate extent. 

4.15 Continuous Use ofE-•·ecruitment 

Organizations tend to have their traditional ways of recruiting potential employees . The study 

sought to establish whether organizations would continue to usee-recruitment method . 

Table 4.15: Repeat Use ofE-recruitment 

ttely 
Rate 
De fin 
Proba 
Mtght 
Never 
Do no 
Total 

bly 
not 

know 

Number Percentage (%) 
7 21.2 
11 33 3 
0 0 
0 0 
IS 4'5 '5 
33 100 

Table 4.15 reveals that 7 organizations, representing 21.2% of the re pondent ·. ' ill d 1111tcl 

usee-recru itment agam, 11 representing 33.3% will probably u e it, \ hil 1 '5 ta te tp t<l tt 11 ·, 

representing 45.5% of the respondents do not know whether or not the: will u c it The maJ n t 

of those who do not know are those who ha e ne er used tt be ore. 

4.16 Benefit of -recruitment 
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would ccrue hom th u o -r nutm nt .. ut th till ll I It 1\ 

h r umn nz nd pr nt 



Table 4.16: Benefits of E-a·ecruitment 

Benefits Number of Percentage (as to the Percentage (as to the 

respondents no ofresponses) number smveyed) 

Faster and time saving 23 100 69.7 

Cost effective 18 78.3 54.5 

Ease of management of data 12 52.2 36.4 

Objectivity 5 21.7 15.2 

Wide range of applicants 11 47.8 33 .3 

Convenience 4 17.4 12.1 

From the table, the use of online recruitment by tate Corporations would result in the following 

benefits : 

• It ts faster and time saving as it reduces the ttme of communicatmg (69 7°,·o) 

• It is cost effective as it is cheaper than other means of recruttment bccau·c 111 m t a e 

there are no advert1sement costs (54.5%) 

• It facilitates data management both for current use as well as future u e {~ .4° 0 ) 

• It attracts a wtder range of applicants smce it is not geographi ally re tn tn and thu th ~ 

hkely attraction of better-qualified candidates 33 .3°'o) 

• It ts objective and less biased since can ' smg 1 hk ly to be 

• It is convenient to both emplo •er nd pot nti I mpl 1 .. l o) 

f R-r ruitm . 
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Table 4.17: Challenges of E-recruitment 

Challenges Number of Percentage (as to 

•·espondents •·espouses) 

Difficulty of 12 100 

accessing 

Internet 

Discriminatory 6 50 

practices 

Limited resources 8 66.7 

Htgh cost of 11 91.7 

Installation 

Small number of 6 50 

trained personnel 

No guarantee of 6 50 

getting right 

candidate 

From the data in table4 17, the challenges faced b state corporation 

recruitment mclude the following : 

• Dtfficulty of accessing Intern t b · both org ni tt n 

• Htgh cost of installation of the who! 

• imit d r ourc to mput 

• In. d ·qua I numb r o tr Ill 
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Percentage (as to 
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36.4 

18.2 

24.2 

33.3 
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CHAPTER FIVE 

SUMMARY AND CONCLUSIONS 

This chapter makes a summary of the findings of the study. It further gives conclusions drawn 

from the study, limitations of the study as well as recommendation for further study. 

5.1 Summary and Conclusions 

The objective of the study was to determine the extent to which State Corporations in Kenya 

have adopted electronic recruitment. 

The extent of adoption was taken to refer to how much of the electronic recruitment practices 

were utilized by the State Corporations, the number of the State Corporations using it and the 

type of Human Resource functions carried out through the Internet. 

To achieve the objective a survey was carried out on a sample of state corporations. Thirty-three 

(33) organizations out of the sample of 50 responded and data was analyzed u 

from these organizations. The results are summanzcd below· 

From the data obtained it was found that 33 3% of the tate orporat10ns had a mputer rzcd 

Human Resource Information System while the remaining 66.7% did not hn er 

22.7% of those who did not have the system pointed out that the ,..,·ere in the pr f 

developmg It. 

All the respondent organizations had E-mail addresses as well as orp r, t \Vcb ttes 1 o 1 d . , o 1J 

Intranet whtle 24 2% had Human Resource \ eb Page on theu lnt net 

All the respondent tate orporation u ed th lnt rn t m. ml · r t:. r hm for up t dat 

information. h HRJ w. maml u d or p r II dmmt t 11 n 

t I I orpor 111nn , r pr II I I nhn 

o/c u 

h mt 111 1 lut rth 

u 



On the use of e-recruitment to recruit the various cadres of employees, it was found that 20 State 

Corporations , representing 60.6% of the respondents , do not use at all Internet for senior level 

managers . The remaining 39.4% use it to varying degrees of extent. 5 organizations or 15.1% use 

it to a less extent, 12.1% use it to a moderate extent while 2 organizations , representing 6.1% of 

the respondents, use it to a great extent. The remaining 2 organizations use it to a very g reat 

extent. Majority of the respondents therefore do not usee-recruitment for senior level managers . 

33 .3% of the respondents used e-recruitment for middle level managers . Only 2 of the 

organizations, representing 6.1% used it to a great extent in this category of employees. 29 out of 

33 surveyed organizations do not use online recruitment for junior level managers the remaining 

four organi zations representing I 2.1% of the respondents, use e-recruitment to a less extent for 

this category of employees. Subordinate staffs are not recruited through online recruitment as it 

was found that all the 33 organizatiOns did not use onlme recruitment at all for ubordinate s taff. 

36 4% of the respondents search other Sites for potential employees on va1 ing ra t 33 30 0 of 

the respondents, use 1t to less often whJi e on ly one organization repre cntmg 3 1° 0 f the 

respondents use 1t very frequently On whether the would u e the method agu m, 7 

organtzatJOns, represent ing 21.2% of the respondents, will definitely u e it again. 33 3o 0 f the 

respondents wi ll probably use it while the remaining 45.5% d1d not know, a they h. d nc\ I! I u cd 

it in the firs t place. 

From the respondents, the benefits of u ing onlin r ruitm nt m lu 

tim aving, it 1 cost effectiv , it facilit t of m n c f 

ppli nt , bl cd ·md ti V nd r II\ 

nd1d t 

Jnt rn 

lnt m 
mmr It n\ 

'" nmn 

mil nl1111011 nt 



5.2 Recommendations 

Based on the findings , it is evident that most of the State Corporations have not adopted 

electronic recruitment at all . The extents to which they use it remain significantly low. Literature 

and research from other parts of the world indicate that e-recruitment is the latest innovation at 

the disposal of Human Resources Managers and is of great benefit to the organizations that have 

embraced it fully. 

Since most of the organizations surveyed cited limited resources as an impediment to adoption of 

e-recruitment, there is need for the government to set aside some funds for the computerization 

of State Corporations. Also the passing of the ICT bill may boost the general use of information 

technology by state agencies and therefore a boost towards implementation and adoption of 

electronic recruitment. 

There is al so need to reduce costs of Internet installation and maintenance as the high cost of 

installation was mentioned as one of the major challenges to adoption of c-recmitment. Also 

personnel need to be trained on the implementation and use of Human Resourc ln~ rmati n 

ys tem so as to man it incase of implementation 

5.2.1 Suggestions for Fur·ther tudy 

This study was limited to the state co rporations in Ken •a . Th e ar orgamz. ti n p. tt t, II r 

totally controlled by the government. They emplo · a ignific nt numbc.:r f mpl but • 11..: 

often affected by lack of resou rces . Research can th 

organizations. 

From th fi ndi ngs , nd en 1 I dt tth hum n r 

r niz tion u r ruum nt 

I m th ntrn nt an 

ntr ll c.:d 

• 1\lltllh~ I ( I 

d llllllll Ill \\I tl 



5.3 Limitations of the Study 

State corporations are organizations controlled by the government and therefore follow 

government bureaucracies. As the questionnaires were administered to Human resources 

managers or their equivalents, some of them could not fill the questionnaires without the express 

authority of the managing director or the head of the organization thus did not respond. 

The study used a structured questionnaire with most questions being close-ended questions and 

therefore may have been restrictive as to the answers gotten from the respondents. 

Because of the restructuring processes undertaken by the government especially in the 1990's, 

some of the state corporations have been on some sort of employment freeze since then thus the 

idea of online recruitment is a totally new concept to them. They may have therefore answered 

some of the questions without really understanding them. The novelty of the recruitment method 

in Kenya also served as a limitation as the researcher had to explain some of the asp ct of the 

recruitment method to some of the respondents before gtvmg them the questionnaire . 

The geographical distributiOn ofthe state corporations was also a hindrance as the ar preud all 

over the country This therefore prompted the use of the organizations that are 1 cated in Nan bt 

and tts environs 

The study was hmtted to State Corporations. 
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APPENDIX 1- INTRODUCTORY LETTER 

August 2006 

Dear Sir/Madam, 

School ofBusiness, 
C/0 MBA Co-ordination Office, 

Department of business administration, 

University OfNairobi, 

P.O. Box 30197 
Nairobi 

RE: COLLECTION OF SURVEY DATA FROM YOUR ORGANIZATION 

I am a postgraduate student at the University Of Nairobi, chool of Busmc s A part th 

fulfillment of the requirements of the MBA degree, I am undertakmg a manag mcnt r ar h 

proJect survey on the xtent of Use of lectronic Recruitment by tate orp ration 111 K n a 

Your orgamzation falls withm the population of interest and this therefore is to kind! requc ·t 

you to assist me collect data by filling the accompanying questionnaire 

The information provided will be used solely for academic purpose My supervi r and I a ·t11 e 

you that the information you give will be treated with strict confiden e nd cop' of the fmal 

report will be availed to you on request. Your honest participation will b hi 'hi , pprcctatc.:d. 

Thanking you in advance. 

Yours faithfully, 

atherin L '• t 
1B tud nt 

lllt r 



APPENDIX II-QUESTIONNAIRE 

You are requested to kindly answer the following questions in the spaces provided. 

Name of state corporation: ......................... ...................... . 

Name: Human Resource Manager/officer (HR) .................. .... ..... (Optional) 

Sex: Female D 

Male D 

l . In which of the foll owing categories does the size of your workforce fall? (Tick on ) 

1-200 0 
201-400 0 
401-600 D 
601-800 0 
801-1000 D 
Over 1000 D 

2. (a) Do you h. ve, Hum n r ourc d p nm t 

y 

() 

2 b I 

0 
0 

0 

0 



Other (please specify) D 

3. (a) Does the organization have a computerized Human Resource information system? 

Yes D 

No D 

3. (b) If no please indicate reasons ......................... .. .. .. ... .. .. . ... ..... ... . 

4. (a) Does your organization have a Website? 

Yes 0 

No 0 

4. (b) Does your organization have an -mail address? 

Yes D 

No 0 

4 (c) Does your organization have an Intranet? 

Yes 0 

0 
0 

If no plea c indicate the reasons ............................ .. 

...... ... ...... ... ...... ... ....... ....... .......... .. 

ttl ttl ott ttlfft Ill ttl ttl tit I 

, d l th h IV Ill IIJ 

0 
0 



5. List some of the HR. functions you undertake using the internet 

6. Which methods do you use to recruit new employees? 

Media (print/electronic) 

Word ofmouth 

Employment agency 

E-recruitment 

D 

D 
D 

D 

Any other (please specify) ..........................................................
..................... . 

7. How often do you advertise jobs online? 

Always 

Frequently 

Occasionally 

Never 

0 

0 

0 

0 

8. To what extent do you use online recruitment for the following categories of taft'? 

Not To a less To moderate To a great To \'ery great 

at a ll extent extent e ·t nt ext nt 

ubordinatcs 0 0 0 0 0 

Junior m. n g r 0 0 0 0 0 

1tddle I v I rnnn t 'C ' 0 0 0 0 

n ior mtn 1 r 0 0 0 0 

ll 0 0 0 0 0 

wh If r "' ta n th n 

II 0 

0 



To a moderate extent 

To a greater extent 

To a very great extent 

D 

D 
D 

10. Apart from your own website, how often do you search other sites for potential employees? 

Not at all D 

Less often 
D 

Often 
D 

Very frequently D 

Always D 

11 . To what extent is e-recruitment method reliable in getting right candidates? 

Not at all D 

To a less extent D 

To a moderate extent D 

To a greater extent 0 

To a very great extent 0 

12.To what extent does online recruitment meet your recruitment criteria? 

Not at all 

To a less extent 

0 

D 

To a moderate extent 0 

To a greater extent 0 

To a very great extent 0 

13. To what extent do the employees appreciat th u of -rc ruitm nt mdh d 

ot at all 0 

·r o , I ext n t 0 

lo 

lo 

l o 

I hi r I 

xt nt 

th m th an 

0 

0 
0 

0 
0 



Never 

Don't know 

D 
D 

15. List any benefits of using e-recruitment practices by state corporations : 

(a) ................................................................................ .
 

(b) .............. . .... ........... .............. . ................ ..... . . . ..... . .... .. 

(c) . ........ ........... . .... ....... . . . .. ....... . ....... .. ....... .. ................. . 

(d) .. . ........... . ........... . .. . ... .. .... ...... .. . .............. . ....... .......... . 

(e) ........... . ....................... . ........... . .............. . ....... .......... . 

16. What are the challenges of using the e-recruitment method? 

(a) ............................................ ... .... ............. . .. ......... ... . ... . 

(b) .................................. .......... . .............. . ................... ..... . 

(c) .......................................................................
............ . 

(d) ......................................... ........... ...... ... ...................... . 

(e) .......................................................................
............ . 

17. Any other comment? 

...............................................................................
...................................... 

... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... . . ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ..
. ... ... 

Thank you for taking time to fill th is questionnaire. Your parttctpation i highl appr ted 



APPENDIX Ill-LIST OF STATE CORPORATIONS 

1. COMMERCIAL STATE CORPORATIONS 

DEVELOPMENT AND FINANCE INSTITUTIONS 

Agricultural Finance Corporation 

Industrial and Commercial Development Corporation (ICDC) 

Kenya Tourist Development Corporation (KTDC) 

Kenya Industrial Estates Ltd 

East Mrican Development Bank 

National Housing Corporation 

Agricultural Development Corporation 

Kenya Post office Savings Bank 

Telkom Kenya Ltd 
Postal Corporation ofKenya 

Kenya Broadcasting Corporation (KBC) 

Jomo Kenyatta Foundation 

Kenya Literature Bureau 

Kenya Veterinary Vaccine Production Institute 

School Equipment Production Unit 

National Cereals and Produce Board 

Kenya commercial Bank 

Kenya Power and Lighting Company 

Kenya Electricity Generating Company Ltd 

National Bank OfKenya 

Kenya Ports Authonty 

Kenya Railways CorporatiOn 

Kenya Airports Authonty 

2. NO -COMMERCIAL TATE CORPORATIO 

A. R GULATORY 



Pests Products Control Board 

Pharmacy and Poisons Board 

Pyrethrum Board of Kenya 

Radiation protection Board 

Sisal Board ofKenya 
Tea Board of Kenya 

Kenya Tea Development Authority 

Communications Commission ofKenya 

Presidential Commission on Soil conservation 

Kenya Sugar Authority 
National Environment Management Authority 

B. RESEARCH INSTITUTES 

Coffee Research Foundation 

Kenya Agricultural Research Institute 

Kenya Forestry Research Institute 

Kenya Industrial and Research Development Institute 

Kenya Institute for Public Policy Research and Analysis 

Kenya Marine and Fisheries Research Institute 

Kenya Medical Research Institute 

Kenya Trypasonomiasis Research Institute 

Tea Research Foundation 

Kenya Vetennary vaccines Production Institute 

C. EDUCATIONAL/PROFESSIONAL 

Cooperative College of Kenya 

Councll ofLegal Education 

H1gher Education Loans Board 

Kenya Institute of Administration 

Kenya Medical trammg enter 

Kenya at1onal xaminations ouncll 

Kenya Utaln ollege 

of 1 n ulntr nd 

u. 



Kerio Valley Development Authority 

Lake Basin Development Authority 

National Irrigation Board 
Tana-Athi Rivers Development Authority 

Export Promotion Council 
Investment Promotion Center 

Kenya Tourism Board 
Kenya Wildlife Service 

E. CULTURAL/SOCIAL SERVICE 

Kenya National Library Service 

Kenyatta National Hospital 

Local Authorities Provident Fund 

Moi Referral and Teaching Hospital 

National Health Insurance Fund 

National Social Security Fund 

Presidential Music Commission 

Bomas of Kenya Ltd 
National Museums ofKenya 

National Aids ontrol ouncil 

F. REVENUE OLL ION 

Catering levy Trustees 

Kenya Revenue Authonty 
Source Ministry of Finance as at 30/1112005 


