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 Background: Manpower is the greatest assets in any business field. Recruitment and 
selection process are important for new and established businesses. Successful 
organizations will be those that are able to attract and retain highly skilled employees in 
achieving the mission, vision and objectives of the organizations.. Objective: 
Therefore, this study mainly investigates the factors influencing decision on job 
application in the perspective of graduate’s business school. The objectives of the study 
are to determine the relationships between online recruitment and website 
characteristics toward graduate’s decision on job application. Results:This study used 
the quantitative method by distributing questionnaires to 150 business school graduates 
in one of the public university in Malaysia. The hypotheses have been tested by using a 
multiple regression analysis.The results of the study revealed that, both online 
recruitment and website characteristics factors supported and influenced the graduate’s 
business school towards their job applicationConclusion: The findings and framework 
of this study will be useful to students and practionerson how online recruitment and 
website characteristics influence the graduate’s decision to apply the job application. 
The study also serves a guideline to the organization to strategize the recruitment and 
selection process in their organization. 
 
 

© 2014 AENSI Publisher All rights reserved. 
To Cite This Article: MohdFitriMansor, Nabilah Huda Halim, BibiNorainiMohd Yusuf, Noor Hidayah Abu., Factors Influencing Decision 
on Job Application: A Study of Graduate’s Business School Perspective. Aust. J. Basic & Appl. Sci., 8(1): 499-507, 2014 

 
INTRODUCTION 

 
Recruitment and selection form core parts of the central activities underlying human resource management: 

namely, acquisition, career development and reward for the workers. It frequently forms an integral part of the 
work of human resource managers or designated specialists within any working organisations. The recruitment 
and selection processes are important for new and established businesses. In the human resource management 
context, recruitment is a process of sourcing and acquiring the right applicants to an organization (Rees and 
French, 2010). Human resource department has the support and expertise of employment specialists who assist 
hiring managers with the procedures to ensure their company’s leaders are making the wise hiring decisions 
(Mayhew, 2010).They are involved in several processes such as sourcing candidates, reviewing and tracking 
applicants, conducting interviews and selection for employment. Hiring capable employees is an attractive point 
of departure in the process, but building and sustaining a committed workforce is more likely to be facilitated by 
the employment of a sophisticated human resource management (HRM) infrastructuresBeechler et al;.,(1993); 
Schuler and Jackson (1987). Arguably, HRM policies and practices can be strategically designed and installed to 
promote desirable employee outcomes, which include the enhancement of the role and extra role behavior of the 
employees. Yet, despite such costly investments, corporations are continually searching for techniques to 
improve and strengthen the linkages between employees and their organisations. 

However, weak employee organisational linkages are often displayed by a phenomenon of high staff 
turnover. Indeed, people are likely to job hop to obtain better monetary rewards and future career development 
opportunities. The traditional approaches that rely heavily on competitive monetary rewards often have limited 
success in staff retention and job motivation in the long run. This limitation has brought practitioners to 
consider, along with the facilitation of sophisticated HRM infrastructures, other techniques to enhance employee 
attachment towards their organisation, for example, person organisation fit, selection approach, performance 
based incentives and extension of the attractive executive perks to all employees. Issues of staff retention and 
job motivation have continued to plague organisations in Malaysia. In year 2004 and 2005 surveys conducted by 
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the Malaysian Employers Federation (MEF), it was reported that the annual labour turnover rates for 2003 and 
2004 were high, approximately 17 per cent and 16 per cent respectively. In yet other surveys conducted by Lim 
(2001), both reported that Malaysian respondents are only willing to stay with their current organizations for 
less than three years. Thus, there is need by HRM to address low organizational linkages to motivate staff and 
retain them and that multinational corporations (MNCs) tend to introduce different home country practices to 
efficiently manage and control local operations.  

Furthermore, many companies are having difficulties in recruiting candidates from fresh graduate’s student. 
This phenomenon is due to time constraints from the students who are occupied with their assignment as well as 
their activities. As a result, the students are unable to apply for the job vacancies since this requires preparing 
the necessary documentation to be mailed to the suitable companies.  Previous studies have shown that students 
tend to apply for job application via online application instead of applying by post. In 2002, iLogos survey 
found out that almost 91% of the “Global 500 Companies” used their corporate websites for recruiting Florea 
andBadea(2013). It was argued that the internet offered several advantages over more traditional search tools 
such as personal referrals, job fairs, public and private employment offices and newspaper advertisements 
(Suvankulov et al;., 2012). Therefore, the company developed the necessary system to cater for online 
application in order to facilitate and attract the students to apply for job vacancies available in their company. 
By doing so, the company may save on advertisement costs to advertise their job vacancies. Therefore, here lies 
a gap for further investigation on the elements that could attract the fresh graduates, to use online application 
method as a medium to apply for job vacancies. Suvankulov et al;. (2012) said that in Germany and South 
Korea, job seekers who used the internet had a 7.1% and 12.7 % higher probability respectively, of being re-
employed in the next 12 months. If the situation continues, it would bring a problem towards the organisation. 
Many technologies have emerged, such as the Internet and other new communication methods, which help 
organizations recruit more rapidly and retaining efficient candidates. Many organizations have implemented an 
interactive web page or a panel survey for students (Florea and Badea, 2013). Organizations use website to 
attract candidates in 82% and use online advertising (Florea andBadea, 2013). The organisations will be dealing 
with fewer candidates applying for a job application due to several constraints. 

Better recruitment and selection strategies will result in improved organisational outcomes. The more 
effectively organisations recruit and select candidates, the more likely they hire and retain satisfied employees. 
In addition, the effectiveness of the organisation’s selection system can influence bottom-line business 
outcomes, such as productivity and financial performance. Hence, investing in the development of a 
comprehensive and valid selection system is money well spent. In summary, the main aim of this paper is to 
study how online recruitment and website characteristics influence the graduate’s decision to apply the job 
application and the relationships of both dependent and independent variables. 

 
Recruitment And Selection Strategies: 

Recruitment and selection are very important steps in developing excellent manpower in organizations. This 
is because people are the greatest assets in business fields. Successful organizations will be those that are able to 
attract and retain highly skilled employees. Organisational recruitment plays a crucial role in the development of 
human capital and strategic human resource management (Holm 2012; Cober, et al;., 2004; Liviens and 
Chapman, 2010; Millmore, et al;., 2007). Given that the primary objective of recruitment is to identify and 
attract potential employees (Holm, 2012; Barber, 1998), recruitment can be defined as practices and activities 
carried out by an organisation for the primary purpose of identifying, attracting and influencing the job choices 
of competent candidates (Holm, 2012; Barber, 1998; McKenna and Beech, 2008; Ployhart, 2006). Recruitment 
activities involve either external candidates from outside the organisations or current employees, in which case, 
it is called an internal recruitment (Holm, 2012). The ultimate objective is to find and hire the most suitable 
person to fill the job vacancies. Recruitment and selection are the foundations of human resource management 
(HRM) practices and its integration to business is critical to achieve organisational strategic goals. The level of 
recruitment and selection strategic integration are positively related to growth in market share, profits and sales, 
employees' satisfaction, employees' productivity and negatively related to employees ‘turnover (Bansal and 
Chanda, 2010). However, so many organizations spend far less time and money in this step rather than 
purchasing new equipment for the company. There are several benefits in getting the process right including 
having the right skills and the right persons, improve team working and understanding growth and development 
in terms of meeting the organizations future challenges. 

Better recruitment and selection strategies result in improved organisational outcomes. The more effectively 
organisations recruit and select candidates, the more likely they are to hire and retain satisfied employees. In 
addition, the effectiveness of organisation’s selection system can influence bottom-line business outcomes, such 
as productivity and financial performance. Hence, investing in the development of a comprehensive and valid 
selection system is money well spent. Nowadays, many individuals and organizations use the technology and 
the internet in their works as well as their daily life. Both individuals and organizations are to be related with the 
human and organizational behaviour. Human behaviour plays a role towards technology and internet acceptance 
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in their life that may lead to the success of the implementation of online recruitment system in Malaysia. This 
finding is supported by Ibrahim et al;. (2011) in their study relating to the acceptance behaviour of online 
recruitment users in Malaysia. In addition, a study by Kumari et al;. (2010) found out that 120 employers 
maintain and manage candidate’s files, including maintenance of database system to ensure comprehensive data 
collection of candidates. 70 out of 120 employers said that the company allocated about 20%-30% of their total 
expenditure on recruitment and selection. The study also revealed that 100 % employers maintain and manage 
candidate’s files including maintenance of database system to ensure a comprehensive data collection of 
candidates. 

 
Online recruitment: 

One of the ways in which organizations applied the web-based technology is in the implementation of 
recruitment. Recruitment is a process in which an organization seeks applicants for potential employment. 
Recruitment with internet is known as online recruitment or e-recruitment. E-recruitment transforms the 
traditional recruitment process into a time- and space-independent, collaborative hiring process. The use of 
electronic recruitment, also called e-recruitment, in the developed countries is rapidly becoming one of the 
fastest-growing recruitment techniques (Holm 2012; Bartram, 2000; Lawrence et al;., 2007; Lee, 2005; 
Lermusiaux and Snell, 2003). The challenge of today’s HR managers is to create and nurture a pool of good 
employees in the organization. The cost of rehiring and retraining solidifies the importance of hiring the right 
person for right position first (Ullah, 2010). The current exigencies and fluidity of the business environment 
engendered largely by demographic changes, technological advances and globalisation, have made it imperative 
for organisations to possess the brightest talents as a source of competitive advantage, if they hope to survive 
(Ekuma, 2012). The continuing ‘talent war’ and fierce competition in the global market place and issues 
concerning employee branding and candidate attraction, means that organisations and their managers have to 
carefully review their recruitment and selection processes, ensuring that employee selection methods not only 
contributes towards enhancing organisational image, but also predicts future job performance to a reasonable 
extent (Ekuma, 2012). The internet has now become a major force for changes in human resource management 
especially in recruitment section. The employment market is gradually moving onto the web using semi-
structured documents which translate into massive databases containing CVs and job offers, which are difficult 
to process in the absence of adequate techniques (Ionescu et al;., 2012). 

Online recruitment as a fundamental business process is the removal of complexity, waste and paperwork, 
introduction of good sound workflow systems and reliable database applications. The purpose of online 
recruitment is to add value to the existing process control, incorporating agency and traditional media suppliers, 
as well as the new media channels, to dramatically improve the workflow and deliver a substantial saving in cost 
per hire. The internet has a wealth of information and contacts for both employers and job hunters. Online 
recruitment uses company’s web site as a medium to disseminate information about an organization to 
prospective applicants, collect information to screen applicants, or both. The internet was initially hailed as the 
future of medium of recruitment and was expected to replace other media as the preferred recruitment method, 
but the adoption of online recruitment had not been as comprehensively predicted (Parry and Wilson, 2009). 
This method is a process that brings employers and job seekers together and allows them to interact in a fast, 
efficient and effective way. One of the potential benefits of web-based recruiting for organizations is the ability 
to reduce recruiting costs. The internet offers company speed, low advertising costs and access to a large pool of 
job applicants (Kumar, 2003). It was also argued that the internet significantly shortens the hiring cycle and 
lower costs for both job seekers and employers (Suvankulov et al;., 2012). Cappelli (2001); Suvankulov et al;. 
(2012) suggested that the average company cuts about 6 days off its hiring cycle of 43 days by advertising on 
the internet instead of in the newspapers, another 4 days by accepting online applications instead of paper ones 
and more than a week by using online screening and processing technologies. Finally, Lau and Chau (2012) 
argued that according to the labor market search theory, the low cost of job search associated with the internet is 
expected to raise productivity because job seekers and employers can consider more potential matches, more 
rapidly increasing the minimum productivity an employer tolerates and the minimum wage that a worker 
accepts are both expected to rise. The technology acceptance model approach assumes that perceived of 
usefulness is influenced by perceived of ease of use.  

However, there are other factors that influence the system usage such as behaviour intention to use and 
actual usage behaviour. Behavioural intentions represent a motivation to engage in a particular behaviour with 
respect to the attitude object. According to the Theory of Planned Behaviour (TPB), the most important 
determinant of individual’s behaviour is behaviour intent. It is believed that the stronger intention to engage in 
behaviour, the more likely its performance will be. Intention to perform behaviour is the direct determinant of 
actual performance of such behaviour. The acceptance behaviour of online recruitment users is the primary 
focus of this study. However, the attractive characteristics of online recruitment website are also used to 
measure the efficiency of online recruitment. While e-recruitment seemingly paves the way to become future 
recruitment method and is highly likely to become jobseekers platform for job search, it is logical to review the 
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specific jobseekers perceptions and behaviours on this technology usage (Tong, 2009). Therefore, online 
recruitment method towards graduates’ decision on job application can be hypothesized as:- 

 
H1: Online recruitment will have a positive relationship towards graduate’s decision on job application. 

 
Website characteristics: 

Website characteristics are the main element in influencing the effectiveness of online recruitment. A 
number of characteristics have been identified that may distinguish attractive Web pages from the less attractive 
ones. These characteristics are related to technical format, textual format, layout and colouring. For instance, an 
attractive or high quality Web page is highly interactive, drawing the visitors in and maintaining his or her 
interest (Hannon 1998; Othman et al;., 2006). Attractive pages generally provide a clear structure or outline of 
the site’s contents on the first visible screen. Additionally, providing tools for easy navigation of the site and the 
individual Web pages allow for direct access to the information that the viewer desires to see.  The format of the 
text also has an impact on the perceived attractiveness of the page. Less attractive pages tend to consist of 
paragraph writing, similar to what is found in a typical print copy.  

Attractive Web pages are also characterized by wordings that are simple and concise. Related research on 
the use of the internet for collecting research also suggests the importance of text material clarity. Colours, 
graphics and fonts also enhance the attractiveness of a Web page. Metz and Junion-Metz (1996); Othman et al;. 
(2006) argued that the use of contrasting colours (i.e. dark and light) creates visual excitement that encourages 
the visitors to explore the site further. Additionally, Metz and Junion-Metz (1996); Othman et al;. (2006) 
pointed out that pictures might invite a visitor to look at a page when plain text would not. Appropriate colours, 
fonts and graphics not only make a site more interesting, but also make it easier to use. Hannon (1998);Othman 
et al;. (2006), pointed out that attractive Web pages have diverse designs, are intriguing to visitors and provide 
an interactive experience. Therefore, all the above characteristics suggested in the previous studies need to be 
included in the organization’s web site, particularly the way they present the job advertisement in their web site. 
The organization should take into consideration the above criterias in building their web site, in order to attract 
the graduates particularly to apply the job application via this method. Thus, Website characteristics towards 
graduates’ decision on job application can be hypothesized as:- 

 
H2: Website characteristics will have a positive relationship towards graduate’s decision on job application. 
 

Methodology: 
 
Based on the above reviews, the theoretical framework of the study can be illustrated in Figure 1 below :-  
 

 
Fig. 1: Theoretical framework. 

 
Unit of Analysis: 

The main aim of this paper is to study “How online recruitment and website characteristics influence the 
graduate’s decision to apply job application and the relationships of both independent and independent 
variables. Therefore, the study is a correlation study. Since the aggregation of data in subsequent analyses was 
conducted at the individual level, the unit of analysis in the present study are students in one of the public 
university in Malaysia. The population consists of 503 students. The selection of subjects was done randomly 
across gender and background. To make the results more reliable, the respondents were selected equally from 
every year of study. This kind of sampling method is easy, fastest and most efficient in collecting the 
information needed. MohdFitri et al;. (2013) asserted that, generalization can only be drawn when random 
samples are used. Finally, 150 sets of questionnaires were distributed to the students to become as a sample size, 
but only 143 sets were returned.    
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Measurement: 

The questions offered open statements that required each respondent to rate the statement by ticking a 
number ranging from ‘1’, ‘2’, ‘3’ and ‘4’ , representing  words such as ‘Strongly Agree’, ‘Agree’, ‘Disagree’ 
and ‘Strongly Disagree’, respectively. This type of measurement is known as five-point Likert scale. The three 
basic properties of Likert scale are sensitivity, reliability and validity. The scale also may reduce sensitivity to 
detect small clinically significant difference. However, in this study, the researcher did not use ‘Neutral’ in the 
questionnaire so as to avoid the respondents picking this scale.   

 
Online Recruitment: 

Online Recruitment section required respondents to rate the questions offered regarding to their reasons for 
online recruitment. Those questions offered were  adapted and modified from previous researchers such as 
Othman et al;. (2006). Respondents needed to rate the open statements from ‘1’ (Strongly Agree) to ‘4’ 
(Strongly Disagree). Examples of questions offered were “Online recruitment (internet) will attract you to apply 
for the job vacancies”, “Web-based recruiting will reduce costs for application” and etc.  

 
Website Characteristics: 

The questions in this section required respondents to rate their attraction level by ticking the scale ‘1’ 
(Strongly Agree) until the scale ‘4’ (Strongly Disagree). Those questions offered were adapted and modified 
from previous researchers such as Othman et al;. (2006).  Examples of questions offered were  “The design of 
Website Company will attract you to apply for a job”, “A clear outline of the web site’s contents appear at first 
visible screen will attract you to apply” and etc. 

 
Decision to Job Application: 

The questions in making decision to job application section also were adapted and modified from previous 
researchers such as Othman et al;. (2006). This section also needed respondents to rate their decision by ticking 
the scale of ‘1’ (Strongly Agree) until the scale of ‘4’ (Strongly Disagree). Examples of questions offered were 
“The availability of Internet facilities encourage me to apply for job vacancies”, “Reduced documentation 
makes me to apply for job vacancies” and etc.  

 
Data analysis: 

To analyse the data, a SPSS version 18.0 (Statistical Package for Social Science) program for Windows was 
used to evaluate the relationships between the independent and dependent variables. Statistical tools were used 
to analyse the data in order to meet the objective of the study. To determine the level of their decisions on the 
online recruitment and website characteristics, the mean and standard deviations of both the online recruitment 
and website characteristics were computed. Then, to identify the positive correlations between online 
recruitment and website characteristics towards decision to job application, correlation analysis or Pearson was 
used to determine if there were significant relationships between both of the independent variables. Correlation 
was used to measure the degree of linear relationships between the two quantitative variables and the index of 
relationship was termed as correlation coefficient. The correlation coefficient could take on any values between 
minus 1 (-1) to plus 1 (+1). -1.00 <r <+1.00 

 
Results: 

Table 1 shows the sample profile of the questionnaires surveyed. A total of 150 questionnaires were 
distributed randomly amongst the selected respondents. However only 143 questionnaires were collected back, 
which made up 95.33% of total questionnaires distributed were satisfactorily completed and tested by using the 
Statistical Package for Social Sciences (SPSS) software version 18. 
 
Table 1: Sample Profile 

Items    Total 
questionnaires 

 

Number of questionnaire distributed     150 
Number of questionnaire collected back     143 

Response rate     95.33% 
Number of questionnaire used for analysis     143 

 
Descriptive of Demographic profile: 

Table 2 summarizes all the demographic data of respondents including gender, marital status, age, 
education levels, programmers, year of study and race. It can be seen that out of 143 respondents, there were 
more female than male respondents. The results showed that 65% of the respondents were female and that the 
remaining 35% were male. 
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A total of 141 respondents (98.6%) were single, 1 respondent (0.7%) was married and 1 respondent (0.7%) 

was a widower. The majority of 120 respondents were aged between 21-25 years old (83.9%) and 23 
respondents (16.1%) were aged between 17-20 years old.  

Majority of the 75 respondents were in the O level education (52.4%), 2 respondents (1.4%) were A level, 
54 respondents (37.8%) were matriculation/certification and 12 respondents (8.4%) were diploma. In respect of 
program of the study, 72 respondents (50.3%) were International Business students and 70 respondents (49%) 
were Entrepreneurship Engineering students.  

As for the year of study, the higher number of respondents that responsed to this questionnaires were 49 
respondents (34.3%) in third-year, while both the first and second-year respondents were 47 (32.9%). A total of 
82 respondents (57.3%) were Malay, 35 respondents (24.5%) were Chinese, 24 respondents (16.8%) were 
Indian and 2 respondents (1.4%) were of ‘Others’ race.  

 
All the above replies are summarised in Table 2 as below:-  

 
Table 2: Demographics characteristic of respondents 
Variables  Categories  Frequency Percentage (%)  

Gender Male 
Female 

50 
93 

35.0% 
65.0% 

Marital Status Single  
Married 
Widower 

141 
1 
1 

98.6% 
0.7% 
0.7% 

Age (years old) 17-20 
21-25 
26 & above  

23 
120 
0 

16.1% 
83.9% 
0% 

Education A-Level 
O-Level 
Matriculation/certification 
Diploma 
Degree 

2 
75 
54 
12 
0 

1.4% 
52.4% 
37.8% 
8.4% 
0 

Programmes International Business 
Entrepreneurship Engineering 

72 
70 
 

50.3% 
49.0% 
 

Year of Study First Year 
Second Year 
Third Year 

47 
47 
49 

32.9% 
32.9% 
34.3% 

Race  Malay 
Chinese 
Indian   
Others  

82 
35 
24 
2 

57.3% 
24.5% 
16.8% 
1.4% 

 
Reliability Analysis: 

Table 3 shows the Cronbach Alpha and items of each dependent and independent variable. The Cronbach’s 
coefficients alpha values for all factors that ranged from 0.734 to 0.861 indicated good inter-item consistency 
for each factor. According to the rule of thumb of Cronbach’s Alpha coefficient, the reliability of data set is 
acceptable if Cronbach’s Alpha is above 0.7 (Zikmund, 2010; Rahizah, MorniHayati and Farah Waheeda 2011). 
Reliability of a measurement is established by testing for consistency and stability of data collected. Consistency 
of data shows the degree an item is independently measured of a concept. Reliability analysis was used to 
measure the goodness of the data. This is to ensure that all items used in each variable are free from error, thus 
providing consistent results. Cronbach’s alpha was the measurement. As suggested by Sekaran 2003; Jamilah 
and Imran 2012, the reliability of less than 0.60 are generally considered to be poor, those in the range of 0.70 to 
be acceptable and those over 0.80 to be good. Based on Hiton, 2004 the cut off prints for reliability, which 
include excellent reliability (0.90 and above), high reliability (0.70-0.90), moderate reliability (0.50-0.70) and 
low reliability (0.50 and below).      
 
Table 3: Result of Reliability Test 

Variable  No.  items Items Dropped Cronbach Alpha Indicator 
Decision to Job Application 9 - 0.861 High reliability 
Online Recruitment 9 - 0.734 High reliability 
Website Characteristics 9 - 0.848 High reliability 

 
Descriptive Analysis All Variables: 

Table 4 presents the mean and standard deviations for all the study variables. The mean for all variables 
ranged between 1.6760 to 1.9542. The mean and standard deviations for independent variables measures which 
are online recruitment (1.6760) and Website characteristics (1.9542) respectively, whereas for dependent 
variable, that is decision to job application, have a mean of 1.8648 and a standard deviation of 0.45453. 
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Table 4: Descriptive analysis 

 
Items Mean Std. Deviation 
Online Recruitment 1.6760 0.34851 
Website Characteristics 1.9542 0.43382 
Decision to Job Application 1.8648 0.45453 

 
Correlation Analysis: 

Correlation analysis was conducted to determine the degree and direction of the relationships between 
constructed that been used in this study. Table 5 shows the result of the study. As shown in the table below, the 
degree of relationships between independent variables and dependents variables all have strong positive 
correlations. Online recruitment and Website characteristics are related to the decision of job application. In 
terms of relationships, all variables are significant.  

 
Table 5: Results of Correlation Analysis 

 Online Recruitment Website Characteristics 
Decision to Job 
Application 

Online Recruitment Pearson Correlation 1 .477** .619** 
Sig. (1-tailed)  .000 .000 
N 143 143 143 

Website Characteristics Pearson Correlation .477** 1 .605** 
Sig. (1-tailed) .000  .000 
N 143 143 143 

Decision to Job Application Pearson Correlation .619** .605** 1 
Sig. (1-tailed) .000 .000  
N 143 143 143 

*. Correlation is significant at the 0.05 level (1-tailed)      
  **. Correlation is significant at the 0.01 level (1-tailed)  
 
Regression Analysis: 

Regression analysis was conducted to find out which human resource practices are significant towards a 
competitive advantage. Based on the regression analysis done in Table 6 below, showed that the factors 
influencing student’s decision to job application is being explained as much as 50.7% (R2) by online recruitment 
and website characteristics. This result was considered quite well since about half of percentage and that since 
the only two independent variables were used in this study. It means that, there were other factors that might 
contribute to the study, the remaining 49.3%. Based on the table below, two independent variables have 
significant impact towards student’s decision to job application which online recruitment and website 
characteristics (0.00%) respectively.  

 
Table 6: Result of Regression Analysis on Competitive Advantage 
Variable 

Unstandardized Coefficients 
Standardized 
Coefficients 

T Sig. B Std. Error Beta 
 
 

(Constant) .109 .149  .734 .464 
Online Recruitment .585 .088 .428 6.339 .000 
Website Characteristics .420 .071 .401 5.935 .000 

R square= 0.507 
Durbin-Watson= 2.008 
F= 71.998 
Sig. F= 0.000 
 
Discussion: 

The present study was conducted to examine the factors influencing graduate’s decision to job application 
in the perspectives of business school graduates. The factors involved in the study focused on online 
recruitments as well as website characteristics towards the independent variable, being job application. The 
study was made arising from the lack of effectiveness in recruitment and selection process in organizations and 
that the candidates that had applied for the job application were becoming lesser rather than before. 
Furthermore, the aim of the study was to investigate whether the online recruitment and website characteristics 
influence the graduate’s decision to apply the job application and the relationships of both independent and 
dependent variables. Specifically, the objective of current study was to determine the relationship between 
online recruitment towards the graduate’s decision to job application. The second objective was to determine the 
relationship between website characteristics towards the graduate’s decision to job application.  

Based on the analysis, the reliability test showed a good result for the Cronbach’s alpha, ranging between 
0.73 until 0.86, representing high reliability. In addition, in terms of regression analysis conducted, the factors 
influencing graduate’s decision to job application was being explained by as much as 50.7% by online 
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recruitment and website characteristics. This result was considered quite well, since exceeding about half of 
percentage and furthermore since the only two independent variables were used in this study. It means that, 
there was other factor(s) that might contribute to the study, by virtue of the remaining 49.3%. Summarily, the 
two independent variables had significant impact towards student’s decision to job application, online 
recruitment and website characteristics, respectively.  

The study also revealed that, the hypothesis 1 (H1) was supported or accepted. This was aligned with the 
study conducted by Othman, Norafida and Noor Awanis 2006 mentioning that, in recent years, organisational 
recruitment efforts have increasingly relied on computer technology.  Recruitment is a process in which an 
organisation seeks applicants for potential employment.  

Website characteristics are the main element in influencing the effectiveness of online recruitment. The 
next finding showed that the hypotheses 2 (H2) was also supported. The said finding also supported the study 
conducted by Othman, Norafida and Noor Awanis 2006, who mentioned that an attractive (or high quality) Web 
page is highly interactive, drawing the visitor in and maintaining his/her interest. Attractive pages generally 
provide a clear structure or outline of the site’s contents on the first visible screen. Additionally, providing tools 
for easy navigation of the site and of the individual Web pages will allow for direct access to the information 
that the viewer desires to see. Metz and Junion-Metz 1996; Othman, Norafida and Noor Awanis 2006 argued 
that the use of contrasting colours (i.e. dark and light) creates visual excitement that encourages the visitor to 
explore the site further. Additionally, Metz and Junion-Metz, 1996 pointed out those pictures might invite a 
visitor to look at a page when plain text would not. Summarily, the previous researchers had strongly proven 
website characteristic is positively and it is important for the organisation to attract the candidates to apply their 
job applications. Both hypotheses can be summarised in Table 7 below:- 

 
Table 7: Result of Hypothesis Testing 

No of hypothesis Statement of Hypothesis Results  
H1 There is a positive relationship between online recruitment to students toward decision to job 

application. 
Accepted 

 
H2 

 
There is positive relationship between website characteristics to students towards decisions to 
job application. 

 
Accepted 

 
Conclusion: 

In conclusion, recruitment and selection processes are very important steps in developing excellent 
manpower in organizations. This is because people are the greatest assets in any business fields. Successful 
organizations will be those that are able to attract and retain highly skilled employees. Recruitment refers to the 
process by which organizations locate and attract potential individuals to fill job vacancies. The ultimate 
objective is to find and hire the most suitable person(s) to fill the job vacancies. Employees’ recruitment 
decisions have a major impact on an organization’s future level of performance. Meanwhile, selection is the 
process of choosing the most suitable candidate from a group of applicants, for an available vacancy. Better 
recruitment and selection strategies will result in improved organisational outcomes. The more effectively 
organisations recruit and select candidates, the more likely they are to hire and retain satisfied employees. Many 
individuals and organizations use the technology and the internet in their daily working life.  

As discussed, the aim of the study is to investigate whether online recruitment and website characteristics 
influence the graduate’s decision to apply the job application and the relationships of both independent and 
dependent variables. Based on the analysis, the reliability test showed a good result, representing high 
reliability. In terms of regression analysis conducted, the factors influencing graduate’s decision to job 
application is being explained as much as 50.7% by online recruitment and website characteristics. The study 
also revealed that, both hypothesis 1 and 2 (H1 &H2) are accepted and positively related.  

Finally, the result of the study is important for the first-line managers to be aware at the changes in the 
current recruitment and selection strategies and provide valuable information in terms of recruitment and 
selection process needed by the organization to successfully perform. Again, the findings of this study will be 
useful to candidates, top management and Human Resource Manager to design and increase their skills and 
level in technology, in order to improve their recruitment and selection processes in the future.  
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