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Abstract:  
 

Purpose:  The study examines the Recruitment Process Experience of employees and how 

these feelings form perceptions of Procedural and Distributive Justice among employees. 

The initial encounter that an employee has as a candidate is the Recruitment experience 

based on which they develop perceptions either positive or negative about the organization.  

Design/Methodology/Approach:  The survey was conducted with employees of selected IT 

firms in Bangalore using a Descriptive research design. A number of 270 responses were 

collected to undertake the study. 

Findings: The study showed how the perceptions vary among respondents on demographic 

items such as Gender, Educational Qualification, and Designation showing the significant 

differences in demographics and their effect on the Recruitment Process Experience and 

Distributive and Procedural Justice of the respondents.  The relationship between the 

Recruitment Process Experience on Procedural and Distributive Justice is significant 

showing that verbal justification, recruiter interactions, processes followed and behavioural 

conduct of the recruiters during the Recruitment Process Experience influence employee 

perceptions.    

Practical Implications: The findings point to a strong influence of Recruitment Process 

Experience on the Procedural and Distributive Justice perceptions of the employees. These 

experiences can be subjective depending on the employee's individual experience with the 

Organization about how he or she is being recruited or is working. Nevertheless, the results 

point to a 56% influence of the Recruitment Process influencing the Procedural and 

Distributive Justice Perceptions of employees.   

Originality/Value: This perception further decides the Procedural and Distributive Justice 

that becomes the core of employer-employee engagement.   
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1. Introduction  

 

The Business Environment is dynamically evolving with numerous macro-economic 

forces forcing competing firms in the industry to find something competitively 

unique leading to stiff competition among rival firms. This competitiveness forces 

firms to search for good talent and acquire them to stay competitive in the industry.  

Firms deploy new recruitment and selection methods to attract quality talent (Ryan 

and Ployhart, 2014).  

 

In this tremendously changing recruitment and selection scenario, the role of 

applicants' reactions has gained significant interest since the mid-80s (Harris and 

Fink, 1987). Hence there is a growing interest and involvement among firms to 

make the Recruitment Process Experience a good engagement exercise and use it 

meaningfully to create positive and favourable perceptions among candidates and 

employees.   

 

2. Recruitment and Selection Process and Justice Perceptions 

 

The concept of Organization Justice is drawn from the background of Social 

Psychology that examines the understanding of fairness in Social interactions 

(Greenberg, 1990). Research on Organization Justice has identified four dimensions 

of Justice namely Distributive Justice, Procedural Justice, Interpersonal Justice, and 

Interactional Justice (Cohen–Charash and Spector, 2001, Colquitt et al., 2001).  

 

Analyzing the background of Justice literature, Justice or fairness in the Recruitment 

process is perceived in terms of results or outcomes through distributions as to who 

gets hired through the Recruitment and Selection process. It is also understood in 

terms of how recruitment policies and set procedures are applied during the 

recruitment process and followed consistently.  

 

Interpersonal Justice is interpreted in terms of how the candidate is treated, and 

whether the candidate is treated with respect and dignity. The fourth dimension of 

Organization justice viz Informational Justice is perceived as how the firm 

transparently shared information giving an impression to the candidate that the 

recruitment process was conducted well and adequate information was shared at 

every stage of the hiring process.  

 

The organization Justice framework has been applied to the Recruitment and 

Selection process to know the perceptions and responses of applicants during the 

process (Ryan and Ployhart, 2000). Studies have examined selection procedures and 

their outcomes and their effect on employee’s perceptions of fairness. (Bauer et.al 

2001; Horvath, Ryan and Stierwalt, 2000)  

 

These perceptions have led to outcomes related to organization attraction, intentions 

to job acceptance, recommendation intentions, and performances in employment 
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tests (Gilliland, 1994; Ployhart, Ryan, and Bennett, 1999). Studies have led to 

probabilistic expectations about the future to determine justice expectations based on 

individual beliefs. Behavioural choices are an outcome of future assumptions.  

 

This leads to a sense of anticipatory activity that will make individuals take action in 

the hope of securing rewards and positive outcomes and avoiding negative 

outcomes. (Festinger, 1954; Jones, Bentler, and Petry, 1966).  

 

The concept of justice is a concern for every new hire joining an organization. Every 

new candidate develops a positive or a negative attitude depending on how the firm 

treats them (Rynes, Heneman, and Schwab, 1980), and negative attitudes affect the 

candidates more than positive ones (Rynes, Bretz, and Gerhart, 1991).  

 

Many researchers have highlighted the impact of the justice environment on 

recruitment practices in the short run (Boswell, LePine, and Moynihan, 2003; Porter, 

Conlon, and Barber, 2005) and how such feelings influence the applicants to accept 

the job offer (Boswell et al., 2003; Rynes, 1991).  

 

It is therefore necessary to study the long-term perceptions of employees on the firm. 

The earlier effect the recruiting firm has on the candidate will affect them during the 

recruitment process. The feeling of positiveness or negativeness depends on how the 

employee perceives the organization during the recruitment process creating an 

expectation from the firm. Feelings of positiveness, in the long run, can influence the 

employee to establish a long-term commitment compared to a negative feeling 

during the process. (Colquitt, Conlon, Wesson, Porter, and Ng, 2001; Greenberg and 

Scott, 1996) 

 

Organizations are always on the lookout for good talent and good candidates are 

often flooded with job opportunities from more than one organization. The origins of 

the talent hunt can be traced back to the 1990s and 2000s when graduate and post-

graduate students were sorely demanded. The job market too became competitive 

during this period making it tougher to get good candidates. This gradually led to 

recruiting firms using unique tactics to hire candidates and have candidates fill in the 

vacant jobs. (Reisberg, 1998).  

 

Firms would give a job offer and request candidates to respond with their CV within 

a 12-hour window, others would add surprise bonuses to the job offer to lure 

candidates immediately. The recruiting firms' policies on recruitment and hiring 

tactics have a strong influence on the candidate's response to the firm and their 

decisions on job offers and choices.  

 

Numerous studies have examined the relationship between the recruitment process 

and organizational outcomes (Rynes et al., 1980). The recruitment experience allows 

a candidate to get a glimpse of the actual job and also know about the firm they 

would be working for once hired. (Behling, Labovitz, and Gainer, 1968).  
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The recruitment process experience has a strong influence in the sense, that negative 

influences are often seen as influencing the candidate (Rynes et al., 1991). The 

experience a candidate goes through during the recruitment process becomes a 

prominent factor in deciding their job choice (Boswell et al., 2003). Sometimes a 

negative experience or mistreatment of the candidate can hurt the candidate and 

make them take an offer from another firm  (Boswell et al., 2003).  

 

Gender stereotypes too influence recruitment decisions as recruiters have biased 

opinions about the abilities and roles men and women could play (Bobbitt-Zeher, 

Donna, 2011). In a study titled ‘Science faculty’s subtle Gender Biases Favor Male 

students’, the authors found strong evidence that both male and female faculty 

members preferred to recruit male candidates over female candidates (Moss-Racusin 

and Corinne, 2012).  

 

Male and female members view recruitment process differently and  perceive due to 

the stereotypes recruiters carry with them. Educational qualifications of candidates 

influence recruiters to perceive candidate’s potential and capabilities, thereby 

influencing hiring decisions (Bills and David, 2003).  

 

Kurtulus, Fidan Ana et al. (2011) found evidence that educational qualifications 

influence hiring. In a study on high performance work systems they found that black 

workers were impacted significantly and educational qualification possessed by 

candidates opened more employment opportunities. Educational qualifications also 

positively influenced recruitment choices and salary offerings showing a strong 

relationship between education and recruitment outcomes (Bingley, Paul, and Ian 

Walker, 1997).  

 

Job designations that candidates possess at the time of hiring are gendered and it can 

affect hiring decisions by influencing the perception of recruiters (Reskin and Roos, 

1990). Recruiters customize the selection criteria and methods to fit designations  

candidates possess at the time of hiring. Situational interviews are used to assess 

candidates appropriately (Maurer, Todd, and Howe, 1998). Previous job positions 

and roles significantly influence recruiters hiring decisions (Kulik and Roberson, 

2008).   

 

In a situation where the candidate is in a position to select the job or the recruiting 

firm, the applicant may weigh the decision of his or her choice based on the 

treatment meted out to them. If the candidate declines the offer, the firm loses a 

prospective talent. Injustice treatment in the form of Distributive, Procedural, and 

Interactional Justice often results in long-term outcomes viz Poor Job Satisfaction, 

Poor Perceived Organization Support, Poor Organization Commitment and high 

turnover (Masterson, Lewis, Goldman, and Taylor, 2000; Tepper, 2000; Masterson 

et al., 2000; Aryee, Budhwar, and Chen, 2002; Aryee et al., 2002; Masterson et al., 

2000; Tepper, 2000). 
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3. Recruitment and Selection Process 

 

Recruitment refers to the complete cycle that maps a candidate's movement from 

conception to execution. Recruitment as a function refers to the communication of 

an available vacancy to prospective candidates and enabling a proper selection 

environment for choosing the right candidate. The process begins when the position 

is created or the position is vacant till the time potential candidates have applied for 

the job.  

 

The success of the recruitment function is based on how many contacts are 

established and the increase in the pool of quality applicants. The recruitment 

sources could include internal sources from where candidates can be scouted such as 

Job postings, employee referrals, succession planning, and rehiring of retired or 

resigned employees and external sources could include identifying candidates 

through Advertisements, walk interviews, or approaching HR consulting firms or 

head hunters or finding suitable candidates through campus recruitments, E Job 

portals and so on.  

 

Recruitment is the process of finding, screening, shortlisting, and selecting 

candidates for jobs in an organization. It involves practices and activities for 

purposefully identifying and attracting the right candidates (Barber, 1998). The task 

is carried out by a team comprising recruiters, managers senior department heads in 

an organization.  

 

Many firms may involve a third-party manpower consulting firm for hiring 

candidates or use Internet portals and Artificial Intelligence tools to identify the right 

candidates. Many organizations have well-defined recruitment policies and 

procedures that hire candidates who are culture fit and contribute to the organization 

at large. These procedures have to be legally adhering and ensure the right match of 

candidates to the vacant jobs for achieving the short-term and long-term interests of 

both (Costello, 2006).  

 

The Recruitment teams also strive to match the aspirations and interests of 

candidates to match the right positions vacant in the organization (Montgomery, 

1996), for this purpose, firms develop high-quality selection systems to attract the 

best candidates for the job (Jovanovic, 2004).  

 

Now with technology finding candidates from far and wide and organizations able to 

increase their catchment pools, it is imperative to input technology into the 

traditional recruitment system which can increase the quantity and quality of the 

recruitment decision process. 

 

Firms often are under pressure to complete the recruitment process as vacant jobs 

affect planned working schedules' productivity. New Recruits can experience the 

impact of the recruiting work environment based on their experience which can 
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affect their attitudes towards the management and the organization (Rynes, 

Heneman, and Schwab, 1980).   

 

The negative experiences will leave a stronger impact compared to positive 

influences (Rynes, Bretz, and Gerhart, 1991). The recruitment experience of the 

hires can have a long-term impact on their attitudes and can affect their interactions 

with the management and organization.  

 

The selection process includes a series of processes by which selectors gather 

information about candidates as they pass through several rounds of the selection 

process that include screening tests, selection interviews, medical examination, 

background verification, and reference checks of the candidates.  

 

The selection process is a tedious exercise as selectors need to identify the right 

candidate who matches the job, organization, and management requirements. The 

selection rounds move from a simpler process to a complex process and at every 

phase, the selectors need to be looking for information with which they can decide 

the right candidate. This filtering process must effectively ensure that only the fine 

candidates move up to the final rounds. 

 

The Recruitment process needs to ensure the three activities are properly planned 

and executed. 

 

3.1 Recruitment Planning Schedule 

 

The Recruitment Planning Schedule is a process where the firm plans for the 

recruitment process much in advance, making a detailed study of the Job Analysis 

and identifying potential sources and previous sources that have yielded results in 

terms of good quality candidates. The proper schedule of the time required for 

completing the process, budget, and manpower requirement has to be decided.  

 

3.2 Sourcing Strategy 

 

The Sourcing strategy would entail the implementation of the recruitment planning 

schedule, and identifying the sources - both Internal and External from where 

candidates can be sourced. The sourcing depends on the post vacant, and candidates 

can be hired from various internal and external sources. 

 

3.3 Transparency of Recruitment and Selection 

 

The transparency in the Recruitment and Selection process is based on the criteria 

set by the organization that the recruiter has to follow leading to the selection of the 

right candidate. The right candidate is chosen when Human Resource Development 

firms or Outsourced Recruitment firms take up end-to-end recruitment task that goes 

into securing the correct requirements from the Job Analysis, sourcing candidates 
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from different channels, filtering and shortlisting resumes, conducting the entire 

interview, preparing and sending offer letters, signing of the employee contract and 

follow up in the process. The process will have to integrate the different departments 

in the organization to operate seamlessly. 

 

The Recruitment process follows the following steps: 

 

Preparation and Planning: The Preparation and Planning for the recruitment starts 

with the preparation of the Job Analysis for the position in question. If the Job 

Analysis is prepared earlier, securing a copy of the same and examining the analysis 

thoroughly by the recruiter will ensure the recruitment process starts on the right 

note.  

 

The Job Analysis documents the Job Description - which gives the description of the 

duties, tasks, roles, and behavioral requirements that need to be exhibited by the 

incumbent. The Job Specification will list the educational qualifications, 

Knowledge, experience, skill, attitude, personality qualities, and characteristics 

needed in the candidate.  

 

Candidate Sourcing: Sourcing the candidates can be done from two ends – Internal 

source and External source. Candidates can be shortlisted from the following 

Internal Sources. Internal sourcing of candidates refers to the practice of identifying 

and recruiting candidates from within an organization to fill job vacancies or 

opportunities for advancement. 

 

• Employee Referrals: Encouraging current employees to refer qualified 

candidates from their professional networks or acquaintances. 

• Internal Job Postings: Posting job vacancies or opportunities for 

advancement within the organization's intranet, newsletters, or bulletin 

boards, allowing current employees to apply for open positions. 

• Talent Management Systems: Utilizing software platforms or systems 

designed to track and manage employee skills, competencies, and career 

aspirations, making it easier to identify internal candidates for suitable roles. 

• Succession Planning: Proactively identifying and grooming high-potential 

employees within the organization for future leadership roles through 

mentorship, training, and development programs. 

• Performance Management Systems: Leveraging performance evaluation 

data to identify top performers or employees with high potential for 

advancement. 

• Networking Events: Organizing internal events such as workshops, 

seminars, or social gatherings where employees from different departments 

or levels of the organization can network and explore potential career 

opportunities. 
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• Internal Talent Pools: Creating and maintaining a database or talent pool of 

internal candidates who have expressed interest in future career 

opportunities within the organization. 

 

Candidates can be shortlisted from the following External Sources: External 

sourcing of candidates involves attracting and recruiting individuals from outside the 

organization to fill job vacancies or positions. 

 

• Job Boards: Posting job advertisements on online job boards such as 

Indeed, LinkedIn, Glassdoor, Monster, and CareerBuilder to reach a wide 

audience of potential candidates. 

• Social Media: Utilizing social media platforms like LinkedIn, Twitter, 

Facebook, and Instagram to promote job openings, engage with passive 

candidates, and build a strong employer brand. 

• Recruitment Agencies: Partnering with recruitment agencies or staffing 

firms to access their network of candidates, particularly for specialized or 

hard-to-fill positions. 

• Networking Events: Attending industry-specific networking events, job 

fairs, career expos, and conferences to connect with potential candidates and 

establish relationships with passive job seekers. 

• Direct Sourcing: Proactively reaching out to potential candidates through 

personalized messages on professional networking platforms like LinkedIn, 

targeting individuals with relevant skills and experience. 

• University and College Partnerships: Establishing relationships with 

educational institutions to recruit recent graduates or interns, participating in 

career fairs, and offering campus recruitment programs. 

• Professional Associations: Engaging with industry-specific professional 

associations and organizations to access their membership base and connect 

with qualified candidates. 

• Company Website: Maintaining an up-to-date careers page on the company 

website with information about job openings, application instructions, and 

details about the organization's culture and values. 

• Passive Candidate Engagement: Identifying and reaching out to passive 

candidates who are not actively looking for new opportunities but may be 

open to exploring career opportunities if presented with the right 

opportunity. 

 

Screening: The screening of candidates can either be done manually or using a 

resume parsing tool such as Applicant Tracking Software (ATS) for automated 

screening. The software can search profiles using the right phrases and keywords. 

The ATS can also help augment the resume and provide critical insights into 

applicant personalities. 
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Selecting: Selecting the appropriate methods to hire candidates involves considering 

factors such as the organization's needs, the nature of the position, the available 

resources, and the desired outcomes. Here are some common methods for hiring 

candidates: 

 

• Tests: Tests can be conducted to check the aptitude, job knowledge, 

achievement, and personality of the candidate 

• Interviews: Conducting structured interviews to assess candidates' skills, 

qualifications, experience, and cultural fit. 

• Assessment Tests: Administer aptitude tests, technical assessments, or 

personality assessments to evaluate candidates' suitability for the role. 

• Reference Checks: Contacting the references provided by candidates to 

verify their work history, skills, and qualifications. 

• Background Checks: Conducting background checks to verify candidates' 

education, employment history, criminal record, and other relevant 

information. 

• Panel Interviews: Involving multiple interviewers, such as hiring managers, 

team members, and HR representatives, to assess candidates from different 

perspectives. 

• Trial Periods or Projects: Offering candidates a trial period or project-

based assignment to evaluate their performance and fit for the role before 

making a final hiring decision. 

• Virtual Interviews: Conducting interviews remotely via video conferencing 

tools to accommodate candidates who are not able to attend in-person 

interviews. 

• Job Auditions: Organizing job auditions or simulations where candidates 

demonstrate their skills and abilities in real-world scenarios relevant to the 

position. 

• Assessment Centers: Hosting assessment centers where candidates 

participate in various exercises, group activities, and simulations to assess 

their competencies and potential. 

 

The Job offer has to be communicated either through a formal letter or an email 

listing the duties, tasks, roles, work schedules, responsibilities, start date of the job 

and details of compensation and incentive structures.  

 

Onboarding and Induction: A proper onboarding orientation is required to guide 

and provide clarity to the candidate on what to expect and help in seamlessly 

enabling the candidate to get accustomed to the organization, its culture, job 

requirements, routines, and co-workers. This exercise when properly done ensures 

that the candidate is made to feel comfortable and less nervous and anxious. This 

reduces the early turnover of employees at work.  
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A well-planned induction process sets the stage for a positive employee experience 

and contributes to long-term retention and productivity. Here are the key 

components of an effective employee induction program: 

 

• Welcome and Orientation: Provide a warm welcome to new employees on 

their first day, introducing them to their colleagues, supervisors, and key 

stakeholders. Conduct an orientation session to familiarize them with the 

workplace, facilities, and administrative procedures. 

• Company Culture and Values: Communicate the organization's mission, 

vision, values, and culture to help new employees understand the company's 

goals and expectations. Share stories and examples that illustrate the 

company's culture in action. 

• Job Training and Role Clarity: Provide comprehensive training to equip 

new employees with the knowledge, skills, and tools necessary to perform 

their jobs effectively. Clarify their roles, responsibilities, and performance 

expectations, setting clear goals and objectives. 

• Policies and Procedures: Educate new employees about the company's 

policies, procedures, and compliance requirements, including those related 

to health and safety, diversity and inclusion, data security, and code of 

conduct. Provide written materials and resources for reference. 

• Introduction to Tools and Systems: Familiarize new employees with the 

tools, systems, software, and technology platforms used within the 

organization, providing hands-on training and support as needed. 

• Mentorship and Buddy System: Assign a mentor or buddy to new 

employees who can offer guidance, support, and practical advice as they 

navigate their roles and acclimate to the organization. 

• Feedback and Check-ins: Schedule regular check-ins with new employees 

to gather feedback, address any concerns or questions they may have, and 

provide ongoing support and guidance. Use these opportunities to assess 

their progress and development needs. 

• Integration Activities: Organize team-building activities, social events, and 

networking opportunities to facilitate connections and relationships among 

new employees and their colleagues. 

• Career Development: Discuss opportunities for career growth and 

advancement within the organization, highlighting the resources and support 

available for professional development. 

 

4. Research Methodology 

 

4.1 Statement of the Problem 

 

The purpose of the study is to examine the recruitment process experience of the 

candidates on perceptions of Distributive and Procedural justice.  This research aims 

to understand how justice perceptions are formed during the recruitment and 
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selection process and how employees comprehend these feelings and emotions to 

form overall fairness or justice. The findings of the study will enable organizations 

to engage employees meaningfully in line or tune with justice perceptions formed by 

them ensuring that employee engagement is meaningful and contributing towards 

the organization.  

 

Research Objectives: 

• To understand the demographic role of Gender, Educational Qualification, 

and Designation in the Recruitment Process Experience.  

• To examine the influence of the Recruitment Process Experience and 

Procedural and Distributive Justice Perceptions.  

 

Type of Study and Sources of Data:  

A descriptive research design was employed for this research, Primary Data was 

collected using a structured questionnaire to cover information on the Procedural, 

Distributive, and Recruitment process experience of candidates. A systematic review 

of the literature was compiled from research articles sourced from listed databases of 

research repositories. 

 

Sampling Plan and Method: 

Data was collected using a structured questionnaire. The sample consisted of 270 IT 

working employees from various IT companies. IT employees were specifically 

selected to look into the perception of the Recruitment Process Experience.  All the 

respondents were professionally qualified i.e. engineers, MBA, MCA, and Computer 

Science graduates. A convenient Sampling technique was used when the subjects 

were selected because of their suitable accessibility and proximity. The data was 

analyzed using SPSS statistical package and Frequency analysis, Chi-square, 

Regression, Correlation, and One way ANOVA tests were completed to determine 

the findings. 

  

Hypotheses:                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                  

Ha1: There is a significant relationship between the Recruitment Process Experience 

of employee and their Perceptions of Procedural Justice and Distributive Justice 

Ha2: Recruitment Process Experience of employees is affected significantly by 

employees’ Perceptions of Procedural and Distributive Justice 

 

Scope of the Study: 

The research covers respondents working in selected IT Organizations to capture 

their recruitment and selection experiences to ascertain perceptions they form about 

Distributive and Procedural Justice. The study evaluates the role of Gender, Age, 

Educational Qualifications, and Designation of the candidate as part of this study to 

see the demographic influences on the variables of the study. The study would be 

useful for organizations to understand the perceptual experiences of employees and 

thereby amend policies and procedures keeping the justice implication in mind.  
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The findings could enable firms to orient and train recruiters and selectors and guide 

them accordingly in their job roles.  

 

4.2 Data Analysis 

 

Frequency Analysis of Respondents of the Study: 

28.5% of the respondents were in the age category between 18-25, followed by 

22.2% between 33-40. In terms of the Gender break, 50.7% of the respondents were 

Females and 49.3% were Males. Educational Qualification Graduates comprised 

35.9%, Post Graduates were 32.6% and Doctorate qualified respondents were 

31.5%.  

 

Designation-wise 28.9% of the respondents were working at the Junior level and 

21.9% were working at the managerial level. The respondents had an overall work 

experience of 34.1% with respondents in 16-20 years, followed by 23.3% in 11-15 

years, and respondents with less than 5 years of experience comprised 24.4% 

 

Table 1. Table showing association between Gender and Recruitment Process  

                Experience. 
 Value df Asymp. Sig. (2-sided) 

Pearson Chi-Square 124.625a 114 .234 

Likelihood Ratio 166.229 114 .001 

Linear-by-Linear Association 1.054 1 .305 

N of Valid Cases 270   

Source: Own study. 

 

Table 1 represents the association between Gender and Recruitment Process 

Experience (RPE) at  0.234  which is significant. Recruitment Process Experience is 

associated with the Gender of the candidate. Male and female candidates have 

different sets of expectations during Recruitment in which they have their own 

defined experiences which are accepted by them. Gender stereotypes and biased 

perceptions that recruiters have also influences decisions.   

 

Table 2. Table showing association between Educational Qualification and 

Recruitment Process Experience. 
 Value df Asymp. Sig. (2-sided) 

Pearson Chi-Square 279.156a 228 .012 

Likelihood Ratio 334.729 228 .000 

Linear-by-Linear Association 19.951 1 .000 

N of Valid Cases 270   

Source: Own study. 
 

Table 2 represents the association between Educational Qualification and 

Recruitment process experience at 0.012 which shows that the qualification of the 

candidate also changes the perception of the recruitment process followed by the 
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organization and based on their qualification they perceive the process of 

recruitment. Educational qualification plays an important role in the perception of 

the recruitment process experience which is why the candidates focus on their work 

more than other things. Educational qualifications allow recruiters to have a good 

understanding of the potential of candidates. It opens up employment opportunities 

and allows recruiters to take favourable decisions. 

 

Table 3. Table showing difference between Designation and Recruitment Process 

Experience. 
 

Source: Own study. 
 

Table 3 shows the designation of the candidate with a significant difference in the 

recruitment process experience (0.220). This shows how  designations of candidates 

affects the perception of the recruitment process followed by the organization, it is 

either positively or negatively related to the same with the candidates and also 

influences the performance of the candidate after joining the organization. Job titles 

and designations that candidates possess significantly influences the recruitment 

decision.  

 

Table 4. Table showing relation between Recruitment Process Experience and 

Distributive Justice, Procedural Justice. 
Model R R Square Adjusted R Square 

1 .751a .564 .561 

Note: a. Predictors: (Constant), DJ, PJ, b. Dependent Variable: RPE 

Source: Own study. 

 

In Table 4 the correlation and R Square values are 0.751 and 0.564 respectively 

showing that Recruitment Process Experience influences the Distributive Justice and 

Procedural Justice. This also interprets that the Recruitment Process Experience of 

the candidates has a significant effect on the perception of procedures and 

distributive results perceived by the candidate.  

 

Table 5. ANOVA analysis 
Model Sum of Squares df Mean Square F Sig. 

1 

Regression 102.793 2 51.396 172.594 .000b 

Residual 79.509 267 .298   

Total 182.302 269    

Note: a. Dependent Variable: RPE, b. Predictors: (Constant), DJ, PJ. 

Source: Own study. 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

Between Groups 252.371 114 2.214 1.143 .220 

Within Groups 300.329 155 1.938   

Total 552.700 269    
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The ANOVA value in Table 5 shows that the significance p value is 0.000, which 

means the dependent variable (RPE) is predicted by the DJ and PJ at 95%. The 

independent variable influences the RPE which is followed in the organisation. 

There is a significant difference in the DJ and PJ of the employees and the RPE 

followed by the organization. 

 

Table 6. Regression analysis, coefficients 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

 

(Constant) .748 .157  4.775 .000 

PJ .368 .055 .327 6.707 .000 

DJ .425 .040 .517 10.608 .000 

Note: Dependent Variable is: RPE 

Source: Own study. 

 

The dependent variable in Table 6 is RPE and the independent variable is DJ and PJ. 

The significance p value is 0.000. The equation is: y = a + bx. RPE = 0.784 + 0.368 

(PJ), RPE = 0.784 + 0.425(DJ). This infers that as the value of the independent value 

(DJ and PJ) increases, so does the value of a dependent variable (RPE) also increase. 

It tells us about the change in the value of RPE corresponding to DJ and PJ. Thus DJ 

and PJ are interlinked with the RPE and change according to it. 

 

5. Findings and Discussion  

 

The findings of the research point to a significant influence of Recruitment Process 

Experience on the Procedural and Distributive Justice perceptions of the employees. 

These experiences can be subjective depending on the employee's individual 

experience with the Organization about how he or she is being recruited or is 

working. Nevertheless, the results point to a 56% influence of the Recruitment 

Process influencing the Procedural and Distributive Justice Perceptions of the 

employees.  

 

The results of the coefficient table show a significance p value is 0.000, which 

means the dependent variable (RPE) is predicted by the DJ and PJ at 95%. The 

independent variable influences the RPE which is followed in the organisation.  

 

There is a significant difference in the DJ and PJ of the employees and the RPE 

followed by the organization. The dependent variable is RPE and the independent 

variable is DJ and PJ. The significance p value is 0.000. Equation y = a + bx. RPE = 

0.784 + 0.368 (PJ), RPE = 0.784 + 0.425(DJ).  

 

This infers that as the value of the independent value (DJ and PJ) increases, so does 

the value of a dependent variable (RPE) also increase. It tells us about the change in 
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the value of RPE corresponding to DJ and PJ. Thus DJ and PJ are interlinked with 

the RPE and change according to it. Organizational justice theories say that 

candidates' justice perceptions influence the pre- and post-hire organizational 

behaviors of the candidates.  

 

The study aimed to examine the perception of the candidates during the recruitment 

process by aiming to ensure positive perceptions of Procedural Justice and 

Distributive Justice. These findings also touch on a large number of calls for 

researchers suggesting the importance of examining the candidate's perceptions or 

their perceptions on the recruitment process followed by the organization.  

 

The findings also showed that the process of recruitment followed in an organization 

also affects the candidates and their perception which is related to Procedural Justice 

and Distributive Justice. The same experience will lead to the Distributive Justice 

and Procedural Justice that they would have been expecting or experienced during 

the process.  

 

But in this case, a candidate who is experienced and is not new in the work will have 

different expectations and will have a certain idea about how the Recruitment 

Process should be carried out and when this expectation is not fulfilled or it has 

crossed the expectations, it leads to a perception where their Procedural and 

Distributive Justice is justified. 

 

The study also showed if the Recruitment Process Experience is affecting Procedural 

Justice and Distributive Justice. The effect of the Recruitment Process followed in 

an organisation has its defined way of processing the Recruitment which then clearly 

reflects if the Procedural and Distributive Justice was obtained by the candidates 

through the process. 

 

The correlation between the Recruitment Process Experience and Procedural and 

Distributive Justice is significant. Factors such as verbal justification, recruiter 

interactions, adherence to processes, and the conduct of recruiters during the 

recruitment process significantly influence employee perceptions of Distributive and 

Procedural Justice.  

 

Subsequently, these perceptions affect the candidate's performance upon joining the 

organization as an employee. Justice considerations resonate throughout employees' 

professional lives, particularly during moments of uncertainty. Employees 

contemplate justice-related events and entities in their relationship with their 

employer, shaping their commitment and identity within the organization.  

 

These thoughts and emotions significantly impact various behaviors, including 

cooperation, engagement, and spontaneous actions, both positive and negative. 

Effective management of justice issues thus becomes paramount for supervisors and 

the organization as a whole.  
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Achieving this requires a systemic and cultural commitment, alongside addressing 

technological changes that introduce new justice concerns and alter the dynamics of 

justice information dissemination. 
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