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Abstract

The recruitment process, which has always been one of the most important steps in the attainment
of organizational objectives, has been discussed in this paper. A qualitative research approach has
been adopted for this purpose. This study employed a qualitative research approach, reviewing
existing literature to examine how recruitment processes contribute to organizational goal
attainment. This approach was chosen to explore, synthesize, and analyze existing theoretical and
empirical evidence on recruitment practices and their influence on organizational performance,
rather than generating primary data through surveys or experiments. Data were drawn from
secondary sources, including peer-reviewed journal articles, scholarly textbooks, conference
proceedings, government publications, policy documents, and reports from professional human
resource management bodies. The thematic content analysis was utilized to analyze the major
themes: recruitment processes, organizational goal attainment, strategic human resource
management, and the relationship between recruitment and organizational performance.
Recruitment policies, recruitment process evaluation, technology-based recruitment process,
human resource capacity building were recommended.

Keywords: Recruitment Process, Organizational Goal Attainment, Human Resource
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INTRODUCTION

Organizational success and sustainability depend on the quality of human resources. Recruitment,
therefore, is a strategic function within human resource management. It is a systematic process of
identifying, attracting, screening, and selecting qualified individuals whose skills align with strategic
objectives. In competitive business environments, organizations require skilled, innovative, and committed
employees to achieve operational efficiency, improve productivity, and maintain a competitive advantage.
Consequently, recruitment is a strategic instrument for organizational growth and long-term goal
attainment, beyond merely filling vacancies (Armstrong, 2023).

Organizational goal attainment refers to how successfully an organization achieves its predetermined
objectives, including improved productivity, profitability, service quality, innovation, customer
satisfaction, and sustainable development. Organizations achieve these goals with a workforce that
possesses the necessary knowledge, skills, abilities, and attitudes to execute strategies effectively. Human
capital represents a valuable organizational asset, as employees influence decision-making, operational
performance, and organizational adaptability. Consequently, the effectiveness of recruitment processes
significantly determines the quality of human capital available to an organization (Dessler, 2024).

A well-designed recruitment process enables organizations to attract competent candidates through
transparent, fair, and merit-based selection procedures. These practices improve employee-job fit, decrease
turnover intentions, enhance motivation, and increase organizational commitment, thus contributing
positively to organizational performance. Conversely, ineffective recruitment, often marked by favoritism,
nepotism, corruption, inadequate competency assessment, or political interference, frequently leads to the
appointment of unqualified personnel, diminished employee morale, substandard service delivery, and a
failure to meet organizational objectives (Bratton, 2023).

Given human capital's strategic importance for organizational success, scholarly interest has grown
regarding how recruitment processes influence organizational goal attainment. Investigation of this
relationship offers critical insights for managers, policymakers, and human resource practitioners who aim
to enhance workforce quality, improve organizational performance, and ensure sustainable institutional
development through effective recruitment strategies.

Research Questions

i.  How do recruitment processes influence the attainment of organizational goals?
i1.  What factors affect the effectiveness of recruitment processes in organizations?
iii.  What strategies can organizations adopt to improve recruitment processes for enhanced
organizational goal attainment?

Significance of the Study

This study offers empirical and practical insights into how recruitment processes help achieve
organizational goals. Its findings will show organizational leaders and managers how transparent,
merit-based, and competency-focused recruitment practices enhance employee performance, productivity,
and overall organizational effectiveness. Human resource practitioners will gain a clearer understanding of
strategies to attract and select qualified personnel whose competencies align with organizational
objectives. The study will also assist policymakers in creating and refining recruitment policies that
promote fairness, accountability, and equal employment opportunities within organizations. Additionally,
the findings will add to the body of knowledge on human resource management by presenting evidence on
the connection between recruitment practices and organizational performance. It will also be a valuable
reference for researchers, scholars, and students conducting future research on recruitment, talent
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acquisition, organizational performance, and strategic human resource management.
CONCEPTUAL REVIEW
Recruitment Process

The recruitment process is a systematic sequence of activities through which an organization identifies,
attracts, assesses, and appoints qualified individuals to fill vacant positions. This function is critical to
human resource management, as it determines workforce quality, which directly influences organizational
performance and the achievement of strategic objectives. Modern recruitment aims to attract candidates
whose qualifications and values align with the organization's mission, culture, and long-term goals,
moving beyond simply filling vacancies. An effective recruitment process enables organizations to acquire
competent personnel who enhance productivity, innovation, and service delivery while simultaneously
reducing employee turnover and recruitment costs (Armstrong, 2023).

The process typically begins with workforce planning, where an organization identifies staffing needs
based on its strategic objectives. This leads to job analysis, which provides detailed information about the
duties, responsibilities, and required qualifications for a specific position. Subsequent steps include
developing job descriptions and person specifications, advertising vacancies through appropriate channels,
receiving applications, screening candidates, conducting interviews and assessments, verifying credentials,
selecting the most suitable applicant, and managing the appointment and onboarding processes. Each stage
is designed to ensure fairness, transparency, and merit-based selection, thereby minimizing bias and
recruitment errors (Dessler, 2024).

Technological advancements have transformed recruitment processes in contemporary organizations.
Digital recruitment platforms, online job portals, social media, Al-assisted screening, applicant tracking
systems (ATS), and virtual interviews have increased the speed, efficiency, and reach of talent acquisition.
These technologies allow organizations to access a broader pool of qualified candidates, improve the
candidate experience, and make evidence-based hiring decisions. However, organizations must ensure that
technology-driven recruitment complies with legal requirements, ethical standards, and equal employment
opportunity principles to prevent discrimination and protect applicants' rights (CIPD, 2024)

An effective recruitment process requires transparency, objectivity, consistency, and alignment with
organizational strategy. Decisions based on competence and merit improve employee-job fit, strengthen
organizational commitment, enhance workforce diversity, and help achieve organizational goals.
Conversely, recruitment processes influenced by nepotism, favoritism, corruption, or political interference
often result in poor hiring decisions, reduced employee morale, low productivity, and diminished
organizational effectiveness (Bratton & Gold, 2023). Thus, organizations must continually evaluate and
refine their recruitment processes to attract and retain talented individuals capable of sustaining
organizational growth and competitive advantage.

Organizational Goal Attainment

Organizational goal attainment means an organization successfully meets its predetermined objectives
using its resources effectively and efficiently. These objectives measure success and guide planning,
decision-making, and performance evaluation. Goals differ by organization but often include increasing
productivity, profitability, market share, innovation, customer satisfaction, service quality, employee
development, and long-term sustainability. Achieving these goals shows an organization's overall
effectiveness and its ability to adapt to changing internal and external environments (Robbins , 2023).

Goal attainment is linked to organizational effectiveness because it shows how an organization converts
inputs into desired outputs and outcomes. Strategic management scholars note that organizations set
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short-term and long-term goals to give purpose and align employee efforts with the organization's mission
and vision. Achieving these goals requires effective planning, efficient resource allocation, sound
leadership, motivated employees, and continuous performance monitoring. Human resources are vital
because employees have the knowledge, skills, and competencies to implement strategies and drive
performance (Armstrong, 2023).

Internal and external factors influence organizational goal attainment. Internally, leadership quality,
organizational culture, employee competence, motivation, communication, financial resources, and
operational efficiency determine whether objectives are met. Externally, economic conditions,
technological changes, government policies, market competition, legal regulations, and shifting customer
expectations can either help or impede performance. Organizations must therefore constantly evaluate
these factors and adopt suitable strategies to remain competitive and achieve sustainable growth (Dessler,
2024)

Strategic Human Resource Management

Strategic Human Resource Management (SHRM) integrates human resource policies and practices with an
organization's overall strategic objectives to improve performance and achieve a lasting competitive
advantage. Unlike traditional human resource management, which handles administrative tasks such as
recruitment, payroll, and employee welfare, SHRM aligns human capital management with the
organization's mission, vision, and long-term goals. It views employees as crucial strategic assets; their
knowledge, skills, competencies, and commitment directly affect organizational success. Consequently,
SHRM ensures all HR activities recruitment, selection, training, performance management, compensation,
and succession planning directly support organizational objectives (Armstrong, 2023).

SHRM operates on the premise that an organization's ability to achieve its goals depends on its capacity to
attract, develop, motivate, and retain a competent workforce. Strategic recruitment is central to SHRM. It
dictates the caliber of employees who implement strategies and improve performance. Rather than simply
filling vacancies, strategic organizations seek individuals whose competencies, values, and aspirations
align with their strategic direction and culture. This alignment increases employee commitment, promotes
organizational adaptability, and boosts long-term productivity and innovation (Dessler, 2024).

Strategic Human Resource Management includes several interrelated functions that contribute to
organizational effectiveness. These include workforce planning, talent acquisition, employee training and
development, performance appraisal, succession planning, reward management, employee engagement,
and leadership development. Workforce planning allows organizations to anticipate future human resource
requirements, while strategic recruitment ensures competent individuals are available to meet them.
Continuous training and development improve employee knowledge and skills, allowing them to respond
effectively to technological changes and shifting organizational demands. Likewise, performance
management systems monitor employee contributions and align individual performance with
organizational goals (Bratton, 2023).

Recruitment and Organizational Performance

Recruitment and organizational performance are closely interconnected because the quality of employees
recruited significantly influences an organization's ability to achieve its strategic objectives. Organizational
performance refers to the extent to which an organization effectively and efficiently accomplishes its goals
through optimal utilization of available resources. It is commonly measured using indicators such as
productivity, profitability, service quality, customer satisfaction, innovation, employee commitment, and
operational efficiency. Since employees are responsible for implementing organizational strategies and
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delivering organizational outputs, the recruitment process serves as a critical determinant of overall
performance (Armstrong, 2023).

An effective recruitment process enables organizations to attract and select candidates with the requisite
knowledge, skills, competencies, and values needed to perform assigned responsibilities efficiently.
Merit-based recruitment enhances employee-job fit, leading to improved productivity, higher job
satisfaction, increased motivation, and stronger organizational commitment. Employees who are
appropriately recruited are more likely to adapt to organizational culture, collaborate effectively with
colleagues, and contribute innovative ideas that improve organizational competitiveness. Consequently,
organizations that implement transparent and competency-based recruitment practices are better positioned
to achieve superior organizational performance and sustain long-term growth (Dessler, 2024).

THEORETICAL FRAMEWORK
Attraction Selection Attrition Theory

The study is anchored on the Attraction Selection Attrition (ASA) Theory, propounded by Benjamin
Schneider in 1987. Schneider introduced the framework in his seminal work, The People Make the Place,
published in Personnel Psychology, where he argued that organisations are shaped substantially by the
characteristics of the people who constitute them. The theory proposes that organisational membership
develops through three interrelated processes: attraction, selection and attrition. Schneider’s framework
specifically identifies recruitment as an important organisational process because the people attracted to
and selected by an organisation eventually influence its culture, behaviour, structures and performance.

The major argument of the ASA Theory is that people are attracted to organisations that they perceive as
compatible with their personal characteristics, values, interests and career expectations. Organisations
subsequently select individuals whom they consider suitable for their jobs and organisational environment.
Over time, employees who do not fit the organisation may leave voluntarily or involuntarily, resulting in
attrition. Consequently, the organisation gradually develops a workforce with relatively shared
characteristics. Schneider therefore maintained that “the people make the place,” meaning that
organisational outcomes cannot be completely separated from the characteristics of the employees
recruited and retained by the organisation.

The theory was subsequently connected closely with the concept of person organisation fit. Kristof (1996)
explained person—organisation fit as the compatibility between individuals and organisations, which may
arise when individuals and organisations share important characteristics or when each provides what the
other requires. This perspective is particularly relevant to recruitment because effective recruitment should
not only identify candidates who possess the technical qualifications for a position but also individuals
whose values, competencies and behavioural characteristics are compatible with organisational
requirements.

The ASA Theory provides a useful explanation of the relationship between recruitment processes and
organisational goal attainment. Recruitment represents the first major stage through which an organisation
determines the quality and characteristics of its prospective workforce. Where recruitment is based on
clearly defined job requirements, transparent procedures, merit, relevant qualifications, competencies and
organisational values, the organisation is more likely to attract candidates whose capabilities correspond
with its objectives. Conversely, recruitment processes characterised by poor job analysis, inadequate
assessment, favouritism, weak screening or selection based on irrelevant considerations may result in the
appointment of individuals whose competencies do not correspond with organisational requirements.

The theory is therefore appropriate for this study because it provides a logical explanation of how the
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recruitment process can influence organisational goal attainment. Recruitment determines who enters the
organisation; selection determines who is employed; and the subsequent fit or lack of fit between
employees and the organisation affects retention, behaviour and contribution to organisational objectives.
In the context of Nigerian public institutions, the framework can be used to examine whether recruitment
procedures based on merit, competence, transparency and organisational requirements produce employees
whose capabilities and values support institutional goals. The theory consequently establishes a clear
theoretical link between effective recruitment, appropriate employee—organisation fit, employee
contribution and organisational goal attainment.

METHODOLOGY

This study employed a qualitative research approach, reviewing existing literature to examine how
recruitment processes contribute to organizational goal attainment. This approach was chosen to explore,
synthesize, and analyze existing theoretical and empirical evidence on recruitment practices and their
influence on organizational performance, rather than generating primary data through surveys or
experiments. Data were drawn from secondary sources, including peer-reviewed journal articles, scholarly
textbooks, conference proceedings, government publications, policy documents, and reports from
professional human resource management bodies. The collected literature underwent thematic content
analysis, which organized information into major themes: recruitment processes, organizational goal
attainment, strategic human resource management, and the relationship between recruitment and
organizational performance. This analytical technique identified recurring patterns, similarities,
differences, and emerging perspectives across the reviewed studies. The findings were then synthesized to
offer a coherent understanding of how effective recruitment processes contribute to organizational
effectiveness and strategic objectives.

DATA ANALYSIS AND DISCUSSION OF FINDINGS
How do recruitment processes influence the attainment of organizational goals?

The literature review indicates that recruitment processes significantly influence organizational goals by
determining the quality of human resources available to implement strategies. Effective recruitment
ensures organizations attract and select competent employees whose knowledge, skills, and abilities align
with objectives. These employees tend to be more productive, innovative, committed, and efficient; this
improves organizational performance and helps achieve strategic goals. Armstrong and Taylor (2023)
argue that recruitment should be viewed as a strategic investment rather than a routine administrative
function because it provides organizations with the human capital necessary for competitive advantage.

Bratton and Gold (2023) observe that organizations with structured recruitment systems are more likely to
achieve higher productivity because employees have the competencies needed to support organizational
objectives. Likewise, the Chartered Institute of Personnel and Development (CIPD, 2024) emphasizes that
digital recruitment technologies, competency-based assessments, and data-driven talent acquisition
improve the quality of hiring decisions and strengthen organizational performance.

Conversely, the literature shows that ineffective recruitment processes hinder organizational goal
attainment. Recruitment practices characterized by nepotism, favoritism, corruption, political interference,
or inadequate competency assessment often result in the employment of unqualified personnel. Such
practices reduce employee morale, increase labor turnover, lower productivity, and undermine
organizational effectiveness. Robbins and Judge (2023) argue that poor recruitment decisions impose
significant financial and operational costs on organizations by necessitating repeated recruitment,
retraining, and performance management interventions.
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One Human Resource Manager interviewed stated:

"Recruitment is the foundation of every successful organization. When we recruit
competent and qualified employees through a transparent process, they contribute
positively to productivity, innovation, teamwork, and the achievement of our
organizational goals. However, whenever recruitment is influenced by favoritism
or external interference, the organization eventually experiences poor performance
and reduced efficiency.”

The respondent's statement underscores recruitment's central role in organizational success. Emphasis on
competence and transparency demonstrates that effective recruitment provides organizations with
employees possessing the necessary skills and commitment to achieve their objectives. The response also
identifies the negative impacts of favoritism and external interference, indicating that non-merit-based
recruitment compromises workforce quality and organizational productivity.

This finding aligns with Armstrong and Taylor (2023), who contend that strategic recruitment enhances
organizational competitiveness by acquiring capable human resources. It further corroborates Dessler
(2024)'s position that merit-based recruitment enhances employee performance, organizational
commitment, and long-term goal attainment. Consequently, organizations aiming for sustainable success
should institutionalize fair, transparent, and competency-based recruitment processes as a critical
component of strategic human resource management.

What factors affect the effectiveness of recruitment processes in organizations?

The review of literature reveals that the effectiveness of recruitment processes is influenced by several
organizational, managerial, technological, and environmental factors. One of the most significant factors is
the existence of a clear and transparent recruitment policy. Organizations with well-defined recruitment
policies and standardized selection procedures are more likely to attract competent candidates and ensure
fairness throughout the recruitment process. Transparent recruitment practices reduce discrimination,
favoritism, and bias while promoting merit-based appointments, thereby improving employee quality and
organizational performance. Armstrong and Taylor (2023) contend that recruitment policies aligned with
organizational strategy enhance the organization's ability to attract highly qualified employees capable of
contributing to strategic objectives.

Another critical factor affecting recruitment effectiveness is leadership commitment and management
support. Organizational leaders who prioritize merit, professionalism, and accountability are more likely to
establish recruitment systems that emphasize competence rather than personal or political interests.
Conversely, political interference, nepotism, favoritism, and corruption often undermine recruitment
outcomes by resulting in the selection of less qualified candidates. Dessler (2024) argues that leadership
commitment to ethical recruitment strengthens organizational credibility, employee confidence, and
long-term performance. This finding is particularly relevant in many developing countries where external
influence frequently compromises recruitment decisions.

One Human Resource Director interviewed remarked:

"The success of our recruitment process depends on more than advertising
vacancies. We have clear recruitment policies, competent interview panels, digital
application systems, and management support for merit-based selection. Whenever
political influence or nepotism compromises recruitment, we conduct internal
audits and hold accountability meetings to address the root causes."”

The respondent's emphasis on clear recruitment policies and competent interview panels illustrates the
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importance of organizational leadership in effective recruitment. Transparent policies and qualified
interview panels reduce the likelihood of biased, unethical, or corrupt recruitment practices. Additionally,
the mention of internal audits and accountability meetings suggests that organizational leaders take
responsibility for ensuring fair treatment and accountability within the recruitment process.

This finding corroborates Armstrong and Taylor (2023)'s view that recruitment systems supported by clear
policies and competent management can enhance organizational performance by attracting and retaining
qualified employees. It also supports Dessler (2024)'s assertion that ethical and transparent recruitment
practices prevent corruption and nepotism, which can undermine worker productivity and organizational
competitiveness.

What strategies can organizations adopt to improve recruitment processes for enhanced
organizational goal attainment?

The analysis of the reviewed literature indicates that organizations can improve recruitment processes and
enhance organizational goal attainment by adopting strategic, transparent, and competency-based human
resource practices. One of the most effective strategies is the implementation of merit-based recruitment
systems. Merit-based recruitment ensures that employment decisions are guided by candidates'
qualifications, competencies, experience, and suitability for the job rather than personal relationships,
political influence, or other non-professional considerations. Organizations that prioritize competence in
recruitment are more likely to acquire employees capable of driving innovation, improving productivity,
and achieving strategic objectives. Armstrong and Taylor (2023) emphasize that merit-based recruitment
strengthens organizational effectiveness by ensuring that the most qualified candidates are selected to
perform organizational tasks.

Another important strategy is the integration of technology into recruitment processes. Digital recruitment
platforms, applicant tracking systems, artificial intelligence-assisted screening, online aptitude tests, and
virtual interviews have significantly enhanced recruitment efficiency by reducing processing time,
minimizing human bias, and expanding access to a wider pool of qualified applicants. These technologies
improve transparency and facilitate objective decision-making while enabling organizations to identify
candidates whose competencies best align with organizational needs. According to the Chartered Institute
of Personnel and Development (CIPD, 2024), organizations that leverage digital recruitment technologies
experience improved hiring accuracy, reduced recruitment costs, and better workforce quality.

Continuous training and capacity development for human resource professionals also contribute
significantly to recruitment effectiveness. Human resource managers require up-to-date knowledge of
recruitment techniques, labour legislation, digital recruitment tools, diversity and inclusion practices, and
competency-based interviewing methods. Regular professional development enhances their ability to
conduct objective recruitment exercises and make informed hiring decisions. Bratton and Gold (2023)
maintain that investing in the competence of recruitment personnel improves the quality of recruitment
decisions and strengthens organizational performance.

One Senior Human Resource Manager stated:

"To improve recruitment, organizations must move away from influence-based
hiring and embrace merit. We have introduced online applications,
competency-based interviews, structured assessment criteria, and independent
interview panels. These reforms have enabled us to recruit better employees who
contribute more effectively to achieving our organizational goals."

The respondent's statement underscores the importance of strategic reforms in improving recruitment
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effectiveness. The transition from influence-based hiring to merit-based recruitment reflects a commitment
to fairness, transparency, and competence in employee selection. These reforms improve the likelihood of
selecting candidates whose qualifications and competencies align with organizational needs, thereby
enhancing employee performance and organizational productivity. The respondent's views are consistent
with Armstrong and Taylor (2023), who argue that strategic recruitment practices improve organizational
effectiveness by attracting competent employees capable of implementing organizational strategies. They
also support Dessler's (2024) assertion that competency-based recruitment strengthens employee-job fit
and organizational performance.

Recommendations
Based on the findings of this study, the following recommendations are made:

1. Organizations should institutionalize merit-based recruitment processes by ensuring that
employment decisions are based on candidates' qualifications, competencies, experience, and
suitability for the job. This will enhance employee quality, improve productivity, and facilitate the
attainment of organizational goals.

2. Management should develop and consistently implement clear, transparent, and standardized
recruitment policies that minimize favoritism, nepotism, political interference, and other forms of
bias. Recruitment procedures should be guided by objective selection criteria to promote fairness,
accountability, and equal employment opportunities.

3. Organizations should invest in digital recruitment technologies, including online recruitment
platforms, applicant tracking systems, competency-based assessments, and virtual interview tools.
The adoption of these technologies will improve recruitment efficiency, broaden access to qualified
applicants, reduce recruitment costs, and enhance the quality of hiring decisions.

4. Human resource departments should undertake strategic workforce planning to ensure that
recruitment activities are aligned with current and future organizational manpower requirements.
This will enable organizations to attract candidates with the competencies required to achieve both
short-term and long-term strategic objectives.

CONCLUSION

Recruitment processes play a fundamental role in the attainment of organizational goals by ensuring that
organizations attract and retain competent employees whose knowledge, skills, and abilities align with
strategic objectives. The findings revealed that effective recruitment enhances employee performance,
productivity, innovation, and organizational efficiency, thereby contributing significantly to organizational
success.

The study further established that the effectiveness of recruitment processes is influenced by factors such
as transparent recruitment policies, ethical leadership, merit-based selection, technological adoption,
workforce planning, and compliance with legal and professional standards. Conversely, practices such as
favoritism, nepotism, corruption, and political interference undermine recruitment quality and
organizational performance. The study also concludes that organizations can strengthen recruitment
outcomes by institutionalizing merit-based recruitment, leveraging digital recruitment technologies,
investing in the continuous development of human resource professionals, and promoting transparency and
accountability throughout the recruitment process. Adopting these strategies will enable organizations to
build a competent workforce capable of achieving sustainable organizational goals and maintaining
long-term competitive advantage.
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