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Abstract : Despite efforts made by human resource managers and practitioners to select the right candidates to fill 

vacant positions, it is not uncommon to observe failure of some candidates to meet job demands.  It is, therefore, of 

utmost importance that the recruitment and selection activity of a company be carried out in a thorough manner in 

order to ensure that the candidates selected and placed on available jobs are the most qualified. The objective of this 

study was to determine the impact of employee resourcing strategy on the performance of food and beverage 

manufacturing companies in Oyo State, Nigeria with specific emphasis on recruitment and selection strategy. 

A survey research design was the basis for conducting the study. Data were collect on a scale ranging from Strongly 

Agree, 4, to Strongly Disagree, 1. Data analysis was carried out based on descriptive statistics whereby mean values 

and standard deviations were obtained for statements relating to recruitment and selection strategy and company 

performance. Inferential statistics based on multiple regression analysis was also used for data analysis. 

The findings of the study revealed that employee resourcing strategy had positive impact on company performance. 

Recruitment strategy had positive impact on company performance as well as selection strategy, although the impact 

of recruitment strategy on performance was less. 

The combined effect of recruitment and selection resourcing strategy on performance indicate 86.1 percent explained 

variation in company performance. The findings of this study suggest the need for more effort to improve the 

robustness of especially the recruiting strategy since a unit increase in the recruitment strategy resulted in 33.2 percent 

increase in company performance compared to 60 percent increase in performance that resulted from a unit increase 

in the selection strategy. 
 

IndexTerms -  Employee resourcing strategy, recruiting strategy, selection strategy, company performance. 
 

INTRODUCTION 

Employee recruitment and selection strategy is an aspect of people resourcing strategy of firms that aims at 

attracting people with requisite knowledge, skills, and abilities necessary for successful job performance as a means of 

attaining goals such as higher profit and job satisfaction. There are greater chances of attaining goals when firms are 

able to get the right skills for their various jobs. However, despite the efforts of employers to acquire and place the 

right candidates on the right jobs, it is not unusual to observe inability of a number of employed candidates to meet 

job demands thereby producing consequences for productivity and operational costs. It has been the concern of human 

resource practitioners, for many years, to establish how to bring a pool of job applicants together and to select the 

most suitable among them to occupy vacant positions (Ployhart et al., 2017). A possible reason for sub-optimal 

recruitment and selection strategy is a tendency for companies to embark on the exercise without sufficiently 

exploring options that would yield the most suitable candidates for available jobs.  

Food and beverage manufacturing companies operate in competitive environments characterised by products 

that are easy substitutes. They, therefore, need robust employee recruitment and selection strategies that guarantee 

obtaining relevant skills to fill vacant positions. Failure to recruit and select the right skills for performing the various 
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jobs of an organisation increases the chances of unsuccessful operations that produce adverse effects such as inability 

to achieve reasonable levels of profit. Such a scenario reduces company competitiveness when prolonged and can lead 

to the company going out of business. Ekwoaba et al. (2015) has indicated the need for a reliable recruitment and 

selection strategy for organisations that is capable of impacting on organisational productivity and financial 

performance while Oaya et al. (2017) stated that in order to improve the quality of products, and to enhance 

productivity and service delivery, it is essential that manufacturing organisations select right people for the right 

positions. 

Employee recruitment and selection represent a vital human resource function to organisations because it 

begins career processes for employed candidates who find the company an interesting place to work. It affords the 

employed candidates opportunities to use and improve upon their skills. On the other hand, employers make effort to 

ensure that employed candidates have what it takes to be efficient and effective on the jobs they would be placed on. 

This way, the chances that the efforts of employed candidates would not yield expected results get reduced. The food 

and beverage manufacturing companies that this study was based on have been using internal and external advertising, 

tests, and interviews as their major employee recruitment and selection strategy. This study aims at determining how 

this strategy predicts performance. 
 

OBJECTIVES OF THE STUDY 

The broad objective of this study was to determine the impact of employee recruitment and selection 

resourcing strategy on company performance. The specific objectives are to: assess the impact of recruitment strategy 

on company performance; examine the impact of selection strategy on company performance. 
 

HYPOTHESES OF THE STUDY 

The hypotheses of this study are: 

H01: Recruitment strategy has no significant impact on company performance 

H02: Selection strategy has no significant impact on company performance 
 

Figure 1: Conceptual framework of employee recruitment and selection resourcing strategy and company 

performance 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Researcher, 2022 
 

MODEL OF THE STUDY  

 CP = α + β1RS + β2SS + ℇ   ………………………………………………………………………      (1) 

 Where CP = Company performance 

    α = CP-intercept 

  RS = Recruitment strategy 

  SS = Selection strategy 

  β1 and  β2 = Coefficients 

    ℇ = Standard error of the estimate 

 

LITERATURE REVIEW 

Employee Recruitment Strategy 

Employee recruitment strategy is a process that generates a pool of job applicants that a company readily invites to go 

through a selection process when it becomes necessary to fill vacant positions. Noe et al. (2015:219) define recruitment as a 

practice or an activity that an organisation embarks on with the primary purpose of identifying and attracting potential employees. 

Employee recruitment strategy is not necessarily concerned with ensuring the availability of potential employees and making 

them go through a selection process at the same time; it is, more importantly, concerned with ensuring that a company has people 

at hand to invite for selection when the need arises. Thus, recruitment creates ‘buffer’ employees and is directly related to human 

resource planning and employee selection process (Ivancevich & Konopaske, 2013). 

Recruitment can be done on the basis of internal and external advertising. The major sources of internal recruitment are 

present employees, referrals, and former employees (Kapur, n.d.). When a company prompts present employees to fill a vacant 

position, usually at the top management level, it necessitates filling a series of other positions that eventually become vacant. 

Present employees have opportunity to apply for jobs in the company when they are advertised in the company’s intranet. 
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Referrals refer to people who are prompted to apply for jobs by someone within the organisation (Noe et al., 2015:226). Former 

employees are people who have worked for an organisation before and who may want to work for the organisation again on a part  

time basis.  

External sources of recruitment include media advertising, e-recruiting, employment agencies, and internships 

(Ivancevich & Konopaske, 2013). Media advertising has various types such as newspaper, radio, and television advertising. 

E-recruiting involves advertising jobs on a company’s website. It enables job candidates to get prompt feedback from the 

company due to its interactive nature. Employment agencies are professional who recruit and select job candidates on behalf of 

their clients. Internships get university students engaged in organisations performing jobs that relate to their various programmes 

during holidays. Internships enable organisations to have a feel of the talent in interns and possibly pencil some down for 

full-time employment upon graduation. 

 

Employee Selection Strategy 

Employee selection is an important people sourcing strategy that prunes down the numerical size of recruits in the 

process of determining the most qualified candidates for the vacant positions in an organisation. The methods to adopt in 

achieving this goal includes filling application forms also known as application blanks, conducting tests, interviews, and reference 

checks. In other words, applicants may be required to fill application forms, write tests, be interviewed, and provide referees to 

vouch for their behaviour and abilities. They have to successfully go through some or all of these stages, depending on the policy 

of the employing organisation, before getting job offers. 

Employee selection is a crucial resourcing activity because it leads to decision making concerning candidates that would 

be employed to fill vacancies in the recruiting organisation. The organisation would expect candidates that eventually get job 

placements to carry out their roles based on job descriptions, in a manner that indicates their satisfaction with the offers and 

makes the organisation effective. This scenario enhances the utility of the selection exercise. Ivancevich and Konopaske (2013) 

indicated that the goals associated with the selection process of an organisation include to ensure that: the organisation employs 

candidates capable of performing jobs in order to achieve or exceed organisational objectives; the organisation employs people 

that will perform quality work and contribute to its effectiveness on a long-term basis. 

Although small business managers usually conduct employee recruitment and selection based on expert judgment and 

intuition, larger companies such as food and beverage manufacturing companies have established procedures for carrying out the 

activity. Conducting recruitment and selection activity in a systematic manner increases the chances of selecting the right 

candidates for the vacant positions. Gamage (2014) stated, in this regard, that the motivation behind conducting selection activity 

systematically is to increase the chances of selecting and placing the right candidates on the right jobs. 

 

Company Performance 

Achieving goals contributes to company performance. The food and beverage manufacturing companies carry out their 

businesses in a competitive environment. Their continuous operations, depends, to a very large extent, on their ability to report 

profit figures in their balance sheets. They also have to ensure that their employees derive satisfaction from the jobs they perform 

and that  their products and accompanying services provide satisfaction to their customers. Ability to attain these goals enhances 

the competitiveness of their businesses in the marketplace. Performance measurements approaches involve using financial and 

non-financial measures. Return on investment (ROI) and return on assets (ROA) are financial measures of profitability while job 

satisfaction and customer satisfaction are non-financial measures.  

Conditions of contemporary economic development demand that business organisations do not have to rely on only 

financial measures of assessing performance (Rodrigo et al., 2022) Using a non-financial measure such as employee job 

satisfaction to determine corporate performance impacts on a financial measure such as company profit. This is because of the 

relationship between job satisfaction and performance. Rodrigo et al. (2022) studied the impact of job satisfaction on employee 

performance and found that job satisfaction had positive relationship with performance. It was also reported that the the impact of 

job satisfaction on employee performance was statistically significant. 

 

Theoretical Framework 

The theoretical framework for this study is the equity theory proposed by Adams (1963). The equity theory is relevant to 

this study because a major factor that attracts job applicants to an organisation and motivates their retention is pay, including 

fringe benefits. Other job outcomes when they become employed, and have assumed duty, include promotion, recognition, job 

security, and other working conditions. What employed candidates bring to work organisations include knowledge and skills 

acquired through education and training, and experience. These variables are called inputs. Inputs also include loyalty, hard work, 

and commitment. The equity theory is concerned with comparing the ratio of a person’s output to input with the ratio of output to 

input of a referent other. Inequity exists if the ratio of a person’s output to input and that of a referent other are unequa l (Adams, 

1963). Therefore, the equity theory is concerned with achieving fairness in the relationship between the employer and the 

employee in the workplace by indicating the need for a balance between an individual’s output and input as well as between the 

individual’s output and input in relation to another individual or a group of people. Achieving a balance is motivational because it 

promotes job satisfaction and keeps turnover low. The equity theory is increasingly gaining acceptance in human resource 

management circles because of its relationship with ensuring fair outcomes (Al-Zawahreh & Al Madi, 2012). 

 

Empirical Review  

Employee Recruitment and Selection Strategy and Organisational Performance 

The literature contains empirical evidence on the relationship between employee recruitment and selection strategy and 

organisational performance. Researchers of recruitment and selection strategy show interest in determining methods and 

assessments that make significant contribution to predicting organisational performance. Some other studies based on literature 

review have aimed at ascertaining the effectiveness of assessment criteria of firms indicated by various assessors. A study by 

Morris et al. (2014) that used a random effects meta-analysis of 39 studies to determine the validity of the selection methods 

found that assessments that included cognitive ability tests were valid predictors of job performance.  
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Previous work experience is an aspect of biodata information that employers require prospective employees to provide. 

Determining to what extent this variable predicts performance is a subject of research. Van Iddekinge et al. (2019) used a 

meta-analysis of seventy five studies to study the relationship between previous work experience and performance. The authors 

found that previous work experience had weak correlation with performance. However, it was reported that the correlation 

between the variables was stronger when participants first entered a new organisation. 

It is important for prospective employees to perceive fairness throughout the duration of a selection exercise as well as 

throughout their stay in the organisation when they possibly get employed. This enhances corporate image even if some 

applicants do not get an offer. Based on a random-effects meta-analysis of fourteen studies, Konradt et al. (2020) found that the 

perception of fairness by applicants declined non-linearly across the selection process. Applicants that expected high levels of 

initial fairness experience steeper decline. A basic direction for future studies indicated by the study was that recruitment and 

selection researchers that focus on determining applicants’ reactions throughout the selection exercise should use more than two 

measurement points and should address the effects of individual changes in perceptions of fairness on long-term outcomes. 

A study by Ofondu and Agu (2016) on the link between human resource management practices and organisational 

performance reported positive relationship between performance and recruitment and selection strategy (r = 0.769). Another study 

by Ekwoaba et al. (2015) also found that recruitment and selection strategy had significant impact on organisational performance. 

Developments in information and communications technology have made conducting a recruitment and selection exercise via the 

internet possible. However, the possibility of cheating during online assessments cannot be ruled out if the an assessment exercise 

is not properly invigilated. A study by Steger et al. (2020) that focused on ascertaining how using technology in recruitment and 

selection affected applicants’ behaviour found that applicants who were not invigilated during ability assessments were more 

prone to cheating. It was also reported that online assessment might be useful where participants would find it difficult to research 

the tasks online. 

 

RESEARCH METHODOLOGY 

This study adopted a survey research design. Data collection was through close-ended questionnaires having options that 

range from strongly agree, 4, to strongly disagree, 1. A random sample of 60 top human resource management personnel in the 

food and beverage manufacturing companies in Oyo State, South-West, Nigeria was selected out of a population of 101 

companies. Descriptive analysis involved computing mean values and standard deviations for statements relating to the dependent 

and independent variables of the study while inferential analysis determined the impact of recruitment and selection resourcing 

strategy on company performance. Inferential statistics was based on multiple regression analysis. Company performance was 

measured by potential to make contribution to profit performance. 

 

RESULTS AND DISCUSSION 

Results of Descriptive Statistics of the Study  

The results of descriptive analysis are shown in tables 1 and 2 below: 

 

Table 1: Recruitment and selection strategy 

Descriptive Statistics 

Statement N Minimum Maximum Mean 

Std. 

Deviation 

Recruitment sources produce candidates with 

requisite skill 

60 1.00 4.00 3.2500 .95002 

Present employees have requisite skills to fill 

vacancies 

60 1.00 4.00 3.3000 .80885 

Referrals have requisite skills 60 1.00 4.00 3.2167 .78312 

Biodata information provides useful information in 

selection process 

60 1.00 4.00 2.6833 .98276 

Selection methods produce candidates with 

requisite skills 

60 1.00 4.00 2.7333 .91812 

Verbal reasoning cognitive ability tests are very 

relevant in the screening process 

60 1.00 4.00 2.7333 .95432 

Reference checks are very relevant in the 

screening process 

60 1.00 4.00 3.1833 .99986 

Interviews have potential to attract requisite skills 60 1.00 4.00 3.0500 1.06445 

Quantitative reasoning cognitive ability tests are 

very relevant in the screening process 

60 1.00 4.00 3.1667 .86684 

Integrity tests have potential to attract requisite 

skills 

60 1.00 4.00 2.4667 1.03280 

Valid N (listwise) 60     
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Source: Researcher, 2022 

 

Table 1 shows mean values of how various recruitment and selection strategies relate to requisite skills that lead to job 

performance. Higher mean values indicate strategies that have high potential to produce candidates that have higher requisite 

skills. 

 

Table 2: Company performance 

Descriptive Statistics 

 N Minimum Maximum Mean 

Std. 

Deviation 

Recruitment sources produce candidates with potential 

to make contribution profit performance 

60 1.00 4.00 3.1667 .86684 

Filling vacancies by present employees has potential to 

improve profit performance 

60 1.00 4.00 2.9167 .96184 

Referrals have potential to improve profit performance 60 1.00 4.00 2.8833 .82527 

More work experience implies potential to improve 

profit performance 

60 1.00 4.00 2.8667 .83294 

Selection methods produce candidates  with potential 

to make contribution profit performance 

60 1.00 4.00 3.0667 .84104 

Verbal reasoning test scores indicate potential to make 

contribution to profit 

60 1.00 4.00 2.7000 .84973 

Reference checks are relevant in indicating potential to 

make contribution to profit 

60 1.00 4.00 3.0000 .84372 

Interview scores indicate potential to make contribution 

to profit 

60 1.00 4.00 2.6833 1.12734 

Quantitative reasoning test scores indicate potential to 

make contribution to profit 

60 1.00 4.00 3.1167 .92226 

Integrity test scores indicate potential to make 

contribution to profit 

60 1.00 4.00 2.6833 1.12734 

Valid N (listwise) 60     

      

Source: Researcher, 2022 

 

Table 2 shows how various recruitment and selection strategies relate to potential to make contribution to performance. 

Higher mean values indicate strategies that have higher potential to make contribution to performance. 

 

 

 

Results of Inferential Statistics 

 

Table 3: ANOVA 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 32.054 2 16.027 176.170 .000b 

Residual 5.186 57 .091   

Total 37.239 59    

a. Dependent Variable: Company Performance 

b. Predictors: (Constant), Selection Strategy, Recruitment Strategy 

 

Source: Researcher, 2022  
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The results in table 3 indicate that the test is statistically significant [F(2,57)df = 36.2848, p < 0.05)]. Therefore, the null 

hypothesis, employee resourcing strategy has no significant impact on company performance, is rejected at 5 percent level of 

significance. 

 
Table 4: Coefficients 

Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .247 .149  1.658 .103 

Recruitment Strategy .332 .125 .343 2.652 .010 

Selection Strategy .600 .129 .601 4.641 .000 

a. Dependent Variable: Company Performance 

Source: Researcher, 2022 

 

Table 4 indicates that recruitment strategy has positive impact on company performance (β = 0.332, p < 0.05). Table 4 also 

indicates that selection strategy has positive impact on company performance  (β = 0.600, p < 0.05). Therefore, the null 

hypotheses - recruitment strategy has no significant impact on company performance; and selection strategy has no significant 

impact on company performance, are rejected at 5 percent level of significance. 

 

Table: 5 Model summary of predictors of company performance 

Model Summary 

Mode

l R 

R 

Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

Change Statistics 

R Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .928a .861 .856 .30162 .861 176.170 2 57 .000 

a. Predictors: (Constant), Selection Strategy, Recruitment Strategy 

Source: Researcher, 2022  

 

It is shown in table 5 that recruitment and selection strategy explained 86.1 percent variation in company performance.  

These results indicate that employee recruitment strategy had positive impact on company performance ((β1 = 0.332, p < 0.05). 

The selection strategy also had positive impact on company performance (β2 = 0.600, p < 0.05). This led to the rejection of the 

following null hypotheses: 

H01: recruitment strategy has no significant impact on company performance, and 

H02: selection strategy has no significant impact on company performance. 

The overall test for statistical significance revealed that employee resourcing strategy had significant impact on company 

performance [F(2,57) = 176.170; p < 0.05]. This implies that employee recruitment and selection resourcing strategies had 

significant impact on company performance. However, the recruitment strategy produced less impact on company performance. 

Based on the results of this study equation (1) is rewritten as: 

CP = 0.247 + 0.332RS + 0.600SS    ……………………………………………………………      (2) 

The results of this study are similar to the results of the study conducted by Agu and Ofondu (2016) and Ekwoaba et al. (2015). 

While Agu and Ofondu (2016) reported positive relationship between organisational performance and recruitment and selection 

strategy, Ewoaba et al. (2016) indicated significant effects of recruitment and selection strategy on performance.  

 

CONCLUSION 

The importance of an effective employee recruitment and selection resourcing strategy cannot be overemphasized 

because it leads to decision making concerning candidates that would eventually be employed to fill vacant positions 

in a company. The results of this study indicated positive and significant impact of recruitment and selection 

resourcing strategy on company performance. The  results indicated that the selection strategy produced more impact 

on company performance than the recruitment strategy. This suggests a need for the companies to explore more 

recruitment options that would further enhance company potential to attain higher performance. Web recruitment is an 

option in the right direction. Company management also needs to ensure that a fair balance is maintained between 

employees’ outputs and inputs in order to increase the chances of worker retention. 
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