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Abstract 

This research undertaking examines the relationship between recruitment methods and 

employee performance of public institutions in Rivers State. Cross sectional research design 

was adopted in studying four (4) of these institutions. Our respondents were managerial 

employees constituting the population of the study. From the field survey, we retrieved and 

analyzed one hundred and six (106) copies of questionnaire from the participants; 

Spearman’s rank correlation coefficient statistical tool was used to determine the 

relationship existing between the variables while the p-value obtained were used to test 

hypotheses formulated for the study. Findings revealed the existence of significant 

relationship between the dimensions of recruitment methods namely; internal recruitment 

and external recruitment and employee performance; thus, the methods deployed in 

organizations for recruitment are as serious business as the success of any organization or 

efficiency in operations within the organization and service delivery depends on the quality of 

its workforce who was recruited into the organization through those methods. It was 

concluded that that recruitment method is indispensably imperative to our public institutions 

such that by getting the right people in the right place at the right time, doing the right job 

becomes an essential element for value delivery of services unto the people, thus the method 

deployed per time in recruiting workforce in turn affects their performance. It is 

recommended for our public institutions as well as other agencies saddled with the 

responsibility of services offering to critically examine the components as well as processes 

of recruitment so that employee performance will continually yield best outcomes to all 

concerned. 
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Introduction 

Human resources are becoming increasingly important in the field of organisations, which is 

one of the most significant changes in recent times. People are essential to organisations 

because they bring views, values, and qualities to organisational life. When these human 

aspects are managed successfully, they may provide significant advantages to the 

organisation since they are translated into employee performance. This scenario, as indicated 

by Djabatey (2012), adds validity to the growing emphasis on the human side of 

organisational wealth. This is because the fulcrum of human resource management is the 

growth of people, their competences, and the process development of the whole organisation 

(Djabatey, 2012; Mullins, 1999). 

Employee performance is described as a person's ability to carry out their work obligations 

and responsibilities effectively (Litmos, 2014). Employee performance presumes the 

presence of an actor of some type, however the actor may be an individual or a group of 

individuals performing in a concert. According to the reinforcement model, internally 

acquired personnel are anticipated to perform better. 

Similarly, the capacity of any particular organisation to attract and choose high-quality 

individuals at all levels is critical to its sustained success. While recruiting is the process of 

locating and attracting possible candidates from inside and outside an organisation in order to 

begin assessing them for future employment, selection begins when the appropriate quality of 

applicants is identified (Walker, 2009). 

According to the available literature, the success of an enterprise is closely related to the 

performance of individuals who work for that firm. Similarly, underachievement can be 

caused by workplace shortcomings. Because employing the incorrect individuals or failing to 

foresee swings in recruiting needs may be costly, it is critical that deliberate efforts be made 

in human resource planning (Biles & Holmberg, 1980; Djabatey, 2012). It has also been 

stated that effective personnel is essential for the firm to create and maintain a competitive 

edge (Djabatey, 2012). As a result, recruiting and selection have become critical in 

organisations because employees must be drawn in a timely manner, in adequate numbers, 

and with acceptable credentials. 

An effective recruitment strategy will have an impact on the organization's personnel 

performance, retention, and attrition rate. The talent influence of an organisation has a 

substantial impact on execution and organisational performance. The basis of organisational 

effectiveness is effective recruiting. The finest practises for sourcing people via different 

channels of recruiting, such as entry-level job fairs, walk-in interviews, and university 

interviews, are referred to as effective recruitment practises. Middle-level personnel are 

recruited via social media platforms like as LinkedIn, employee referrals, consulting, and 

numerous job portals. 

It varies from typical recruiting viewpoints in that it openly links the firm's strategy and 

context to its recruitment practises and activities. A company might use a variety of methods 

to find suitable job candidates. Employee referrals, newspaper job advertising, recruitment 

agencies, and direct applicants/walk-ins are all examples of traditional recruiting methods. 

Organizations have increasingly turned to alternative techniques to recruitment, such as social 

network recruiting, which involves recruiting using online social networking websites such as 

Facebook or LinkedIn. 

Indeed, a substantial body of research has investigated the efficiency of various recruiting 

sources, spanning over 50 years and many academic fields (e.g., management, sociology, and 

labour economics). This literature frequently divides recruiting sources into two basic 
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categories (i.e., informal and formal) or three major categories (i.e., inside, outside, and direct 

applicants/walk-ins) (Wanous, 1992). 

Theoretical Framework 

Reinforcement Model  

This research was founded on B.F. Skinner's reinforcement model (Mullins, 2007). 

According to B.F. Skinner (1974), the concept emphasises that individuals may be 

conditioned to behave in specific ways if they are rewarded for doing so, and this is 

frequently used by many organisations (Armstrong, 2006). The ideas behind the 

reinforcement model are that behaviour that is rewarded in one setting is more likely to be 

repeated in another, whereas behaviour that is not rewarded is less likely to be repeated. 

Positive and negative reinforcement are terms used to describe these situations (Greenberg, 

2005). 

Cole (2004) presents additional assumptions of the reinforcement model, stating that desired 

behaviour should be positively reinforced, undesirable behaviour should be ignored as much 

as possible, using punishment as a primary means of achieving desired performance should 

be avoided, reinforcement should be provided as soon as possible after the response, positive 

reinforcement should be applied on a regular basis. 

Essentially, the reinforcement model indicates that reward is the avoidance of something 

painful and unpleasant (Mullins, 2007).It is vital to highlight that numerous motivation 

theories in the domain of human resources are pertinent to this study. Maslow's Hierarchy of 

Needs (1943, 1954), Alderfer's ERG motivation theory of 1969, McClelland's achievement 

and acquired needs theory of 1961, Stacey Adams Equity theory of 1963, Hertzberg Hygiene 

factors theory of 1959, Victor Vroom's expectancy motivation theory of 1964, and Hackman 

and Oldham job characteristics model of 1980 are among these (BVBA, 2009-2016). 

All of the theories and models presented are relevant to this study, but the reinforcement 

model serves as its foundation because it clearly displays a definite link between its 

components. The reinforcement model, commonly known as behaviour modification, consists 

of three components: the stimulus, the response, and the consequences (Scarpello, 2008). It is 

not primarily concerned with what or how conduct is motivated, and it is not exactly a theory 

of motivation. It is more focused with behaviour regulation and modification. 

As a result, it is critical that the intended behaviour be favourably rewarded (Cole, 2004). If 

hardworking workers with a favourable attitude toward the organisation are discovered, they 

must be motivated through re-engagements, promotions, and rotations. This means that if 

employees are identified as being qualified for existing positions, they are either promoted, 

transferred to those positions, or called back if they have retired or been in acting positions; 

they are confirmed and retained; and it is an indication that they are hardworking, committed, 

and motivated. The approach emphasises that individuals may be conditioned to behave in 

specific ways if they are rewarded for doing so, which is frequently used by many companies. 

Conceptual Review 

Recruitment Methods 

The techniques of recruitment will be determined by the source of recruitment that the 

organisation wishes to use (Ejiofor 1989). When an organisation decides on a policy of 

internal recruitment, the methods of recruitment will include job postings on public boards to 

inform all employees and thus allow open competition; a secret review of employee records 

and assigning jobs to chosen employees; and, finally, an announcement to employees and 

unions that there are vacancies and that new hands will be welcome. 
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Employees and unions are then able to notify friends, families, and coworkers. These 

strategies of recruiting will be effective in filling low-paying roles inside the firm. It is 

frequently suggested that an internal recruiting policy is better than an external recruitment 

approach since it allows for individual growth. Employees, it is said, have the right to grow in 

their jobs and, as a result, should be given first consideration when job possibilities arise. 

Filling a job position inside the company provides the benefits of motivating preparedness for 

a prospective transfer or promotion, raising overall morale, and offering additional 

information about job candidates through assessments of work histories within the business. 

An internal search of the computer personnel data bank can identify candidates who meet the 

minimal criteria for the job position. This type of approach is more conducive to customising 

the organisation to the demands of people. There are several advantages to using a job 

posting system. From the employee's perspective, it allows greater freedom and control over 

their career progression. It should result in better matches between employee and job for the 

company, as well as satisfying standards for equal opportunity for advancement of all 

employees (Flippo 1984). 

While this reasoning is typically fair, it is important to remember that there are times when 

existing personnel do not have the capabilities for the essential duties, or when providing 

them with such skills would incur significant expenses to the firm. It has been suggested that 

no matter how much a firm designs its staffing requirements to allow for internal skill 

advancements, it still has to bring in fresh talent through external recruiting. According to 

Flippo (1984), personnel sources may be divided into two categories: internal and external. 

Internal Recruitment Method 

Internal recruiting refers to activities and measures taken by organisations to fill vacancies 

with individuals obtained internally (Taylor, 2008). It is also known as a "internal labour 

market," and it refers to the aforementioned arrangements in which existing workers can 

apply for and be considered for organisational openings that arise, resulting in promotion or 

transfer of present employees (Pilbeam, 2006). Internal recruitment occurs mostly within a 

company. According to Canwell (2004), it also entails matching an existing employee of the 

organisation to the vacant position. An organization's resources or workers are easily 

available in this sort of recruitment. Internal recruiting was defined for the purposes of this 

study to encompass three key types: transfers, promotions, and re-employment. 

Employee performance is described by the business lexicon as the job-related tasks that are 

required of a worker and how successfully those activities are carried out. According to 

Wayne (2006) and Bernadin (2007), as stated in Patrick (2011), performance is a result of 

work, goal setting, measurement, and assessment, which allows an employee to know what is 

expected of them. Litmos (2014) defines employee performance as a person's ability to carry 

out their work obligations and responsibilities effectively. For the purposes of this study, 

performance was defined as the effectiveness, timeliness, and quality of output by 

employees.As previously stated, the important factors of this study were internal recruiting 

and employee performance. The research looked at the association between internal 

recruiting as an independent variable and employee performance as a dependent variable. 

H01: There is no significant relationship between internal recruitment method and employee 

performance of public institutions in Rivers State. 

External Recruitment Method 

Furthermore, Schmidt and Hunter (l998) demonstrate that external recruiting can be effective 

in certain situations; it includes the ability to attract the most qualified individuals, a 
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reduction in resentment, the ability to bring in new ideas, and recruitment from minority 

groups; however, it also requires more training, the risk of losing current employees to new 

opportunities elsewhere, and the risk of the unknown regarding the new employee. 

External recruiting resources include: newspaper ads, specialised journals and publications, 

professional organisations, educational institutions, public employment services, private 

employment agencies, labour unions and trade associations, walk-ins and mail-ins, and the 

internet as a new resource (Taylor & Collins, 2000); and current employees, unsolicited 

applicants, educational and professional institutions, walk-ins and mail-ins, and the internet 

as a new resource (Schmidt & Hunter, l998). 

Taylor and Collins (2000) and Schmidt and Hunter (1998) concur in their work that a 

combined approach is probably the most frequent strategy to maximise the benefits of each 

and emphasise the characteristics that impact both sources. 

H02: There is no significant relationship between external recruitment method and employee 

performance of public institutions in Rivers State 

Recruitment Methods and Employee Performance 

Employee recruitment and selection is a core HRM activity that, when well handled, may 

have a substantial influence on organisational performance as well as lead to a more 

favourable organisational image. A good organization's recruitment and selection processes 

are critical. Having the proper people on board may help to enhance and sustain 

organisational performance. 

Furthermore, effective recruitment and selection are central and critical to the organization's 

successful functioning because it depends on finding people with the necessary skills, 

expertise, and qualifications to deliver the organization's strategic objectives as well as the 

ability to make a positive contribution to the organization's values and aims (Sisson, 

1994).Greater recruiting and selection procedures, on the other hand, result in better 

organisational outcomes. The better an organization's ability to attract and choose applicants, 

the more likely it is to hire and keep pleased personnel. Furthermore, the efficacy of a 

company's selection procedure can have an impact on bottom-line business results such as 

productivity and financial success. As a result, investing in the creation of a thorough and 

valid selection system is a wise investment (Hall & Torrington, 1999). 

Recruitment, as a human resource management activity, is one of the operations that has the 

greatest influence on an organization's success. Recruitment and selection are equally critical 

in guaranteeing worker performance and beneficial organisational outcomes. It is sometimes 

asserted that worker selection occurs not just to replace leaving employees or to add to a 

workforce, but also to put in place individuals who can perform at a high level and exhibit 

dedication. 

Recruitment and selection are critical in determining an organization's efficacy and success. 

If organisations can acquire workers who already have relevant knowledge, skills, and 

aptitudes and can also predict their future abilities, recruiting and selecting staff in an 

effective manner can both avoid undesirable costs, such as those associated with high staff 

turnover, poor performance, and dissatisfied customers, and engender a mutually beneficial 

employment relationship characterised, wherever possible, by 

Pilbeam and Corbridge (2006) give a comprehensive summary of possible positive and bad 

features, stressing that personnel recruitment and selection is critical to the operation of any 

firm, and there are strong reasons to get it right. Inappropriate selection decisions diminish 

organisational effectiveness, invalidate incentive and development schemes, are usually 
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unjust to the individual-recruit, and may be difficult for managers dealing with inappropriate 

staff. Recruiting and selection are critical for every organization's existence, but it doesn't 

stop there. Changing recruits must be produced and evaluated on a regular basis in order to 

keep up with new trends and problems. Employee development raises performance levels, 

which in turn helps firms maintain their growth. 

Methodology 

This study adopted a cross sectional survey research design in studying four (4) public 

institutions which forms our accessible population, however our study units include the 

managerial employees of the firms having that our unit of analysis is organizational and such 

employees are to stand in proxy for the organization. The human resource department 

provided us the data on functional departments within the organization. Out of one hundred 

and forty nine (149) managerial employees we retrieved and analyzed one hundred and six 

(106) copies from managers who were our study objects. The instrument with which we 

elicited data from the respondents is the questionnaire and was analyzed using Spearman’s 

Rank order coefficient of correlation statistical tool. 

 

Results and Discussion 

Table 1.1: Spearman’ rank order correlation coefficient: A test of association between the 

variables 

 Inter.Recru.Method Extern.Recru.

Method 

Emp. Perf 

Spearman's rho 

Inter.Recru.Method 

Correlation Coefficient 1.000 .772
**

 .787
**

 

Sig. (2-tailed) . .000 .000 

N 106 106 106 

Extern.Recru.Method 

Correlation Coefficient .772
**

 1.000 .898
**

 

Sig. (2-tailed) .000 . .000 

N 106 106 106 

Emp. Perf 

Correlation Coefficient .687
**

 .858
**

 1.000 

Sig. (2-tailed) .000 .000 . 

N 106 106 106 

SPSS output, Version 20 – Field Survey, 2021 

 

Table 1.1 presents Spearman's rank order correlation run to ascertain the relationship between 

recruitment methods and employee performance as reported by one hundred and six (106) 

respondents. A strong positive correlation coefficient value was reported between variables 

which were statistically significant (rho = .687**, p = .000 < 0.05 (alpha value) this suggests 

that there is significant relationship between internal recruitment method and the criterion 

variable; also external recruitment method and employee performance reported significant 

values of correlation (rho = .858**, p = .000 < 0.05); accordingly,  

Decision: The null hypotheses stated are rejected and we state that there is significant 

relationship between the dimensions of recruitment method and employee performance of 

public institutions in Rivers State. 

Discussion of Findings 

The study examined the relationship between recruitment method and employee performance 

of public institutions in Nigeria; two hypotheses were formulated as tentative answers to 

research questions raised and were tested to find support for the propositions, thus; 
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The result of the tested H01-2 reported the existence of a significant relationship between the 

dimensions of recruitment method (internal recruitment and external recruitment) and 

employee performance; (rho = .687**, p = .000 < 0.05; rho = .858**, p = .000 < 0.05); 

To support these empirical outputs, theoretical opinions align with them; according to 

Canwell (2004), internal recruitment entails matching an existing employee of the 

organisation to the vacant position. it is also known as a ‘internal labour market’ and it refers 

to the aforementioned arrangements in which existing workers can apply for and be 

considered for organisational openings that arise, resulting in promotion or transfer of present 

employees (Pilbeam, 2006). 

On the other hand, external recruiting resources include: newspaper ads, specialised journals 

and publications, professional organisations, educational institutions, public employment 

services, private employment agencies, labour unions and trade associations, walk-ins and 

mail-ins, and the internet as a new resource (Taylor & Collins, 2000); and current employees, 

unsolicited applicants, educational and professional institutions, walk-ins and mail-ins, and 

the internet as a new resource (Schmidt & Hunter, l998). 

Conclusion 

Evidence suggests that there is a positive and substantial association between recruiting 

tactics and company performance. The techniques used in organisations for recruiting are as 

serious as business, because the success of any organisation, as well as its efficiency in 

operations and service delivery, is dependent on the quality of its workforce that was 

recruited into the organisation through those means. 

According to Armstrong (2006) in Human Capital Theory, people and their collective skills, 

abilities, and experience, coupled with their ability to deploy these in the interests of the 

employing organisation, are now recognised as making a significant contribution to employee 

performance and organisational success. According to Gamage (2014), a systematic 

recruiting process includes finding openings, job analysis, job description, person 

specification, and advertising. In contrast to informal approaches for recruiting and selecting 

personnel, a systematic selection process includes the recruitment process, acquiring 

information about suitable applications, analysing each applicant's qualifications, and making 

hiring choices (Gamage, 2014). The procedures involved in each of the approaches used by 

any organisation have an undeniable impact on the performance of its personnel. 

Recommendations 

i) Promotions are good predictors of employee performance; hence, they should be 

carried out in a participatory manner in which workers, as beneficiary stakeholders, 

engage in choices that influence their performance. 

ii) An open assessment system should be developed so that workers are informed of 

what has been proposed for them; this will allow them to perform better, improve 

in areas where they are lacking, and qualify for promotions. 

iii) Giving employees input on how and when promotions are made, the resources 

available, and how they are to be used for promotions can help encourage staff 

since they will know what to anticipate, when to expect it, and where to expect it. 

iv) Furthermore, in the selection and recruiting process, comprehensive qualifications 

should be emphasised and related to the task to be done, as most qualifications do 

not correlate to the job to be done. 

v) Finally, in order to assist employees offer their best, the human resource 

department should assess them on a frequent basis, as this will keep them on their 

toes and help enhance performance. 
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