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Abstract: This paper seeks to investigate the impact recruitment 

and placement on corporate organization in Port Harcourt. The 

study adopted a structured questionnaire to obtain data from 

172 employees of different organization under the study. 

Statistical package for social sciences (SPSS) version 23.0 was 

utilized for data analysis. Findings from the study revealed that 

when staff are properly recruited  and placed at the position they 

are qualified for , they tends to perform well and contribute 

immensely to the goal and objectives of the organization. 

Furthermore, it showed that the effectiveness and objective of 

the recruitment program will not be achieved without a proper 

analysis of the job the incoming individuals are expected to do, 

are clearly stated .It was recommended among others that a 

proper job placement should be conducted by management 

before initiating the recruitment and selection process. 

Keywords: recruitment, job placement, organizational 

performance. 

I. INTRODUCTION 

In the past, the main emphasis of most companies has been on 

production and sales, but owing to changes in the business 

environment, the paradigm has shifted. Recruitment, 

selection, and placement of workers are the most important 

aspects of human resource management, therefore companies 

are looking for better and more sustainable methods. 

Increasingly, businesses are implementing green recruiting 

methods in order to improve their overall efficiency and 

effectiveness. People that have environmental management 

abilities, knowledge, and behaviors in a company are hired via 

green recruiting. In the opinion of Wehrmeyer (1996), this 

type of recruiting may assist businesses in achieving high 

levels of efficiency and environmental stewardship by 

ensuring that newly hired employees are aware of the firm's 

environmental culture and are able to uphold the firm's 

environmental principles. Firms whose primary aim is 

environmental preservation, protection, and corporate 

ecological balance have adopted green human resource 

management practices. The acquisition of human capital has 

been the focus of business organizations in recent years. Since 

the enterprise's goal cannot be accomplished without the 

employees' help, they are crucial to the organization's 

existence. 

Companies have also shifted from the conventional technique 

of recruiting to e-recruiting to remain competitive in the 

digital era, as many organizations are moving to e-

recruitment. It is increasingly important for an organization's 

capacity to compete in the global talent market to be able to 

attract and acquire top-notch people quickly. While many 

companies used paper-based recruiting methods for decades, 

in the last twenty years, there has been a move to electronic 

recruitment. It has been suggested by Lee (2011) that E-

recruitment is the use of electronic methods and technology in 

order to identify, attract, and select prospective workers. 

Since the number of candidates for empty positions in 

companies has increased, Adeyemi et al (2015) observed that 

recruiting is becoming an issue for many organizations, as it 

pertains to finding a qualified applicant who can successfully 

fill a vacant job. If a company wants to expand and develop, it 

must be able to successfully hire high-quality people in key 

roles, no matter how expensive that process may be, as 

recommended by Peter Drucker (National University of 

Ireland , 2006). To put it another way, the success and 

longevity of every particular company depends on how well 

its employees perform. Djabatey (2012) has highlighted that a 

good personnel strategy is essential for organizations to be 

highly competitive. For this reason, recruitment is essential, 

according to Ekwoaba et al (2015). Individuals must be 

recruited promptly, in sufficient numbers, and with the 

appropriate credentials to accomplish the organizational goal. 

However, the recruiting and placement process will not be 

successful if a suitable job placement and specification of job 

is not done before the recruitment, selection, and placement 

procedures are started. As Okunade (2015) points out, the goal 

of the job placement and specification process is ensuring new 

and existing employees know their job title, job location, 

summary, reporting to and know what to do when, how and 

where in order to carry out activities in an efficient and timely 

manner as well as possessing the required skills, knowledge, 

education, training, and responsibilities when they are hired 

and employed. Job should be deconstructed, according to 

(Holst and Pancoast, 1921) in order to provide a 

comprehensive overview and general explanation of its 
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component elements. Therefore, as McCormick (1970) 

argues, this will enable the managers to explicitly declare As 

the worker's reporting officer (supervisor or head of 

department), he must describe the precise tasks he must 

accomplish, as well as the relationships he must maintain with 

others such as superiors and peers as well as his or her 

subordinates. As well as the tools and resources that will be 

needed to accomplish the job, Context of the job, such as the 

physical circumstances of the work environment and the work 

schedule. This includes technical skills, specific training and 

previous work experience. There are many different types of 

personal traits such as aptitudes and physical characteristics. 

When a company knows what to anticipate from a potential 

employee before they are hired, the recruiting process is made 

easier. The use of appropriate methods in collecting 

information about a position is also essential for successful 

placement. There are a variety of techniques that may be used 

to gather data. To assist management determine labor 

requirements, recruiting and selection, pay and salary 

administration, employee training and development as well as 

performance appraisals as well as health and safety etc. 

(McCormick 1970) Having all of this information allows the 

management to put safeguards in place before the recruiting 

process begins. 

Research problem 

Recruiting the right people is crucial to a company's long-term 

success and productivity. As a result, finding the appropriate 

people and placing them in the proper places and tasks is 

critical to guaranteeing organizational success. 

The prevalence of company failures and low productivity 

among employees in service organizations in Port Harcourt 

has unfortunately increased as a result of poor recruiting and 

people acquisition and placement practices. As a result of 

poor recruiting and placement of workers, several service 

businesses in the area have had to lay off large numbers of 

employees. However, despite several comments on the 

significance of recruiting (Costello 2006; Jovanovich 2004; 

Miyake, 2002). This strategic measure has been overlooked 

by many corporate service businesses, who have instead relied 

on the traditional technique of recruiting and placement. It is 

base on this background that motivated the researcher to 

examine the impact of recruitment and placement on 

organizational performance in corporate service organization 

in rivers state.  

Objective of the Study 

The main objectives of the study are to examine the following 

i. The relationship between recruitment and job 

placement in corporate organizations in Port 

Harcourt. 

ii. The impact of recruitment and placement on 

organizational survival in corporate organizations in 

Port Harcourt. 

iii. The effect of job descript and specification on 

employees performances in corporate organizations 

in Port Harcourt. 

Hypothesis of the Study  

 Ho1: there is no significant relationship between recruitment 

and job placement in corporate organizations in Port 

Harcourt 

Ho2: Recruitment and placement has no significant impact 

on organizational survival in corporate organizations in 

Port Harcourt. 

Ho3: There is no significant effect between job description 

and specification on employee’s performances in 

corporate organizations in Port Harcourt. 

II. LITERATURE REVIEW 

 Concept of recruitment 

Recruitment is the process of identifying qualified candidates 

for current or projected employment openings within a 

company. Additionally, it may be defined as the technique of 

supplying an organization with the job candidates it requires 

and matching the applicant to the appropriate task based on 

his or her qualifications, experiences, training, and expertise. 

Additionally, it may be viewed as the act of 

connecting/bringing together people with job openings and the 

need to fill them with those seeking employment. Through an 

effective job specification and explanation, a high-quality 

recruitment campaign advertisement should grab the attention 

of competent, qualified applicants, not the unqualified. 

Job placement 

According to Mathis and Jackson (2004), the final stage in the 

employment process, immediately following selection, is 

placement. Placement is the process of matching someone to 

the proper employment. Workers placement is a key problem 

in human resource practices since it is also connected with 

expenses; for example, with appropriate placement, 

organizational costs of operation and training will be 

influenced. Employees that fail to meet their job objectives 

will pay significant expenditures and lose time. In their 

Person-Job Fit research, Mathis and Jackson (2004) stated that 

the following three items must be satisfied in agreement with 

the aspects of the work, which are Knowledge, Skills, and 

Abilities (KSA). According to them, when these three 

elements meet and are appropriate, their impact will enhance 

employee performance, minimize turnover, absenteeism, and 

other human resource management difficulties. 

III. THEORETICAL FRAMEWORK 

The theoretical foundation of this study rest-on two theories: 

human capital theory and Resource Based theory. 
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Human capital theory 

The human capital hypothesis holds that people and their 

aggregate talents, abilities, and experience are crucial to 

organizational performance, as well as representing a major 

source of competitive advantage. According to Armstrong 

(2006), the premise of human capital theory is that people and 

their collective skills, abilities, and experience, coupled with 

their ability to deploy these in the interests of the employing 

organization, are now recognized as making a significant 

contribution to organizational success and also constituting a 

significant source of competitive advantage. 

Resource base theory 

According to Barney (1991), a commercial firm may achieve 

a sustained competitive advantage only if it has a human 

resource pool that is valued, uncommon, and cannot be copied 

or replaced by other companies (Barney, 1991). This idea 

encourages organizations to review their workforce on a 

regular basis to ensure that they have the appropriate people 

with the right talents in the right locations to guarantee long-

term competitive advantage. Furthermore, in the case of a 

labor shortage, management should compensate by using 

suitable recruiting and selection criteria (Barney, 2001). This 

will allow management to compete in the environment in 

which they operate. Only through recruiting, placing, and 

retaining outstanding employees can an organization enjoy 

and create a strong human capital advantage. 

According to this idea, the calibre of the people employed and 

the quality of their working relationships account for the 

majority of a firm's success or weakness. To that aim, Boxall 

(1998) discovered that companies that attract and retain 

outstanding employees have the potential to generate human 

capital advantage. According to Sarka and Kumar (2007), 

most companies can obtain technology and money at any time 

and for a fee, but it is difficult to acquire a ready pool of 

highly skilled and motivated people. As a result, in order to 

stand out, businesses must exercise extreme caution 

throughout the recruiting and selection process. 

Empirical Frame Work 

Jonathan et al (2012) conducted a study on the effect of 

recruitment and selection of employees on the performance of 

small and medium enterprises in Kisumu Municipality- Kenya 

the findings of the study reviewed that there is a significant 

effect between recruitment/selection and SMEs performance, 

that recruitment and selection is responsible for 72.4% of the 

variations in the performance of the SMEs. Thus, the more 

effective the recruitment processes the higher the performance 

of the SMEs. 

Ekwoaba, Ikeije and Ufoma (2015), studied the impact of 

recruitment and selection criteria on organizational 

performance .It was discovered in the study that recruitment 

and selection criteria have significant effect on organization’s 

performance. The findings suggested that the more object 

management are in recruitment and selection criteria, the more 

improved the organization’s performance. 

Kepha, Mukulu and Waititu (2012). In their study the 

influence of recruitment and selection on the performance of 

employees in research institutes in Kenya, using a descriptive 

design, with a sample size of 256 employees of the population 

drawn from all Government owned research institutes, the 

study findings reviewed a moderate level of significance at 

0.374 (p=0.000) correlation between employee performance 

and recruitment and selection. 

Opayemi, and Oyesola (2013) In an attempt to ascertain 

socio-demographic issues as influencing perception of the link 

between selection interview, selection test and employee 

performance. Findings from the work reviewed that 

employees in the age range of 20-25 years recorded the 

highest mean score on perception of the link between 

selection interview, selection test and employee performance. 

Thus, a well standardized recruitment and selection test can 

predict employee’s performances.  

IV. METHODOLOGY 

The study was conducted in Port Harcourt using a descriptive 

survey research design. A well structured questionnaire was 

used to obtain data from 80 employees of the three selected 

organization in port Harcourt (Spar Nigeria, Everyday 

supermarket and Market Square plc.). 

However, due to unavailability of large population of staff in 

those branches due to the 2020 Covid-19 pandemic, a 

purposive sample technique was used to select a sample of 60 

employees .The researcher in an attempt to gain attention and 

consent of the respondents, since they are adult from 18years 

and above, gave a brief objective and goal of the study prior to 

the distribution. This is consistent with the suggestion of 

Thomas et al (2005). The questionnaire was structured in five 

(5) sections (Section A – E). Section A compose  the 

demographical variables of the respondents, Section B 

contains five (5) vital questions on recruitment and placement 

, Section C contains relevant questions on employees 

performances , Section D contains relevant questions on  

organizational performances, E contains relevant questions on 

job placement. Data was analyzed with the help of SPSS 23.0. 

Descriptive analysis was adopted to analyze the 

demographical characteristics of the respondents while 

Pearson Moment Coefficient Correlation and simple 

regression was utilized respectively to test the three raised 

hypotheses in the study. 

V. DATA ANALYSIS AND INTERPRETATION 

Statistical Test of Hypothesis  

The three hypothesis used for the paper was tested at 95% 

confidence level (or 5% level of significance) and the 

probability value (PV). The decision rule is that, if the PV is 

less than 0.05, we reject the null hypothesis. However, if the 
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PV was found to be greater than 0.05, we accept the null 

hypothesis. 

Hypothesis One: There is no significant relationship between 

recruitment and job placement in corporate organizations in 

Port Harcourt 

Table 1.                                               Correlations 

 

Recruitment 

And 

Placement 

Job 
Placement 

Recruitment 

And 

Placement 

Pearson 

Correlation 
1 .323** 

Sig. (2-tailed)  .000 

N 60 60 

Job 

Placement 

Pearson 

Correlation 
.323** 1 

Sig. (2-tailed) .000  

N 60 60 

**. Correlation is significant at the 0.05 level (2-tailed). 

 

Interpretation 

Pearson correlation Value of hypothesis is 0.323 (32.3%). It 

shows that there is  a moderate and positive relationship 

between the dependent and independent variables with r value 

of 0.323(32.3%) with significant level of 0.000 which is 

greater than 0.05 (5%).Hence, it is concluded that there is a 

significant relationship between recruitment and job 

placement in corporate organizations in Port Harcourt. 

Therefore, the decision would be to a reject the null 

hypothesis (HO). This means the effectiveness and objective 

of the recruitment program will not be achieved without a 

proper analysis of the job the incoming individual is expected 

to do, are clearly stated .furthermore, it also means that in 

every successful job recruitment  in the organization , the job 

placement process contributes 32.3 % to its success .thus, 

increasing  the operation of human resource manager saving 

more time and energy for the human resource manager .This 

is in consistent with the work of Ekwoaba, Ikeije and Ufoma 

(2015) who suggested that the more object  management are 

in recruitment and selection criteria, the  more improved the 

organization’s performance. 

Hypothesis two: Recruitment and placement has no significant 

impact on organizational survival in corporate organizations 

in Port Harcourt. 

Table 2.                                               Correlations 

 

Recruitmen

t and 

Placement 

Organizati

onal 

Survival 

Recruitment And 
Placement 

Pearson 

Correlation 
1 .452** 

Sig. (2-tailed)  .000 

N 60 60 

Organizational Pearson .452** 1 

Survival Correlation 

Sig. (2-tailed) .000  

N 60 60 

**. Correlation is significant at the 0.05 level (2-tailed). 

Interpretation 

Pearson correlation Value of hypothesis is 0.452 (45.2%). It 

shows a moderate and positive relationship between the 

variables with r value of 0.452(45.2%) and significant level of 

0.000 which is greater than 0.05 (5%).therefore, it is 

concluded that there is a significant relationship between 

Recruitment and placement on organizational survival in 

corporate organizations in Port Harcourt. 

 The findings suggests that when staff are properly recruited  

and placed at the position they are qualified for , they tends to 

perform well and contribute immensely to the goal and 

objectives of the organization. Thus, decreasing the mortality 

of organizations in its competitive environment. Furthermore, 

it also implies that the more strategically and effective the 

recruitment and placement process, the higher the chances of 

organizational survival .The decision would be to strategically 

plan the recruitment program in such a manner that it will 

accommodate the organizational goal .This finding is in 

consistent with Opayemi, and Oyesola (2013) who asserted 

that a well standardized recruitment and selection test can 

predict performances.  

Hypothesis three: There is no significant effect between job 

description and specification on employee’s performances in 

corporate organizations in Port Harcourt. 

Table 3: Correlations 

 B 
Std. 

Error 
Beta   

1 

(Constant) 3.256 .482  6.749 .000 

job 

description 
and 

specification 

.672 .051 .697 13.172 .000 

a. Dependent Variable:  employees performance 

 

R = 0.697; R2
 = 0.485; Adjusted R2 = 0.483; Sig = 0.000; F Stat = 173.491 

Table3 gives an explanation on the results of the regression 

analysis. The analysis disclose that there is a significant effect 

of job description and specification on employees 

performances in corporate organizations in Port Harcourt; (R 

= 0.697; R
2
 = 0.485; Adjusted R

2
 = 0.4832; Sig = 0.000). 

These indicate that of the variation in employee’s 

performances; job description and specification is responsible 

for 48.5%. Also, the F-values statistics (173.491) shows that 

the overall equation is significant at (Sig. level=0.000; P< 

0.05). Therefore, the null hypothesis (H0) which states that job 

description and specification has no effect on employees 

performance will be rejected. Furthermore, it also means that 

an ill analyzed job can distort the efficiency and effectiveness 
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in carrying out a specific task which will in turn affect 

employee’s productivity. This position, is in consistent with 

the work of Kepha, Mukulu and Waititu (2012) which 

disclosed a moderate level of significance at 0.374 (p=0.000) 

correlation existing between employee performance and 

recruitment and selection. 

VI. CONCLUSION 

The research indicates that businesses will do exceptionally 

well when their recruiting strategy and program are aligned 

with the organization's goals and objectives. This is due to the 

fact that the quality of workforce management hires will either 

improve or decrease its productivity in a competitive setting. 

When workers are carefully recruited and positioned in the 

company, with a clear knowledge of their tasks and 

responsibilities, management can expect high levels of 

productivity from dedicated employees. A well-analyzed task 

also provides direction and purpose to the company. 

VII. RECOMMENDATION 

Base on the findings above, it is therefore recommended that 

i. A proper job placement should be ensured by 

management just after initiating  the recruitment 

process .Thus this will save management to time and 

cost of training employees on a particular task  

ii. Management should contract a third party 

recruitment firm (professionals) to effectively screen 

and recruit the most qualified candidate. This is 

because when a qualified candidate are being 

recruited and position rightly, he/she tends to be 

more committed in achieving organizational goals. 

iii. An employee’s job description should be clearly 

stated and specified to avoid ambiguity. This will 

enable employees to function effectively to achieve a 

set goal. 
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