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E-Recruitment offers many conveniences for companies in the 
recruitment process. This research aims to analyze the 
opportunities and challenges of E-Recruitment in the human 
resource recruitment process in the company environment. The 
research method used involves a systematic search and 
comprehensive review of various sources of information, such as 
scientific journals, books and published articles. The results of the 
literature review show that many companies have implemented 
E-Recruitment systems and abandoned existing conventional 
recruitment systems. Overall, online recruitment provides 
benefits and convenience in terms of efficiency, wider access, and 
better data analysis capabilities, all of which can increase the 
effectiveness of the recruitment process for companies, although 
they still have obstacles and challenges that need to be overcome. 
This research can serve as a guide for companies planning to 
adopt or improve E-Recruitment systems. 
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INTRODUCTION 

In an organization, human resources are the most important asset and play 
an important role in the progress of an organization. The success or failure of an 
organization depends on the employees who work in the organization. without 
creative work and positive contributions from employees, the organization cannot 
develop. Therefore, it is necessary to have a recruitment and selection process in 
the organization. Human resources are by far the most important asset for an 
organization. Human resources are by far the most important asset for an 
organization (Safrizal et al. 2020). The current sources of competitive advantage 
are innovation and creativity (Safrizal, 2023). Competence is the ability to apply 
knowledge, skills, behavior and personality to carry out individual and 
organizational tasks in order to achieve superior work performance (Hidayat et al., 
2022). 
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The word recruitment means the right person for the right job, according to their 
skills and qualifications. In the era of technological development all work must be 
done with the help of the internet. Everything, including the way we think, live, 
communicate, culture, economy, demography and even society has been affected. 
Focus on technologies that enable MCS to be implemented in smart cities, such as 
task management, data collection, incentive systems, monitoring, and cost-saving 
tools (Wildan et al., 2023). The era of globalization is always marked by rapid 
changes in overall economic conditions which cause a number of demands to 
emerge in response to the changes that occur (Safrizal et al. 2020). 

by these technological changes. Technological changes have changed the 
work in life. In an organization there is always a need for trained and skilled 
manpower, this is how recruitment came into existence. E-Recruitment is also 
known as online recruitment. E-Recruitment is the use of technology to aid the 
recruitment process. In the traditional way, the recruitment process is different and 
in the modern way, the electronic recruitment process switches within the 
organization (Rahmawati, SE. MM. & Ratnasari, SE. MM., 2021). Efficiency can be 
improved by identifying the distribution of marketing costs among various 
intermediaries in the marketing channel (Syarif et al., 2022). Some networking sites 
that recruit employees into organizations, for example, Nakuri.com, Monster.com, 
Shine.com, fresher's world, Times jobs, LinkedIn, Free jobs alert, and others. 

Technological development, in the aspect of employee recruitment is one 
of the most important parts and has an influence on the development and progress 
of the company. Technology impacts organizational and business performance 
(Purnomo et al., 2021). In the recruitment process, what is often a problem is that 
the results of recruitment are not in accordance with the needs of the company, 
which can hinder the development of the company. Many companies in Indonesia 
have followed the E-Recruitment system to save time for job seekers, help and 
increase the success of the recruitment process, namely by reducing the number of 
applicants who look less or do not meet the requirements (Malik & Mujtaba, 2018). 
Along with increasingly sharp competition due to rapid technological changes and 
drastic environmental changes in every aspect of human life, every organization 
needs human resources who have the competence to be able to provide excellent 
and valuable services (Faidal & Anshori, 2011). 

Before video technology developed, recruitment in remote employee 
interviews was done using the telephone. However, the disadvantage was that the 
company and the candidate could not meet face-to-face. Now, in conducting E-
Recruitment, companies use video interviews, both one-way and two-way. 
Although E-Recruitment offers many conveniences, companies must still be careful 
and must use the right strategy. Digitalization gives more power to customers and 
makes businesses think about how to win the market (Jannah, 2021). This is 
because the recruitment process must be in line with the vision, mission, and 
values of the company. Internet users use the internet to communicate and make 
transactions, sell goods, do business, and work (Andriani et al., 2022). We can 
conclude that with the existence of E-Recruitment, it is easy for both applicants and 
companies (Ratnasari et al., 2022). 

The times change many things, including in the world of work where 
companies switch from recruiting employees offline to online. E-Recruitment does 
provide a number of advantages, both for companies and applicants, such as 
being more effective, efficient and flexible because the selection process to 
interviews can be done anywhere and anytime. However, on the other hand, online 
recruitment barriers are an obstacle that needs to be considered as well. Given that 
there are case studies of online recruitment barriers and challenges being ignored, 
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it is very possible that companies fail to get candidates who match the 
qualifications and needs. 

 
RESEARCH METHODS 

This research uses the literature study method to collect and analyze data 
relevant to the topic of E-Recruitment opportunities and challenges. This literature 
study involved a systematic search and comprehensive review of various sources 
of information, such as scientific journals, books, and published articles. Strict 
selection criteria were applied to ensure only high-quality sources were included in 
the analysis. Furthermore, the information obtained from the literature review was 
synthesized and critically analyzed to identify key findings and relationships 
between variables. This method allowed the authors to produce solid and in-depth 
findings on how E-Recruitment opportunities and challenges, as well as provide 
recommendations for practitioners and policy makers. 

 
RESULT 

Recruitment is the main element in human resource management that serves 
to produce human resources for a company (Malik & Mujtaba, 2018). The first use 
of the word E-Recruitment was in an article published in the 1990s (Bodea, C., 
Bodea, V., & Zsolt, 2003). Later in the 20th century, E-Recruitment became 
increasingly popular. E-Recruitment consists of 2 elements namely E and 
Recruitment, E stands for electronic and recruitment is the process of getting 
workers with the right job position (Malik & Mujtaba, 2018). E-Recruitment or online 
recruitment is defined as a way to attract potential job candidates using the internet 
or can be called recruitment via the internet (Rahmawati, SE. MM. & Ratnasari, SE. 
MM., 2021). According to Chuks Okolie & Irabor (2017) E-Recruitment is the 
utilization and integration of the use of internet technology for better recruitment 
activities and creating a competitive advantage over companies in the same 
market.  E-Recruitment according to Ratnasari et al. (2022) is a recruitment 
process that is carried out online and refers to posting vacancy information on 
company websites and web vendors. The existence of E-Recruitment offers many 
conveniences for both applicants and companies. This online recruitment allows 
applicants to send their application letters via electronic media such as e-mail. E-
Recruitment is a series of processes to find and recruit the best qualified 
candidates for a job opening in a timely and cost-effective manner (Hada & Gairola, 
2015a). The employee recruitment process includes analyzing job requirements, 
attracting candidates, screening the best candidates, hiring and welcoming 
employees. 

It can be concluded that E-Recruitment is a series of processes to attract 
prospective employees with the best qualifications through the use of internet 
technology so as to facilitate applicants and companies. The basic implementation 
of E-Recruitment according to Hada & Gairola (2015b), as follows: 
- Tracking, Helps to track the status of candidates related to the job applied for. 
- Employer’s Website, providing detailed information related to job 

opportunities and collection. 
- Job Portals, containing job advertisements posted by employers and 

agencies. 
- Online Testing, candidate evaluation activities through the internet.  
- Social Networking, such as LinkedIn, Google, Facebook can help to find 

career opportunities.   
 

The main reasons companies implement E-Recruitment are that it can improve 
the company's image, minimize recruitment costs, reduce the use of paper 
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administrative documents, and sophisticated web tools provide convenience to the 
recruitment team (Hada & Gairola, 2015b). E-recruitment as a bridge between 
employers and job seekers, with a wider range of choices and opportunities for 
companies and applicants. E-recruitment has several advantages, namely 
recruitment advertisements can be utilized longer than the use of paper 
advertisements. Job advertisements can also be changed at any time and 
companies can write complete & detailed job descriptions so that they can answer 
frequently asked questions. Then, according to Chuks Okolie & Irabor (2017) the 
reason for switching to E-Recruitment activities is because the HR function mostly 
wants to utilize web 2.0 technology due to the inadequacy of the paper-based 
recruitment process. Managers and line managers indicated that unsystematic 
recording of information and improper storage of paper-based applications led to 
delays in screening candidate applications. This can increase the time and cost of 
recruitment activities, while reducing the quality of recruitment due to incompetent 
practices, human error, and others (Depardieu, G. & Islam, 2008). According to 
Radhika et al. (Radhika et al., 2015), some of the advantages of E-Recruitment 
include: 

It’s cost effective, putting job advertisements on the internet is much cheaper than 
putting them in newspapers, magazines, and other media. 

- Using social media such as Facebook and Twitter can be used as a free 
publication place for job advertisements, then it can be linked to the company 
website so that candidates can see the job specifications and can follow up. 

- Clear communication, press releases have a word limit that causes the 
message to be unclear. On the internet, there is no word limit and all 
information is presented in detail. In addition, the application process is 
automated and provides feedback to candidates who do not meet the 
requirements. 

- Broader search, deeper pool, the vast reach of the internet gives companies 
the advantage of being able to reach a wider range of candidates so as to 
increase the chances of finding the right candidate. 

- Improved standardization and compliance, the information provided by 
candidates is in a standard and uniform format, making it easier for 
comparison. This allows for a more objective assessment of candidates for 
shortlisting. 

- Faster time-to-appointment, the recruitment administration system is 
automated, such as posting a complete job vacancy on the internet which only 
takes a few minutes. Submission and response times can be immediate. 

- Adoption is growing – especially among younger candidates, In a 
January 2012 survey conducted by UK market intelligence company Key 
Note, 43.9% of respondents said they had used the Internet (via a mobile 
connection or traditional Internet) to search for a job. In the Key Note survey, 
16.9% of those who applied for a job online received an interview. Considering 
that 18.5% of respondents used the Internet to apply for jobs online, this is a 
very high success rate. In addition, 12.7% of respondents who said they 
applied for a position via the Internet have found a job. 

- Green solution, Data collection and compilation, archiving of records and all 
related administrative work is done electronically, resulting in significantly less 
paperwork. Significantly less physical space is used for file storage, and 
overall, the ecological footprint is smaller than traditional recruitment methods. 
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Many companiels arel now taking thel nelxt stelp to involvel thel usel of thel 
intelrnelt in thelir relcruitmelnt procelss: sellelcting suitablel candidatels can takel a lot 
of timel as welll as relsourcels, elspelcially if many applicants relspond to job 
advelrtiselmelnts (Chuks Okoliel & Irabor, 2017). Software l applications arel currelntly 
availablel for screlelning (Omolawal, 2015). Thel advelnt of videlo confelrelncing can 
bel useld for onlinel intelrvielws, whilel job offelrs and accelptancels can also bel madel 
onlinel with ellelctronic signaturels. According to Eltomi in Chuks Okoliel & Irabor 
(Chuks Okoliel & Irabor, 2017), thel procelss of El-Relcruitmelnt and ICT utilization is 
summarizeld as follows: 

● Organizations/companiels post job advelrtiselmelnts on thel intelrnelt (own 
welbsitel or elmploymelnt agelncy welbsitel). 

● Intelrelsteld applicant candidatels relact by submitting thelir ellelctronic 
relsumels 

● Relsumels arel screlelneld ellelctronically or automatically by thel systelm 
● Thel matching systelm convelrts thel elxpelrielncel summary into a skills 

summary 

● Applicant with matching profilels arel contacteld ellelctronically 
● Intelrvielws arel conducteld onlinel or using a computelr at a preldeltelrmineld 

location 

● Subselquelnt discussions arel conducteld by tellelphonel, elmail or videlo 
confelrelncel 

● Relquirelmelnts approveld 
● Offelr madel and accelpteld 

 
Basically, El-Relcruitmelnt works on softwarel and somel softwarel containeld in we lb 
2.0 Artificial Intellligelncel (AI), HR Softwarel, Application Tracking Syste lm (ATS) 
and so on. Thel latelst trelnd in El-Relcruitmelnt is thel usel of mobilel applications to 
find jobs such as linkeldin applications, Instagram, Face lbook, and so on (Chuks 
Okoliel & Irabor, 2017). Thel usel of thelsel mobilel applications makels it elasielr for 
applicants to find jobs that suit the lir passions. In addition, the l corporatel welb also 
plays a major rolel in finding potelntial candidatels. Various social meldia neltworking 
sitels arel availablel and linkeld to thel company welbsitel. 
 El-Relcruitmelnt facels many challelngels and hurdlels in its journely to succelss. 
Challelngels in thel implelmelntation of El-Relcruitmelnt according to Rathelel elt al. 
(Rathelel elt al., 2017), namelly: 

● Thelrel arel misjudgmelnts belcausel elmployelrs cannot asselss thel quality of 
candidatels without intelracting direlctly with thel candidatels so it is 
concludeld that thel systelm is lelss relliablel. 

● Lack of pelrsonal touch causels difficultiels for elmployelrs to asselss 
candidatels as elmployelels may bel reldundant in thelir applications 

● Thelrel arel somel privacy issuels involveld as candidatel profilels arel 
availablel on onlinel job portals 

● Intelrnelt connelctivity is a must belcausel if thelrel is no intelrnelr connelction, 
thel candidatel cannot chelck thel portal or sitel 

● Someltimels duel to high telchnicality of welb forms, job selelkelrs find it 
difficult to apply onlinel as thely arel not computelr savvy. 

● Thelrel is also thel issuel of fakel offelrs as it is difficult for candidate ls to filtelr 
out fakel offelrs from gelnuinel offelrs 

● Thelrel is an issuel of old postings as e lmployelrs forgelt to delleltel old 
postings elveln aftelr thel position is filleld.  
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DISCUSSION 
Relselarch conducteld by Puri & Wisnu (2020) at the l company PT Cipta 

Anelka Sellelra which has implelmelnteld El-Relcruitmelnt. In implelmelnting El-
Relcruitmelnt, thelrel arel selvelral obstaclels that arel ofteln elncountelreld by 
companiels, onel of which is thel largel numbelr of prospelctivel applicants who 
relgistelr so that it takels longelr for thel relcruitmelnt telam to carry out administrative l 
sellelction. Thel melthods useld in thel implelmelntation of El-Relcruitmelnt arel Onlinel 
Job Boards and social meldia. Thel usel of Onlinel Job Boards and social meldia. 
This relselarch usels a delscriptivel qualitativel melthod whelrel data is obtaineld by 
conducting intelrvielws with kely informants, namelly managelrs and elmployelels in 
thel Human Relsourcels delpartmelnt of PT Cipta Anelka Sellelra who arel direlctly 
involveld in thel implelmelntation of El-Relcruitmelnt. It can bel concludeld that thel 
implelmelntation of El-Relcruitmelnt of PT Cipta Anelka Sellelra collaboratels thel 
telchnology systelm, and Human Relsourcels, which indeleld has a velry important 
rolel in thel implelmelntation of El-Relcruitmelnt. Onlinel Job Boards and social me ldia 
attributels arel proveln to increlasel thel intelrelst of applicants so that companie ls can 
havel a highelr chancel of sellelcting qualifield prospelctivel workelrs. 
 In its implelmelntation, thel company can delvellop relcruitmelnt softwarel that 
can shortlist automatically so that the l administrativel sellelction procelss no longelr 
nelelds to bel donel manually. El-Relcruitmelnt in this company is also confirme ld by 
applicants who statel that relcruitmelnt in this way is quitel elasy to follow and do. 

 
Relselarch conducteld by Faradila Putri elt al (2023) on a company in Tanjung 
Pinang calleld Lava Chelelsel implelmelnteld an elffelctivel El-Relcruitmelnt procelss by 
using social meldia, company welbsitels, and onlinel relcruitmelnt platforms to 
advelrtisel thelir job vacancie ls.  

This relselarch was conducteld using a qualitativel approach by combining 
intelrvielw, obselrvation, and documelntation melthods. In thel sellelction procelss, 
Lava Chelelsel usels intelrvielws, ability telsts, and belhavioral asselssmelnts as thel 
main melthods for sellelcting suitablel elmployelels. Thel Lava Chelelsel HR 
managelmelnt telam conducts carelful obselrvation and elvaluation of prospelctivel 
elmployelels during thel sellelction procelss. Thel sellelction critelria applield by Lava 
Chelelsel includel work ability, elxpelrtisel, motivation, and suitability for thel company 
culturel. Good elmploye lel relcruitmelnt and sellelction at Lava Chelelsel has a positivel 
impact on selrvicel quality, work productivity, and the l sustainability of relstaurant 
growth. This relselarch shows that by implelmelnting an elffelctivel relcruitmelnt 
procelss and carelful sellelction, Lava Chelelsel succelelds in geltting elmployelels who 
havel thel compeltelncel and motivation that matchels thel nelelds of thel relstaurant. In 
its implelmelntation, Lava Chelelsel ofteln facels many challelngels and obstaclels in 
relcruiting elmployelels, such as Lava Chelelsel Tanjungpinang having to compe ltel 
with othelr companiels to attract qualifield prospelctivel elmployelels.  

This relselarch by Rahmawati & Ratnasari (2021) highlights thel importancel 
of El-Relcruitmelnt in companiels. Thel purposel of this study was to deltelrminel thel 
elffelct of onlinel relcruitmelnt on job application intelntions; deltelrminel thel elffelct of 
job selelkelr pelrcelptions on job application intelntions. This study conclude ld that 
although El-Relcruitmelnt can speleld up thel relcruitmelnt procelss helld by thel 
company, it doels not affelct thel intelntion to apply for a job from some lonel who is 
locateld far from thel company holding thel relcruitmelnt procelss. Baseld on thel 
findings of this study, it was re lvelaleld that thelrel is a significant positivel rellationship 
beltweleln job selelkelrs' pelrcelptions and job application intelntions. Thelrelforel, El-
Relcruitmelnt selrvicel providelrs arel adviseld to considelr this factor wheln delsigning 
El-Relcruitmelnt welbsitels. To improvel usability, thely can includel information 
relgarding salary, belnelfits, and relwards as welll as othelr organizational policiels 
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and practicels so that job selelkelrs can makel informeld delcisions about thelir 
prospelctivel elmployelrs. 

Relselarch conducteld by Ratnasari (2022) aims to analyze l thel elffelct of El-
Relcruitmelnt on elmployelel pelrformancel, sellelction on elmployelel pelrformancel, 
elmployelel placelmelnt on elmployelel pelrformancel, and El-Relcruitmelnt, sellelction, 
and elmployelel placelmelnt on elmployelel pelrformancel. Thel melthod useld in this 
relselarch is quantitativel melthod. With sampling telchniquels using saturateld 
samplels. Thel relsults showeld that El-Relcruitmelnt has a positivel and significant 
elffelct on elmployelel pelrformancel of PT Cakra Mandiri Pelrkasa, Sellelction has a 
positivel and significant elffelct on elmployelel pelrformancel of PT Cakra Mandiri 
Pelrkasa, and Elmployelel Placelmelnt has a positivel and significant elffelct on 
elmployelel pelrformancel of PT Cakra Mandiri Pelrkasa. 

By maximizing thel usel of telchnology in Elra 4.0, relcruitmelnt can bel donel 
through: 1) Usel of Digital Platforms, Relcruitmelnt Managelmelnt Systelms (Applicant 
Tracking Systelms - ATS). 3) Usel of Big Data and Analytics. 4) Videlo Intelrvielwing. 
5) Onlinel Proficielncy Telst. 6) Artificial Intellligelncel (AI) in Prel-Sellelction. 7) 
Chatbot and Communication Automation. 8) Game l-baseld Asselssmelnt. 9) Social 
Meldia Analytics. 10) Mobile l Relcruitmelnt. Howelvelr, somel things that must bel 
considelreld in thel usel of telchnology in Elra 4.0 must adjust to the l spelcific nelelds of 
thel company to match thel relcruitmelnt stratelgy, increlasel transparelncy and elthical 
usel of telchnology must also bel a concelrn in relcruitmelnt. 

Relselarch by Sofiana elt al. (2022) This onlinel relcruitmelnt providels 
belnelfits for both companiels and candidatels belcausel it is morel flelxiblel, widel-
ranging, savels timel and costs, making it more l elfficielnt and elffelctivel. Howelvelr, in 
gelnelral, thelrel arel still many challelngels found in thel fielld. First, unstablel 
connelction, intelrnelt loss, if in big citiels thel intelrnelt connelction is quitel stablel, but 
in small towns or relmotel arelas intelrnelt connelction is a rarel itelm relsulting in thel 
relcruitmelnt procelss not running smoothly. Se lcond, unsupportivel facilitiels, elveln if 
thel intelrnelt connelction supports someltimels thelrel arel candidatels who havel 
delvicels that arel lacking or do not support the l spelcifications with thel systelm useld 
by relcruitelrs so that it affelcts thel mood of relcruitelrs in thel intelrvielw procelss. 
Third, lelss formality, both relcruitelrs and candidatels may belcomel lelss formal, for 
elxamplel undelrelstimating thel drelss codel during thel intelrvielw. Fourth, thel belst 
candidatels arel misseld, duel to unsupporteld intelrnelt connelctions or delvicels it can 
happeln that thel belst candidatels cannot display thelir advantagels. So that thel 
company has misseld thel belst candidatel who is an asselt to thel company. 

In this relselarch, thel melthod useld is qualitativel melthod and delscriptivel 
approach. Thel relsults of this study El-Relcruitmelnt of contract elmployelels at PT 
Pelgadaian Kanwil IX Jakarta 2 in thel post-pandelmic covid-19 elra is carrield out 
using thel kalibrr application, according to applicable l company relgulations. 
Includels selvelral stagels, namelly opelning vacanciels, chelcking filel sellelction, 
carrying out Onlinel Asselssmelnt, conducting uselr intelrvielws, signing contracts, 
carrying out thel last stagel of elducation and training, theln on board starting work 
with thel placelmelnt of thelir relspelctivel domicilels. PT Pelgadaian Kanwil IX Jakarta 
2 facels various obstaclels elxpelrielnceld during thel contract elmployelel relcruitmelnt 
procelss, namelly that thelrel arel still many prospelctivel candidatels who do not melelt 
thel qualifications in accordance l with thel provisions neleldeld by thel company. For 
elxamplel, for thel provisions of agel, status and motivation of applicants with the l 
typel of work to bel applield for. As welll as thelrel arel still prospelctivel candidatels, 
attaching filel data not in accordancel with thel relquirelmelnts of thel applicablel 
provisions and thel numbelr of prospelctivel candidatels who apply. So that thel 
sellelction procelss takels a long timel. PT Pelgadaian Kanwil IX Jakarta 2 can 
ovelrcomel thelsel obstaclels with solutions carrield out, among othelrs, by 
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disqualifying prospelctivel candidatels who do not melelt thel applicablel qualification 
relquirelmelnts, conducting relcruitmelnt again to gelt prospelctivel candidatels who 
match thel qualification relquirelmelnts neleldeld by thel company and beling sellelctivel 
in sellelcting prospelctivel candidatels. And thel company will disqualify prospe lctivel 
candidatels who do not attach filels according to thel rulels. Belcausel thel company 
only relcruits candidatels who havel propelrly complelteld thel filel relquirelmelnts, in 
ordelr to makel thel relcruitmelnt procelss run optimally and structure ld. 

Relselarch conducteld by Purwanti & Tiarapuspa (2023) showeld that PT 
Bank Rakyat Indonelsia Kanca Tondano conducteld relcruitmelnt during thel Covid-
19 pandelmic onlinel with thel implelmelntation of helalth protocols in thel sellelction 
procelss. Although thelrel arel obstaclels such as social relstrictions, thel company still 
triels to obtain quality elmployelels through strict sellelction stagels. This relcruitmelnt 
procelss aims to elnsurel thel acquisition of elmployelels who havel good work skills 
and motivation. This relselarch highlights thel human relsourcel managelmelnt (HRM) 
practicels during thel Covid-19 pandelmic and its impact on e lmployelel pelrformancel 
at PT Bank Rakyat Indonelsia Kanca Tondano. This relselarch utilizels a qualitativel 
approach. 

Thel relselarch findings show that PT Bank Rakyat Indonelsia Kanca 
Tondano implelmelnteld selvelral HR managelmelnt practicels to improvel elmployelel 
pelrformancel during thel pandelmic. Thelsel practicels includel relcruitmelnt, training, 
and HR delvellopmelnt. Delspitel helalth protocol relstrictions duel to thel pandelmic, 
thel elmployelel relcruitmelnt procelss continuels to run welll. Thel company also 
providels training programs that are l conducteld onlinel through Zoom Melelting and 
othelr meldia. Howelvelr, delspitel good HR managelmelnt practicels, elmployelel 
pelrformancel has delcrelaseld duel to thel Covid-19 pandelmic. This is duel to thel 
obstaclels and challelngels in thel implelmelntation of work duel to thel social 
relstrictions imposeld. Although elfforts havel beleln madel to improvel elmployelel 
pelrformancel, thel pandelmic still has a nelgativel impact on work productivity and 
elffelctivelnelss. This relselarch providels an undelrstanding of how HR manage lmelnt 
practicels arel carrield out during thel Covid-19 pandelmic at PT Bank Rakyat 
Indonelsia Kanca Tondano and its impact on e lmployelel pelrformancel. Thel relsults 
of this study can bel thel basis for companiels to idelntify and ovelrcomel obstaclels in 
thel implelmelntation of work during the l pandelmic and improvel thel elffelctivelnelss of 
HR managelmelnt practicels to support elmployelel pelrformancel in this difficult timel. 

Ovelrall, thel relsults of thel 6 studiels rellateld to thel opportunitiels and 
challelngels of El-Relcruitmelnt, this melthod is still relcommelndeld and implelmelnteld 
in largel companiels in thel world, including in Indonelsia whilel elnsuring that thel El-
Relcruitmelnt procelss is in accordancel with proceldurels to gelt qualifield elmployelels 
and thel currelnt form of telchnology implelmelntation. Delspitel thel obstaclels and 
challelngels, companiels continuel to strivel to improvel relcruitmelnt elffelctivelnelss and 
achielvel optimal elmployelel pelrformancel.  In thel elra of 4.0 and thel delvellopmelnt of 
telchnology today, many companiels havel switcheld to using El-Relcruitmelnt instelad 
of thel traditional melthod as donel belforel. Ovelrall, onlinel relcruitmelnt providels 
belnelfits in telrms of elfficielncy, widelr accelss, and belttelr data analysis capabilitie ls, 
all of which can increlasel thel elffelctivelnelss of thel relcruitmelnt procelss for 
companiels elveln though it still has challe lngels and obstaclels, but can still be l 
ovelrcomel by companiels. 

 

CONCLUSION 

Baseld on thel relsults of thel discussion it can bel concludeld, El-Relcruitmelnt 
is a selriels of procelssels to attract prospelctivel elmployelels with thel belst 
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qualifications through thel usel of intelrnelt telchnology so as to facilitatel applicants 
and companiels. thel usel of El-Relcruitmelnt can improvel thel imagel of a company, 
minimizel relcruitmelnt costs, relducel administrativel documelnts, and providel 
convelnielncel to thel company's relcruitmelnt telam. El-Relcruitmelnt is relcommelndeld 
and should bel implelmelnteld in companiels, elspelcially thosel in Indonelsia. Although 
thelrel arel many obstaclels and challelngels in implelmelnting El-Relcruitmelnt, thelrel 
arel also many belnelfits of onlinel relcruitmelnt. In addition to elfficielncy and widel 
accelss, thel ability to analyzel data in thel El-Relcruitmelnt procelss can increlasel thel 
elffelctivelnelss of thel relcruitmelnt procelss. 
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