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Abstract

Nowadays, attracting skilled and talented workforce has become a challenge for many
organizations. Identifying and promoting the factors affecting organizational attractiveness
to attract talented human resources has a competitive value. The purpose of the present
applied research was to determine the effect of dependent and independent information
sources on job seekers' perception of organizational attractiveness and recruitment of skilled
labor. The research method in this research is descriptive-correlational. The statistical
population of this study consisted of students of public, Payame Noor and Azad universities
of Zanjan and the sample size of the study was determined by Cochran's formula to be 240
Keywords: people. The data collection tool was a standard questionnaire that for localization, its validity
Social influence, was again confirmed using content validity and convergent validity and its reliability was
organizational attractiveness, | confirmed using combined reliability and Cronbach's alpha equal to 0.870. Descriptive
perceived usefulness, ease of | findings were extracted using SPSS24 software and the conceptual model of the research and
its quantitative data were processed by structural equation modeling using SmartPLS2.6
software. Findings showed that perceived usefulness, ease of use, informational social
influence and normative social influence have a significant effect on the perception of
organizational attractiveness.

use, information resources

Extended abstract

1. Introduction

One of the main human resource subsystems is
recruitment. This process can be considered from
pre-entry to individual return, which includes the
topics of planning, hiring and selection
(Nargesian et al, 2017, p. 80). In the current
business environment, hiring high quality
employees is a fundamental strategic value for
organizations. The importance of this issue is

such that some experts consider it as the
cornerstone of the success of organizations.
Accordingly, organizations today should not only
seek to recruit, but should be able to attract
manpower (Hamidizadeh et al, 2016, p. 302).
Employers are increasingly using information
resources and social media in human resource
management, including the selection process
(Boudlaie et al., 2018, p. 212). Corporate affiliate
information sources, such as recruitment websites
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and some organizational recruitment activities,
can be controlled directly through the
organization. In contrast, the outsourcing
approach of the recruitment process can be used
to expand independent information sources.
Outsourcing  The recruitment process is
considered a form of business process
outsourcing, and all recruitment processes may
even be done by an outsourced service provider.
In our country, more than a decade has passed
since the use of this approach (Nargesian et al,
2017, p. 80).

The quality of a website affects the customer and
leads him to visit or not visit that site. At the same
time, the poor quality of websites even leads to
the tendency of customers towards competitors
(Liao & Tsou, 2009). How are applicants
attracted to an organization? Numerous studies
have shown that employees are potentially
attracted to organizations with which they are
familiar, and those organizations also have a
reputation and so-called attractiveness. The
present study, based on these studies and using a
coherent theoretical method, examines the
informational and normative social effects that
affect the job seeker's perception of
organizational attractiveness.

If potential employees receive incorrect,
insufficient or contradictory information about
the consequences of being hired in the
organization, their perceptual risk increases and
as a result, an unfavorable image of the
organization is formed in their minds and they
decide to leave the organization and not choose to
be hired. In order for an organization to be able to
display a good image of its brand, it must transfer
and disseminate information about the
organization's competencies and attractiveness in
the labor market and information resources. The
importance of this issue is such that this process
has become a strategic business conflict
(Shirkhodaie et al, 2019, p. 114).

The present study, while filling the gaps in job
seekers'  perceptions  of  organizational

attractiveness as an innovation, can be important
in that it demonstrates how independent
information resources (such as the outsourced job
search website at the time of outsourcing the
recruitment process) and resources Can affiliate
information (such as an in-house employment
website) affect jobseekers' perceptions of
organizational attractiveness? In addition to
providing appropriate answers to these questions,
researchers seek to link the practical implications
of understanding and understanding how the
quality of independent and dependent
information resources related to employment to
organizational attractiveness.

2. Research Methods

This article examines how independent and
dependent  information  resources  affect
perceptions of organizational attractiveness. In
this study, a researcher-made questionnaire was
used to collect data and the statistical population
of this study includes students of Zanjan State
University, Payame Noor and Zanjan Azad. In
this study, 11 hypotheses were examined. To test
these hypotheses, SPSS24 software and structural
equation modeling with at least partial squares
Smart PLS2.6 method were used.

3.Results

In this study, it was found that understanding the
ease of use, information quality, and service
quality have a positive effect on understanding
utility and also service quality on understanding
ease of use and also understanding utility,
perceived ease, information social influence and
normative social influence on organizational
attractiveness. It also has a positive effect. The
results showed that the quality of the system did
not have much effect on the perceived ease and
usefulness.
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2. Average variance extracted

1. Convergent validity
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