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The size of an organization is often hypothesized to influence its 

operational strategies, including human resource practices such as 

candidate selection. This study inspects how organization size 

impacts the applicant hiring processes in IT organizations, 

concentrating on factors such as hiring levels (entry, mid, senior, 

executive), average cost per hire, and annual hiring budget 

allocation. With a dataset of 593 firms, a blend of statistical 

techniques, including Descriptive Statistics, ANOVA, Multiple 

Regression, and Collinearity Diagnostics, was used to analyze how 

organization size affects hiring time, cost per hire, and annual 

hiring budgets. ANOVA results established significant differences 

in hiring metrics across company sizes (p < 0.05), while regression 

analysis recognized Company Size (B = 0.398, p < 0.001) and 

Annual Hiring Budget Allocation (B = 0.408, p < 0.001) as crucial 

predictors of hiring costs. Conclusions indicate that larger 

organizations allocate higher budgets and incur higher costs per 

hire, whereas mid-sized organizations establish higher efficiency in 

hiring. The study offers strategic endorsements for optimizing 

recruitment practices based on organization size also the findings 

emphasize the relationship between organizational scale and hiring 

strategies, offering suggestions for IT organizations directing to 

improve their selection processes. 
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Size, IT Industry, Recruitment Strategy. 
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Introduction 
 

Information technology (IT) systems develop at high 

speed within organizations which exist at different sizes 

from start-up level to multinational scale. Operating size 

stands as a critical organizational element that shapes 

operational potential and directs resource distribution 

and strategic planning [1]. Hiring policies of candidates 

present changes reflecting the organizational goals 

while adapting to financial restrictions of human 

resource management systems. This assessment 

evaluates how organizational size affects candidate 

recruitment practices by studying entry, mid, senior and 

executive hiring levels and average hiring expenses and 

yearly personnel procurement budgets [2]. Company 

size affects candidate hiring processes in IT 

organizations to a specific degree while organizational 

and operational aspects function as connecting elements 

between these effects. IT organization employment 

strategies change according to organizational size 

because different organizations have varying needs 

regarding open positions along with their specific 

selection criteria requirements [3]. The knowledge of 

these developments supports enhanced recruitment 

policies which results in discounted hiring expenses and 

better candidate selection. Investigations regarding the 

impact of organizational size on hiring metrics remain 

limited in literature although company dimensions 

influence fundamental hiring dynamics 2. This research 

project examines the link between firm dimension and 

significant recruitment parameters including staffing 

duration along with budget distribution and 

recruitment expenses. The research uses ANOVA with 

regression models for an empirical investigation to 

reveal hiring process and recruitment expenditure 

approaches among various IT firm sizes [4]. 

 

Literature Review:   

Various trends together with organizational structure 

and strategic planning shape the IT recruitment 

environment. The analysis investigates major aspects 

involving organizational size effects on candidate 

choices by using performance theories with talent 

acquisition methods and hiring criterion selection [5]. 

 

IT Recruitment Trends:  

The IT industry currently emphasizes technology-based 

recruitment systems for its hiring process. Emerging 

trends indicate that the IT field intensifies its use of 

digital tools including ATS and data analytics to 

reshape its hiring processes because of its technological 

emphasis [6]. Precise skills continue to increase 

especially in cybersecurity and cloud computing and 

artificial intelligence because companies need to manage 

workforce shortages. The ATS system has become vital 

for screening candidates while AI technology utilizes 

data to predict successful candidate outcomes. The 

sophistication in IT recruiting suggests that organization 

size might be a determinant factor in recruiting 

approaches [7]. 

 

Organizational Behavior and Company Size: 

Organizational behavior beliefs indicate that business 

dimensions impact management procedures through 

their size. Standardization and hierarchical structures 

with defined procedures become more prevalent in big 

organizations because they need to handle growing 

complexities [8]. Due to their size many organizations 

allocate most of their HR budget to hire new employees. 

Smaller organizations practice flexible and informal 

candidate selection due to restricted budgets and 

personnel resources. The differences between 

organizations of various sizes potentially influence how 

IT companies approach their candidate selection 

procedures [9]. 

 

Talent Acquisition Strategies:  

The methods organizations use to recruit new talent 

depend on both industrial demand together with their 

established organizational targets. Organizations 

operating in the IT sector place recruitment at the 

strategic level to achieve objectives related to innovation 

or scalability [10]. The hiring process at Organization 

utilizes multiple strategies to obtain candidates by 

posting positions on job boards and by relying on 

employee referrals and LinkedIn professional networks. 

Organizations with established brand power can use 

their resources to expand their candidate reach across 

wide networks but smaller organizations must rely on 

cheaper hiring approaches centered on employee 

recommendations. Strategic differences in hiring 
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practices between organizations demonstrate the 

potential effects that organizational size has on 

recruitments processes [11]. 

 

Key Factors in Candidate Selection: 

Technical Skills vs. Soft Skills in IT Hiring: IT 

recruitment requires specialized expertise because 

technical skills play a critical role in hiring decisions for 

the industry sector. Soft abilities that include 

communication and adaptability skills are now 

recognized as essential factors for building innovative 

teams and creating productive associations. Different 

organizations find their own equilibrium between hard 

capabilities of staff and adaptive skills when making 

hiring choices because bigger firms focus on technical 

abilities for specific positions yet smaller companies 

stress versatility between candidates. The quality of this 

balance determines the parameters that organizations 

use to evaluate their job candidates at different levels of 

operations [12]. 

 

Efficiency Metrics in Hiring (Time to Hire, Cost per 

Hire):  

The performance evaluation of hiring depends on time 

to hire and cost per hire metrics which represent hiring 

efficiency measurements. Organizations track hiring 

speed through time for hiring alongside cost per hire 

which determines their financial commitment to 

recruitment activities 7. These metrics are inclined by 

organization size, with bigger organizations possibly 

incurring higher costs due to extensive screening 

processes, and smaller organizations optimizing for 

speed with limited resources. Hiring strategies, such as 

the use of technology or outsourcing, further mediate 

these outcomes 13. 

 

Effectiveness of Different Recruitment Channels: 

Companies uses different hiring channels such as job 

boards, social media, headhunters etc. Each with unique 

effectiveness. For example, referrals frequently produce 

higher-quality hires due to pre-vetted candidates, while 

online platforms enhance diversity by reaching wider 

audiences 146.  The choice of channel impacts both the 

quality and diversity of hires, with bigger organizations 

possibly expanding through multiple channels and 

smaller organizations focusing on targeted, cost efficient 

options. This inconsistency suggests a link between 

organization size and channel utilization in IT 

recruitment [15]. 

Research Gaps:  

Earlier studies have discovered IT hiring trends and the 

wider impact of organization size on HR practices, few 

have directly associated candidate hiring strategies 

across different IT organization scales. Existing research 

regularly focuses on general HRM or isolated aspects of 

hiring, leaving a gap in understanding how size-specific 

factors such as evaluation criteria, hiring efficiency, and 

recruitment channel effectiveness interact in the IT 

context. This study aims to address this gap by 

providing empirical evidence on how company size 

influences these dimensions, contributing to a more 

nuanced understanding of IT hiring dynamics [2]. 

 

Methodology 
 

This study used a quantitative method to discover 

organization size’s impact on IT candidate hiring, 

focusing on hiring levels, costs, and budget allocation. 

Data were collected through survey and statistical 

analysis is done using SPSS. 

 

Research Design: A cross-sectional design collected 

data from IT organizations of different sizes, allowing 

size-based comparisons of hiring practices. 

Organizations size was the independent variable, with 

dependent variables including hiring levels, cost per 

hire, and budget allocation. 

 

Data Collection & Statistical Methods: The dataset was 

collected from industry surveys and hiring databases 

having 593 responses. The important variables were 

company size, hiring budget, cost per hire, and hiring 

time across different job levels (Entry, Mid, Senior, 

Executive). Data cleaning involved removing duplicate 

entries, handling missing values, and standardizing 

variables for consistency. The sample skewed towards 

larger firms (Table 1), with Category 4 dominating 

(56.8%). The distribution of company sizes within the 

dataset is outlined in Table 1. 
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A detailed summary of dataset characteristics is 

provided in Table 2. A dataset of 593 IT firms was 

collected from industry surveys and recruitment 

databases. The dataset included variables such as 

company size, hiring budget, cost per hire, and hiring 

time across different job levels (Entry, Mid, Senior, 

Executive). The data was cleaned and standardized to 

ensure consistency and reliability. 

 

ANOVA (Analysis of Variance) (table 3): Used to 

compare hiring time, cost per hire, and hiring budget 

allocation across different company sizes. Multiple 

regression was employed to determine how company 

size, hiring budget, and hiring time predict cost per hire 

(table 4). 

 

 

Table 1 Company Size Distribution 

Company Size 
Number of IT 

Companies 
Percentage 

Small 60 10.1% 

Medium 136 22.9% 

Large 60 10.1% 

Very Large 337 56.8% 

 
Figure 1 Company Size Distribution 

 

Table 2 Summary of Dataset Characteristics 

Variable Description Mean Std. Dev 

Company Size Categorical (1=Small, 2=Medium, 3=Large) -- -- 

Hiring Budget (% of Revenue) Annual budget allocated for hiring 2.39 1.104 

Cost per Hire (USD) Average cost per new hire 2.40 1.130 

Hiring Time (days) Time taken to fill a position (Entry Level) 2.65 1.99 

 

 

Table 3 One-Way ANOVA Summary 

Variable F 
df (between, 

within) 

p-value Eta Squared 

Entry Level 30.692 3, 589 .000 .135 

Mid Level 19.048 3, 589 .000 .088 

Senior Level 5.647 3, 589 .001 .028 

Executive Level 2.304 3, 589 .076 .012 

Avg. Cost per Hire 48.550 3, 589 .000 .198 

Budget Allocation 14.692 3, 589 .000 .070 

 

Table 4 Regression Coefficients 

Predictor B Std. Error Beta t p-Value 

(Constant) .611 .160 -- 3.812 .000 

Company Size .398 .037 .384 10.898 .000 

Budget Allocation .408 .035 .399 11.760 .000 

Entry Level -.190 .055 -.201 -3.422 .001 

Mid Level 0.14 .065 .014 .170 .865 

Senior Level 0.67 .095 .062 .0701 .483 

Executive Level -.057 .060 -.059 -.948 .343 
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Table 5 Collinearity Statistics 

Variable Tolerance VIF 

Company Size 0.854 1.170 

Annual Hiring Budget (% of Revenue) 0.921 1.086 

Entry Level Hiring Time 0.306 3.264 

Mid Level Hiring Time 0.161 6.196 

Senior Level Hiring Time 0.135 7.405 

Executive Level Hiring Time 0.275 3.640 

 

 
Collinearity diagnostics were conducted to ensure that 

independent variables do not exhibit excessive 

correlation. Table 6 presents the VIF values, which 

confirm that multicollinearity is not a significant 

concern, as all values remain below the recommended 

threshold of 10. 

 

Results 
 

The analysis of data from 593 IT companies revealed 

distinct patterns in how company size influences 

candidate selection processes. Descriptive statistics 

indicated a clear progression in hiring preferences 

across organizational levels, with mean scores 

increasing from 2.65 (SD = 1.199) for entry-level 

positions to 2.80 (SD = 1.077) for mid-level, 3.01 (SD = 

1.053) for senior-level, and 3.14 (SD = 1.165) for 

executive-level roles, as detailed in Table 2. This 

suggests a growing emphasis on higher-level hires as 

seniority increases. Average cost per hire averaged 2.40 

(SD = 1.130) on a 1–5 scale, while annual hiring budget 

allocation stood at 2.39 (SD = 1.104), reflecting moderate 

investment across the sample. Moving to the ANOVA 

results, company size exerted a significant influence on 

most recruitment variables (Table 4). Specifically, entry-

level hiring showed a strong effect (F = 30.692, p < .001, 

η² = .135), as did mid-level (F = 19.048, p < .001, η² = 

.088) and senior-level hiring (F = 5.647, p = .001, η² = 

.028), alongside average cost per hire (F = 48.550, p < 

.001, η² = .198) and budget allocation (F = 14.692, p < 

.001, η² = .070). However, the effect on executive-level 

hiring was not significant (F = 2.304, p = .076, η² = .012), 

hinting at a potential uniformity in executive 

recruitment strategies across firm sizes. The multiple 

regression analysis further illuminated these dynamics, 

predicting average cost per hire with an R² of .379 (F(6, 

586) = 59.723, p < .001), as shown in Table 5. Company 

size emerged as a robust predictor (β = .384, p < .001), 

followed closely by budget allocation (β = .399, p < 

.001), while entry-level hiring had a significant negative 

effect (β = -.201, p = .001). Mid-level (β = .014, p = .865), 

senior-level (β = .062, p = .483), and executive-level (β = 

-.059, p = .343) coefficients were non-significant, 

suggesting their lesser direct influence on cost. 

Collinearity diagnostics, presented in Table 6, provided 

additional insight into the regression model’s stability. 

Tolerance values ranged from .135 (senior-level) to .921 

(budget allocation), with corresponding Variance 

Inflation Factors (VIF) from 1.086 to 7.405, indicating 

moderate multicollinearity, particularly among hiring 

levels. Condition indices peaked at 25.715, with high 

variance proportions for mid-level (.49) and senior-level 

(.94) predictors in higher dimensions, suggesting some 

overlap but not severe enough to compromise the 

model’s integrity, as VIF remained below the critical 

threshold of 10 and the maximum condition index 

stayed under 30. Collectively, these findings underscore 

company size as a pivotal factor in shaping IT 

recruitment practices, with nuanced effects across hiring 

levels and operational metrics. 

 

Discussion 
 

This study demonstrates that organization size 

determines multiple aspects of hiring including budget 

allocation and both cost calculation and operational 

effectiveness. Businesses with extensive operations 

allocate significant budget allocations to hiring 
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processes which allows the use of advanced hiring 

methods and thorough screening methods and superior 

talent acquisition instruments. Higher costs exist in their 

hiring procedures while their workforce becomes both 

excellent in quality and stable in nature [16]. The 

efficient approach of mid-sized companies consists of 

flexible recruitment models alongside optimized 

resource distribution for balancing costs and execution 

speed in their hiring process. The organization employs 

quick and efficient hiring procedures which minimize 

recruitment durations without compromising 

recruitment standards. Limited budgets in smaller 

organizations force them to hire employees through 

referrals together with educational institution 

partnerships and contractual arrangements [17]. These 

strategies offer effectiveness yet they present barriers to 

obtaining a diverse talent selection process. Seeking 

potential new employees according to organizational 

size produces various effects on recruiting costs and 

selection methods which proves the necessity for 

strategic recruitment policies that match organizational 

scale. 

 

Conclusion and Future Research 
 

This research demonstrates that hiring period duration 

as well as cost per hire and budget usage depend 

strongly on organizational size. Hiring expenses in 

larger organizations are higher because of their 

established recruitment processes along with their 

substantial financial capabilities. AI-driven hiring tools 

in addition to automation systems allow organizations 

to achieve better spending outcomes and operational 

efficiency [13]. Multiple organizations with a medium 

population select strategies that integrate efficient cost 

management with dynamic recruitment methods. Small 

organizations should pursue budget- friendly and 

original hiring alternatives through educational 

consortia relationships and referral recruitment 

networks as fundamental practices for staying 

competitive in talent acquisition. Future research must 

explore how remote hiring models as well as AI-based 

recruitment systems and employer branding impact 

hiring efficiency [18]. The inclusion of IT companies 

from different international regions in the dataset would 

generate comprehensive insights about workplace 

recruitment differences between regions. 
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