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employees. In this global economy, a workforce with diverse backgrounds, education, 
points of view, cultures and ages is a strategic business advantage. Recruiting a diverse 
workforce is an ongoing challenge for many organizations. In this survey, respondents 
from .jobs and non-.jobs organizations rated attracting diverse candidates as one of 
the main recruiting challenges their organizations had encountered over the past 12 
months. Many organizations are now using specialized Web sites as a resource to 
recruit a wider mix of talented candidates. As shown in Figure 15, .jobs organizations 
were significantly more likely than non-.jobs organizations to have received candidates 
through online diversity job boards or niche Web sites (37% compared with 8%). 
Respondents from .jobs and non-.jobs organizations also showed some variations 
depending on organizational sector. Publicly owned for-profit organizations 
were more likely than privately owned for-profit organizations to indicate their 
organizations received job candidates through using online diversity job boards.5 

Among respondents who have received candidates through an online diversity job 
board or niche site, 81% of respondents from .jobs organizations and 71% of those 
from non-.jobs organizations indicated that their organization hired someone through 
one of these sources. These data are displayed in Figure 16.

Figure 15 | �Found Job Candidates Through Online Diversity Board/Niche Site (Within the Past 12 Months)

*Denotes a significant difference between organizations with a .jobs domain and those without.
Note: Respondents who indicated “not sure” were excluded from this analysis.
Source: SHRM 2007 Advances in E-Recruiting: Leveraging the .jobs Domain
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Figure 16 | �Hired Job Candidates Through an Online Diversity Board/Niche Site (Within the Past 12 Months)  

Note: Only respondents who indicated that their organizations had received job candidates through online diversity job boards/niche Web sites were asked this question. Respondents who indicated 
“not sure” were excluded from this analysis.
Source: SHRM 2007 Advances in E-Recruiting: Leveraging the .jobs Domain
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Conclusions

The .jobs domain provides job seekers with a simple, fast and consistent destination. 
This low-cost resource is a valuable tool that can positively affect the effectiveness 
of an organization’s recruiting efforts. Throughout this study, there were significant 
differences between organizations with and without a .jobs domain. Overall, the 
survey results demonstrate that organizations with a .jobs domain have more effective 
recruiting practices across a range of areas. While there is a link between having a 
.jobs domain and having more effective recruiting practices, it is important to note 
that it does not mean there is a direct cause-and-effect relationship. Thus, more 
effective recruiting is not simply a consequence of having a .jobs domain. The use of 
additional recruitment methods in conjunction with tools like a .jobs domain helps 
improve the efficiency of recruiting. Organizations would be wise to evaluate their 
current processes and procedures to see if different strategies and techniques could be 
integrated into their recruitment strategy.

As recruiters become more focused on finding certified professionals or other highly 
educated workers with specialized skills, it could drive the need for integrated 
technologies that are able to search a number of data sources to come up with 
detailed supporting information that may not appear on resumes or standard 
applications. The increased use of social networking sites as a part of the recruitment 
process is related to this trend. Many recruitment specialists view the use of social 
and professional networking sites as one of the most important trends in e-recruiting. 
There are two reasons for this: first, these types of sites can be used as a way to 
establish employer brand, especially among young people, and second, recruiters 
can obtain more detailed information about candidates and find potential job 
matches through the social and professional connections that form the basis of such 
networking services.

Over the past decade, as e-recruitment technologies migrated to the Web and costs 
went down, it opened up the use of e-recruiting to non-HR users. As a result, ease 
of use is likely to continue to be a developing feature of recruitment technologies. So 
while e-recruiting may now be focusing on increasing the depth of information about 
job fit, it is also likely to continue to lead to a wider span of access to technology-
based recruitment services for employers, whether or not they have a dedicated HR 
department.

Overall, e-recruiting 
will no doubt grow 
more sophisticated 
and hopefully 
bring even greater 
efficiency to the 
recruitment process.
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Future trends in e-recruitment are likely to aim to achieve a few key goals: to increase 
the number of quality candidates that recruiters are able to tap while simultaneously 
filtering out unqualified job candidates, to improve job matching and to continue 
making improvements in searchability and ease of use. Trends such as the growing 
importance of niche job boards and social networking sites as well as other new 
technologies are also likely to affect future recruiting strategies.

Along with all of its many benefits, there are a few concerns that recruiters mention 
when looking to the future of e-recruiting. One is that there is the danger of 
becoming too reliant on technology to make the best job matches. Privacy will 
also continue to be an ongoing issue, especially when data collected extend beyond 
traditional resume information, such as video resumes and information gathered from 
social networking sites. In addition, broader future recruiting challenges are also likely 
to influence e-recruiting. Overall, e-recruiting will no doubt grow more sophisticated 
and hopefully bring even greater efficiency to the recruitment process.
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Organizational Profile

Job Title

.jobs  
Organizations  

(n = 135)

Non-.jobs 
Organizations  

(n = 344)

Director 33% 28%

Manager 25% 27%

Recruiter 10% 13%

Vice president 10% 11%

Generalist 4% 9%

President/CEO 4% 3%

Consultant 4% 3%

Assistant or associate 
vice president

3% 2%

Specialist 2% 2%

Administrator 2% 1%

Supervisor 2% 1%

Other 2% 2%

Note: Percentages may not total 100% due to rounding. Data sorted in descending 
order by “.jobs organizations” column.

Organization Staff Size

.jobs 
Organizations 

(n = 134)

Non-.jobs 
Organizations 

(n = 335)

1-99 employees 15% 25%

100-499 employees 31% 38%

500 or more 
employees

54% 38%

Note: Percentages may not total 100% due to rounding.

Organization Sector

.jobs 
Organizations   

(n = 135)

Non-.jobs 
Organizations   

(n = 339)

Publicly owned  
for-profit organization

41% 44%

Privately owned  
for-profit organization

36% 32%

Nonprofit organization 19% 17%

Government 
organization

4% 5%

Other 1% 2%

Note: Percentages may not total 100% due to rounding. Data sorted in descending 
order by “.jobs organizations” column.

HR Department Staff Size

.jobs 
Organizations 

(n = 132)

Non-.jobs 
Organizations   

(n = 331)

1-4 employees 34% 51%

5-9 employees 15% 12%

10-24 employees 16% 19%

25-49 employees 11% 9%

50-99 employees 7% 4%

100 or more 
employees

17% 5%

Note: Percentages may not total 100% due to rounding.
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Organization Census Region

.jobs 
Organizations

 (n = 128)

Non-.jobs 
Organizations

 (n = 322)

Midwest (Illinois, Indiana, Iowa, 
Kansas, Michigan, Minnesota, 
Missouri, Nebraska, North 
Dakota, Ohio, South Dakota, 
Wisconsin)

41% 38%

South (Alabama, Arkansas, 
Delaware, District of Columbia, 
Florida, Georgia, Kentucky, 
Louisiana, Maryland, Mississippi, 
North Carolina, Oklahoma, South 
Carolina, Tennessee, Texas, 
Virginia, West Virginia)

27% 27%

West (Alaska, Arizona, California, 
Colorado, Hawaii, Idaho, Nevada, 
New Mexico, Montana, Oregon, 
Utah, Washington, Wyoming)

16% 19%

Northeast (Connecticut, 
Maine, Massachusetts, New 
Hampshire, New Jersey, New 
York, Pennsylvania, Rhode Island, 
Vermont)

15% 17%

Note: Percentages may not total 100% due to rounding. Data sorted in descending 
order by “.jobs organizations” column.

Organization Industry

.jobs 
Organizations 

(n = 132)

Non-.jobs 
Organizations   

(n = 337)

Services (profit) 14% 16%

Health 17% 15%

Finance 8% 12%

High-tech 13% 5%

Wholesale/retail trade 9% 7%

Manufacturing 
(durable goods)

2% 9%

Government 6% 5%

Insurance 8% 4%

Manufacturing 
(nondurable goods)

5% 6%

Construction and 
mining/oil and gas

2% 5%

Educational services 5% 4%

Services (nonprofit) 4% 2%

Telecommunications 1% 2%

Transportation 2% 3%

Newspaper publishing/ 
broadcasting

2% *

Utilities 2% 1%

Other 3% 6%

* Less than 1%.
Note: Percentages may not total 100% due to rounding. Data sorted in descending 
order by “.jobs organizations” column.
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1 �This survey instrument is available upon request by contacting the SHRM Survey 
Program at surveys@shrm.org or by phone at 703-535-6301.

2 �The .jobs domain allows organizations to register part of their corporate name in the 
.jobs domain, e.g., www.shrm.jobs. 

3 �These data are not depicted in a table.

4 �These data are not depicted in a table.

5 �These data are not depicted in a table. 

Endnotes
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SHRM Survey Reports

Available to members and the public

	 1.	 SHRM/CareerJournal.com 2006 Job Retention Poll Findings (39 pages, 
December 2006) 

	2. SHRM/CareerJournal.com 2006 Workplace Vacation Poll Findings (30 pages, 
September 2006)

	 3.	 SHRM/CareerJournal.com 2006 Workplace Romance Poll Findings (17 pages, 
January 2006)

	 4.	 SHRM/CareerJournal.com 2005 U.S. Job Recovery and Retention Survey 
Report (40 pages, November 2005) 

	 5.	 Organizational Communication Poll Findings (24 pages, June 2005)

	 6.	 Workplace Productivity Poll Findings Survey Report (17 pages, January 2005)

	 7.	 SHRM/CareerJournal.com Workplace Privacy Poll Findings (47 pages, January 
2005)

	 8.	 SHRM/CareerJournal.com 2004 U.S. Job Recovery and Retention Poll 
Findings (33 pages, November 2004)

	 9.	 Employee Trust and Loyalty Poll Findings (21 pages, July 2004)

	10.	 Job Negotiation Survey Findings (41 pages, April 2004) 

	11.	 Job Opportunities Survey (39 pages, September 2003)

	12.	 Job Recovery Survey (28 pages, August 2003) 

	13.	 Job Opportunities Poll (39 pages, April 2003) 

	14.	 Job Satisfaction Poll (74 pages, December 2002)

	15.	 HR Implications of the Attack on America (23 pages, September 2002)

	16.	 Corporate Credibility and Employee Communications Survey (14 pages, August 
2002)

	17.	 Job Opportunities Poll (30 pages, August 2002)

	18.	 Workplace Romance Survey (24 pages, February 2002)

	19.	 School-to-Work Programs Survey (16 pages, January 2002)

	20.	 HR Implications of the Attack on America: Executive Summary of Results of a 
Survey of HR Professionals (13 pages, October 2002)
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	21.	 Negotiating Rewards Poll (14 pages, October 2001)

	22.	 Search Tactics Poll (8 pages, April 2001) 

Available to members only

	 1.	 2007 Job Satisfaction Survey Report (68 pages, June 2007)

	 2.	 2007 Benefits Survey Report (86 pages, June 2007)

	 3.	 2007 Change Management Survey Report (37 pages, April 2007)

	 4.	 2007 Corporate Social Responsibility Pilot Study (56 pages, March 2007)

	 5.	 2006 Weapons in the Workplace Survey Report (33 pages, November 2006)

	 6.	 2006 Workplace Diversity and Changes to the EEO-1 Process Survey Report 
(34 pages, October 2006)

	 7.	 2006 Strategic HR Management Survey Report (31 pages, October 2006) 

	 8.	 Manufacturing Industry Findings on Human Resource Topics (47 pages, July 
2006)

	 9.	 2006 Benefits Survey Report (80 pages, June 2006)

10.	 2006 Job Satisfaction Survey Report (57 pages, June 2006)

11.	 2006 Succession Planning Survey Report (33 pages, June 2006)

12.	 2006 Executive Compensation Survey Report (33 pages, May 2006)

13.	 2006 Access to Human Capital and Employment Verification Survey Report 
(34 pages, March 2006)

14.	 2006 Talent Management Survey Report (30 pages, January 2006)

15.	 2005 Disaster Preparedness Survey Report (48 pages, October 2005) 

16.	 2005 Workplace Diversity Practices Survey Report (40 pages, October 2005)

17.	 2005 Offshoring Survey Report (51 pages, October 2005)

18.	 2005 Fair Labor Standards Act Survey Report (22 pages, August 2005)

19.	 2005 Benefits Survey Report (72 pages, June 2005)

20.	 2005 Future of the U.S. Labor Pool Survey Report (58 pages, June 2005)

21.	 2005 Job Satisfaction Survey Report (52 pages, June 2005)

22.	 SHRM/Catalyst Employee Development Survey Report (36 pages, April 2005)

23.	 2005 HR Technology Report (37 pages, March 2005)

24.	 2005 Rewards Programs and Incentive Compensation Survey Report (38 pages, 
March 2005)

25.	 The Maturing Profession of HR: Worldwide and Regional View Survey Report 
(33 pages, February 2005)

26.	 Reference and Background Checking Survey Report (41 pages, January 2005)

27.	 Job Satisfaction Series Survey Report (193 pages, August 2004)

28.	 Generational Differences Survey Report (41 pages, August 2004)

29.	 Employer-Sponsored Investment Advice Survey Report (60 pages, July 2004)
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30.	 Human Resources Outsourcing Survey Report (40 pages, July 2004)

31.	 2004 Benefits Survey Report (76 pages, June 2004)

32.	 Health Care Survey Report (40 pages, June 2004)

33.	 SHRM/CNNfn Job Satisfaction Series: Job Satisfaction Survey Report 
(52 pages, April 2004)

34.	 SHRM/CNNfn Job Satisfaction Series: Job Compensation/Pay Survey Report 
(36 pages, February 2004)

35.	 The Maturing Profession of Human Resources in the United States Survey 
Report (48 pages, January 2004)

	36.	 Workplace Violence Survey (52 pages, January 2004)

	37.	 SHRM Eldercare Survey (40 pages, December 2003)

	38.	 SHRM/CNNfn Job Satisfaction Series: Job Benefits Survey (57 pages, 
December 2003)

	39.	 Undergraduate HR Curriculum Study (45 pages, October 2003)

	40.	 SHRM Equal Employment Opportunity Commission Survey (10 pages, October 
2003) 

	41.	 Fair Labor Standards Act (FLSA) Survey (20 pages, August 2003)

	42.	 SHRM/SHRM Foundation 2003 Benefits Survey (81 pages, June 2003)

	43.	 SHRM Job Satisfaction Series: Job Security Survey (41 pages, June 2003)

	44.	 SHRM/NOWCC/CED Older Workers Survey (53 pages, June 2003)

	45.	 March 2003 Current Events Survey (28 pages, May 2003)

	46.	 2003 FMLA Poll (20 pages, April 2003)

	47.	 2003 Business Ethics Survey (48 pages, April 2003)

48.	 Employer Incentives for Hiring Individuals With Disabilities (66 pages, April 
2003) 

	49.	 Fun Work Environment Survey (56 pages, November 2002) 

	50.	 Aligning HR With Organizational Strategy (53 pages, November 2002) 

	51.	 Recruiter Cost/Budget Survey (30 pages, October 2002) 

	52.	 2002 SHRM/Fortune Survey on the Changing Face of Diversity (16 pages, 
October 2002) 

	53.	 Workplace Demographic Trends Survey (37 pages, June 2002) 

	54.	 Global Leadership Survey (36 pages, June 2002) 

	55.	 SHRM 2002 Benefits Survey Results (57 pages, April 2002) 

	56.	 A Study of Effective Workforce Management (36 pages, February 2002) 

	57.	 Resource Strategies, Stages of Development and Organization Size Survey 
(46 pages, January 2002) 

	58.	 Job Security and Layoffs Survey (76 pages, December 2001) 

	59.	 World Events Survey—Impact on Global Mobility (4 pages, November 2001) 

	60.	 Religion in the Workplace (58 pages, June 2001) 
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	61.	 Employee Referral Programs (40 pages, June 2001) 

	62.	 Impact of Diversity Initiatives on the Bottom Line (41 pages, June 2001) 

	63.	 2001 Benefits Survey (59 pages, April 2001) 

	64.	 2000 FMLA Survey (51 pages, January 2001) 

	65.	 Workplace Privacy Survey (51 pages, December 2000) 

	66.	 Performance Management Survey (43 pages, December 2000) 

	67.	 Impact of Diversity Initiatives Poll (5 pages, October 2000) 

	68.	 2000 Retention Survey (40 pages, June 2000) 

	69.	 SHRM Cover Letters and Resume Survey (39 pages, May 2000)

	70.	 2000 Benefits Survey (52 pages, April 2000)



SHRM members can download this survey report and many others free of charge at www.shrm.org/surveys. 
If you are not a SHRM member and would like to become one, please visit www.shrm.org/application.
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