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Abstract: Recruitment and Selection strategies result in improved organizational outcomes. Recruitment is the process of
searching for prospective employees and stimulating them to apply for jobs in the organization. Selection may be defined as the
process by which the organization chooses from among the applicants, those people whom they feel would best meet the job
requirement, considering current environmental condition. In today’s competitive business environment, organizations have to
respond to the requirements for the people.

It is important for an organization adopt well-structured recruitment policy, which can be implemented effectively to get the best
results.

This study helps the organization to identify the area of problem and suggest way to recruitment and selection process, this study
focus on understanding recruitment and selection process. The study adopts a quantitative approach, utilizing a structured
closed-ended questionnaire as the primary data collection tool. The questionnaire is administered to a sample size of 100
employees in the organization. The tools that are used in this study are percentage analysis is used.
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L. INTRODUCTION
Recruitment and selection are critical functions of human resource management aimed at ensuring that an organization attracts and
hires the most qualified individuals for its job openings. These processes play a vital role in building a capable and efficient
workplace, ultimately contributing to the success of the organization.

A. Definition of Recruitment

Recruitment is the process of identifying, attracting, and encouraging potential candidates to apply for job openings within an
organization. It involves sourcing, screening and building a pool of qualified individuals to meet the organization’s staffing needs.
The primary goal of recruitment is to ensure that the organization has access to a sufficient number of suitable candidates to fill its
vacancies effectively and efficiently.

B. Types of Recruitment

1) Internal Recruitment: Internal recruitment involves filling job vacancies with existing employees within the organization. This
approach focuses on promoting or transferring employees rather than hiring from outside.

2) External Recruitment: External recruitment involves attracting candidates from outside the organization to fill vacancies. This
method is used when fresh talent, new perspectives, or specific skill sets are needed.

C. Purpose of Recruitment Process

The recruitment process is essential for organizations to attract and secure the right talent for achieving their goals. Below are the
key purposes of the recruitment process:
1) Identifying talent needs

2) Attracting qualified candidates

3) Ensuring organizational growth

4) Enhancing workforce diversity

5) Reducing turnover costs

6) Building a talent pool

7) Maintaining employer branding

8) Meeting legal and ethical obligations
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D. Selection

After recruitment process is carried, the next important process is the selection Process. Selection is the process of putting right men
on right job. It is a procedure of matching Organizational requirements with the skills and qualifications of people Recruitment is
Considered to be a positive process as it motivates more of candidates to apply for the job. It Creates a pool of applicants.

Steps involved in selection process

1) Commit to hiring the best talent possible - every time.

2) Do not rush the employee selection process.

3) Partner With Stakeholders.

4) Use a Job Benchmark with a valid pre-employment personality assessment.

5) Use Structured Interviews.

1. REVIEW OF LITERATURE
Recruitment and selection process as "A process of searching for Prospective Employees and stimulating and encouraging Them to
apply for jobs in an organization.” In Simpler terms, recruitment and selection are Concurrent processes and are Void Without each
Other.
Recruitment can be defined as "searching for and obtaining a pool of potential Candidates with the desired knowledge, skills and
experience to allow an organization
To select the most appropriate people to fill job vacancies against defined position descriptions and Specifications"
Recruitment and selection refer "To the chain and sequence of activities pertaining to recruitment and selection of employable
candidates and job seekers for an organization”

1. RECRUITMENT
Recruitment refers to the process of identifying attracting interviewing selecting hiring and onboarding employees it involves like
everything from the identification of a staffing needs to be filling it.

V. SELECTION
Selection is the process of choosing employees to fill specific jobs within an organization The selection process can be described as
the procedure of identifying and shortlisting qualified people with the qualifications and skill set to fill vacancies in a company.
AHMAD ALLI (2023): The success of an organization depends on the recruiting and selection process, which involves selecting and
hiring the best qualified employees based on their abilities experience and skill
The study aimed to determine how to determine how hiring and firing practices affected organizational performance at higher
education institutions (HEIS) in southern KP Pakistan The study aimed to ascertain the effects of recruitment and selection on
organization performance at higher education institutions (HEIS) IN kp’s southern areas.
In the south region of Khyber Pakhtunkhwa (KP), 330 respondents were chosen by stratified random sampling from public and
private HEIs.
The respondents (teachers), who filled out a closed-ended questionnaire, provided the information. The validity and reliability of the
findings were investigated using SPSS. The results demonstrate that all hypotheses are accepted. The relationship between these
factors was estimated and tested using simple linear regression. The study's conclusions showed that hiring and selecting employees
directly impacted an organization's success. HEIs should focus on recruiting and hiring qualified staff to ensure that their
performance meets the expectations of their clients. These findings will help HEIs, the government, and other stakeholders increase
an organization's effectiveness. Finally, some exciting recommendations are given for HEI policymakers. The researchers also make
some suggestions for additional research projects based on the current study's findings.

V. OBJECTIVES OF THE STUDY
1) To find out the recruitment and selection process handled in the organization.
2) To predict the sources of recruitment and selection process.
3) To analyze the consequences in recruitment and selection process.
4) To provide the suggestions for recruitment and selection process.
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A. Research Methodology

The research methodology is scientific and systematic for pertinent information on specific topic. It is a careful investigation or
inquiry especially through search for new facts in any branch of knowledge. This research study is taken as a part of educational
curriculum. Research is a systematized effort to gain knowledge and hence, it helps to practical knowledge in study various steps
that are generated adopted by research in studying his research problem along with the logic behind them.

Research Design

The type of research is descriptive in nature; since an attempt was made to find out inter relationship between variables.

1) Source of Data

Date is collected from both primary and secondary sources.

2) Primary Data
Primary data are collected through a structured questionnaire. A well-structured questionnaire has been prepared given to the
respondents by the researcher.

3) Secondary Data
Secondary data are collected from the published data available within the company and also from the Internet and Intranet.

B. Sample Size

Sample size means the number of sampling units selected from the organization for investigation. The total sample size that is taken
for this study is 100.

Tool for data collection: Questionnaire is the tool used for the data collection, percentage analysis.

VI. DATA ANALYSIS AND INTERPRETATION:
1) Sources of recruitment
Sources of recruitment No. of respondents % of respondents
Direct hiring 25 25
Advertisement 5 5
Campus interviews 10 10
Private and public agencies 10 10
All the above 50 50
total 100 100

NO. OF RESPONDENTS

m Direct hiring m Advertisement
m Campus interviews Private and public agencies

m All the above

Interpretation: From the above chart it has been interpreted that 25% of the respondents are recruited through direct hiring.5% of the
respondents are recruited through advertisement, 10% of the respondents are recruited through campus interview, 10% of the
respondents are recruited through private agencies, 50% of the respondents are recruited through all the above sources.
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2) Age of Responders

OPTIONS
RESPONSES PERCENTAGE
18-25
48 66%
26-35
15 20.80%
36-45
7 9.70%
45-55
2 2.80%
RESPONSES

E ml1825 m 26-35 ®m m36-45 m m4555 m

Interpretation: The largest group of respondents, with 66% falling within the 18-25 age range. This suggest that younger individuals
are the most represented in the survey.20.8% is a significant portion of the respondents fall in the 26-35 age group. 9.7% is a smaller
percentage of the respondents are in the 36-45 age range. Only 2.8% of respondents belongs to the 45-55 age group, indicating very
low representation from these ages. Overall, the survey responses are heavily skewed towards younger individuals, with the
majority of participants between 18-25 years old.

3) Gender of Responders

OPTIONS RESPONES PERCENTAGE
MALE
31 43.10%
FEMALE
41 56.90%

©IJRASET: All Rights are Reserved | SJ Impact Factor 7.538 | ISRA Journal Impact Factor 7.894 | 515



International Journal for Research in Applied Science & Engineering Technology (IJRASET)
ISSN: 2321-9653; IC Value: 45.98; SJ Impact Factor: 7.538

Conference 'Technology and Knowledge Based Entrepreneur for Sustainable Industrial Development’,

held at Sridevi Women’s Engineering College, Dec 2024

RESPONES

mMALE m mFEMALE

Interpretation: From the above chart 43.10% of the respondents identify as male, making up less than half of the total responses.
Were 56.9% of the respondents identify as female, comprising the majority of the respondents. This suggest that the survey had a
higher participation rate from female compared to male.

4) Are you satisfied with recruitment process

OPTIONS RESPONSES PERCENTAGE
STRONGLY AGREE
23 31.90%
AGREE

32 44.40%
DISAGREE

3 4.20%
NEUTRAL

14 19.40%

RESPONSES

m STRONGLY AGREE m mAGREE mDISAGREE m mNEUTRAL m

Interpretation: From the above chart a significant portion of respondents (about 32%) feel very positive about the recruitment
process, indicating that they are highly satisfied with it.44.4% are agree that the recruitment process is satisfactory, suggesting that
overall, the process is viewed favorably. About 19% of respondents feel neutral, neither satisfied nor dissatisfied, which could
indicate a mixed experience. 4.2% express dissatisfaction with the process, suggesting that there are a few areas that may need
improvement.
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5) How do you come to know about opening in IT sector

OPTIONS RESPONSES PERCENTAGE

INTERNET 24 33.3%

FRIENDS 30 41.7%

NEWS PAPER 8 11.1%

OTHERS 10 13.9%
RESPONSES

mINTERNET mFRIENDS mNEWSPAPER m OTHERS

Interpretation: From the above chart 24 respondents (33%) (out of the total) found out about the survey or opportunity through the
internet. The largest group, with 30 respondents (42%), learned about it through friends. 8 respondents (11%) were informed via a
newspaper. 10 respondents (14%) learned about it through other means. This indicates that the most common source of information
was through friends, followed by the internet, while fewer respondents found out via newspaper or other sources.

6) Is HR clearly defining the job description and job specification in recruitment process?

B STRONGLY AGREE  mNEUTRAL

OPTIONS RESPONSES PERCENTAGE

STRONGLY AGREE 26 36.1%

NEUTRAL 23 31.9%

AGREE 21 29.2%

DISAGREE 2 2.8%
RESPONSES

mAGREE m DISAGREE
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Interpretation: From the above chart 26 respondents (36%) (the largest group) strongly agree, indicating a high level of satisfaction
or strong agreement with the statement in question.23 respondents 32%) feel neutral, meaning they neither agree nor disagree with
the statement, suggesting an indifference or lack of strong opinion. 21 respondents agree (29%), showing a moderate level of
agreement or satisfaction, but not as strongly as those who strongly agree. Only 2 respondents (3%) disagree, indicating that a very
small portion of the group is dissatisfied or in disagreement with the statement. Overall, most respondents express either strong
agreement or neutrality, with only a small number disagreeing.

VII. FINDINGS

1) Direct hiring and a combination of all sources (direct hiring, advertisement, campus interviews, private/public agencies)
dominate the recruitment process, reflecting a diverse approach to hiring.

2) The survey is heavily skewed towards younger individuals, particularly those in the 18-25 age range, which may reflect a trend
of younger people seeking opportunities or participating in surveys related to recruitment.

3) Female participants slightly outnumber male participants, suggesting a higher representation of females in the survey or
recruitment process.

4) Most respondents are satisfied with the recruitment process, indicating general approval. However, a small proportion still feels
indifferent or dissatisfied, suggesting potential areas for improvement.

5) Word-of-mouth (friends) is the dominant source of information, followed closely by the internet. This suggests informal
networks and online platforms are key channels for disseminating job opportunities, while traditional media like newspapers
play a lesser role.

6) The majority of respondents feel positively or neutrally about the clarity of job descriptions and specifications in the
recruitment process. A small minority is dissatisfied, suggesting that clarity is generally well-maintained but there is still room
for improvement.

VIIl.  SUGGESTIONS

1) From the study, it is found that newspaper is the effective medium to advertise for mass recruitment.

2) The organization shall concentrate and conduct workshops, training programs to the employees in order to Mold their career
growth.

3) The organization shall increase the response level to the job seekers via e-mail or call.

4) The organization shall focus on internal recruitment too in order to promote and motivate the employees

5) Improve Job Description Clarity is to Ensure clear and detailed job descriptions with transparent requirements, responsibilities,
and career progression opportunities to attract high-quality candidates.

IX. CONCLUSION

The study on the recruitment and selection process in the IT sector provides a comprehensive overview of current practices,
highlighting several key trends and areas for improvement. The findings indicate that the recruitment process is largely effective,
with a significant portion of respondents expressing satisfaction. However, there are clear opportunities to optimize and diversify
recruitment efforts. Overall, the study suggests that the IT sector’s recruitment practices are largely successful, but improvements in
areas such as gender diversity, age diversity, clarity of job roles, and recruitment sources can make the process more inclusive,
efficient, and appealing to a broader range of candidates. By addressing these areas, companies can ensure they continue to attract
and retain top talent in a highly competitive industry.

REFERENCES

[1] essler, G. (2020). Human Resource Management (15th ed.). Pearson Education. This book provides a comprehensive overview of recruitment and selection
processes across various sectors, including IT, with insights into best practices.

[2] Gatewood, R. D., Feild, H. S., & Barrick, M. (2015). Human Resource Selection (8th ed.). Cengage Learning. key resource for understanding recruitment
theories and methods, including those applied in the tech industry.

[3] K. Aswath Appa (1997), “Human Resources and Personnel Management” Tata McGraw- Hill Publishing Company Ltd., New Delhi- 110 001.

[4] C.R.Kothari. “Research Methodology”, Methods and Techniques, Wishma Prakashan, New Delhi.

[5] Gupta, S.P., “Statistical method” Sultan Chand & Son Publishers, New Delhi, Thirty Fourth Editon, 2005.

©IJRASET: All Rights are Reserved | SJ Impact Factor 7.538 | ISRA Journal Impact Factor 7.894 |

518



d lIsRA

ef n\m
cross’ COPERNICUS

10.22214/1JRASET 45,98 IMPACT FACTOR: IMPACT FACTOR:
7.129 7.429

INTERNATIONAL JOURNAL
FOR RESEARCH

IN APPLIED SCIENCE & ENGINEERING TECHNOLOGY

Call : 08813907089 (V) (24*7 Support on Whatsapp)




