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Recruitment Practices In It Sector: A Comparative
Analysis Of Select Indian & Mnc Companies

Dr. N. Sree Rajani, Dr. V. Bhargavi Reddy, A. Parvathi

Abstracts: Recruitment and selection lie at the heart of how businesses procure human resource required to maintain a sustainable competitive
advantage over its competitors. Staffing personnel and especially managerial personnel in the organizations may well represent one of the most
important human resource management functions. Information technology essentially refers to the digital processing, storage and communication of
information of all kinds. The IT sector is likely to give employment to 9 million people in India by 2008 and also generate $ 87 billion in annual revenues
and $ 225 billion in market in India by 2008. The present article focuses on how efficiently the IT sector follows the Recruitment & selection processes
and to trace out the differences of the same between the Indian & MNC companies if any.

INTRODUCTION:

Information technology essentially refers to the digital
processing, storage and communication of information of all
kinds. IT can be defined as computing and
telecommunication technology that provides automatic
means of handling information. IT includes software and
hardware. The role of IT in services i.e., IT —led services
includes the following: Product support process
outsourcing, hardware and software maintenance, training
and education, IT out sourcing, system integration and
application development. Therefore IT can potentially be
used in every sector of the economy.

Frame Work of IT Industry

The important factor or the driving force for the Indian IT
services and ITES industry has been the changing global
business landscape, which has exerted performance
pressures on multinational enterprises. Our nation has
emerged as an important venue for the services sector
including financial accounting, call centers, and business
process outsourcing. Technology and Bio informatics,
which are on Government's
offer scope for FDI.
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IT Industry: Its Growth & Development

The software industry has crossed $ 27 billion dollar mark
in 2005. Its exports accounted for 20% of Indian export
revenues in 2003-04. By 2008 it would account for 7% of
I ndia's GDP and woul d
revenues. The IT sector is likely to give employment to 9
million people in India by 2008 and also generate $ 87
billion in annual revenues and $ 225 billion in market in
India by 2008. Table 1I.1 shows employment in IT sector. In
addition to the nearly 1.3 million —strong workforce
employed directly in the industry, Indian IT-ITES is
estimated to have helped create an additional 3 million job
opportunities through indirect and included employment.
Indirect employment includes expenditure on vendors
including telecom, power, construction, facility
management, IT, transportation, catering and other
services. Included employment is driven by consumption
expenditure of employees on food, clothing, utilities,
recreation, health and other services. Vipul Prakash of Elixir
quotes the Gartner estimates of the growth of the global
HRO market to $80 billion by 2008. The break up of the
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HRO functions Percentage contribution
Payroll 40%
Recruitment 35%
Compensation & benefits 5%
Performance Management 5%
Training 15%

Table II: 1 Employment in IT Sector

Sector 2004 2005 2006 2007
IT services 215000 297000 398000 562000
ITES-BPO 216000 316000 415000 545000
Engineering
services & R&D
and Software 81000 93000 115000 144000
products
Domestic
markefj;r;‘;'“d'”g 318000 | 352000 | 365000 | 378000
organizations
Total* 830000 1058000 1293000 1630000
*Figures do not include employees in Hardware
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REVIEW OF LITERATURE:

IOMA (2006) found that, 83% of companies are concerned
with attraction and retention. The largest companies are
especially troubled with 95.5% saying this issue is important
to them. Lievens Filip, Karen Van Dam, Neil Anderson
(2002)found that the most important trends were
technological developments, competency based selections,
labour market shortages, internationalization, and emotional
intelligence. Hence the hypothesis is: Hearty and Morley
(1998), found that decision making is primarily located at
head —quarters. HR department and line management are
responsible for recruitment in more than 40per cent
organizations. In case of another 23 per cent organizations,
the same combination is responsible but line management
has lead authority. In a very few organizations line
management or HR department is given authority. The
“War for
Jones, Hankin & Michaels, 1998) found that 78 percent of
the officers believed that line managers should be held
accountable for the quality of their people. The third and
fourth hypotheses relate to organization of recruitment.
Hearty and Morley (1998), drawing upon Irish data from the
1992 and 1995 Cranet E survey, found that a total of 55%
of the respondents reported that they had a written policy
on relation to recruitment and selection. 33 percent had an
unwritten policy and just 11 peer cent had no policy at all.
Therefore, the third hypothesis is: The Hewitt Best
Employers in India study (2004) highlighted that 87% of
organizations have reported having a staffing strategy in
place that helps them recruit the best talent and
appropriately staff them on work. As such the hypothesis is:
Philip (2006) found that recruitment system in IT companies
is characterized by competencies well identified and
defined (95%), hiring stars and make them stay (80%),
stresses on cultural fit (80%), proactive entrance interviews
—focus on career development (65%) and hiring stayers and
making them stars (65%). The hypothesis proposed for
examination is: The Hewitt Best Employers in India study
(2004) highlighted 75% of IT organizations emphasize on
developing employees from within the organization, while
only 25% emphasize on hiring experienced employees from
outside the organization. There is heavy reliance on
external consultants for senior positions. Employee referrals
and internet are also being extensively used across all
positions. The use of word mouth especially by small firms
(Cook, 1993; Tanova, 2003), internet (Booz, Allen survey,
2005), internal recruiting (Hearty and Morley, 1998) and
advertising in news papers by large firms (Tanova, 2003)
were reported by researchers. Lockwood and Ansari [1999]
found the use of Employee referral programs; dedicated
information technology recruiters; acquisition strategies,
speed hiring, local print and radio advertising; company
web sites with employment opportunities pages; college
recruiting ; and job fairs. Philip (2006) found that in Indian IT
companies, job vacancies are filled by employee referrals
(100%), using recruiting agencies (100%), posting done
internally (90%), lateral recruitment (90%), campus
recruitment (80%) and walk —ins(60%). In view of this
research, the study proposes the following hypothesis.
Earlier research has established that informal recruitment
methods are associated with smaller organizations (Barber
et al.,, 1999; Carrol et al., 1999; Deshpande and Golhar,
1994). Formal recruitment is common in large (Saari et al.,
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1988) and high technology firms (Scott et al. (1989). Hearty
and Morley (1998) identified that the methods of recruitment
for senior /middle/junior management positions are:
Internally, recruitment consultant, and news paper in that
order. Less used methods are: professional magazine,
international newspaper and word of mouth. Some
empirical studies have found that informal recruitment
methods produce workers who stay with the organization
longer than those recruited by other methods (Breaugh,
Taylor and Schmidt, 1983; 1981 Taylor, 1994, Rynes, 1991;
Dewitte, 1989; Saks (1994) Research (Decker & Cornelius,
1979; Gannon, 1971, Reid, 1972) has shown that employee
referrals are among the best sources of long tenure
employees and newspaper advertisements and
employment agencies are among the worst sources. James
A. Breaugh (1981) found that the source through which an

Talent” survey (-Cha m@nwleyge waspegryited if stronglyarelagedl fo sybgequent

job performance, absenteeism, and work attitudes.
Newspapers and college placement offices were in general,
poorer sources of employees than journal/ convention
advertisements and self initiated contacts. Tanova (2003)
found no relationship between informal methods of
recruitment and turnover; application forms, interviews and
references were widely used; and women and disabled
persons were encouraged to maintain a certain ratio as per
law. The hypothesis proposed is: Studies of Society for
Human Resource Management (1997) and Hearty and
Morley (1998) and The Hewitt Best Employers in India
Study (2004) have found that a variety of selection methods
are in vogue. Referrals, Structured applications,
Background checks, Structured interviews (Interview panel,
One -to- one interview, , Interviews with HR ,Interviews with
potential supervisors ), psychometric tests, graphology,
assessment centre, Drug tests, Personality tests, Skill tests,
Realistic job previews, Job simulations, internships,
informal meals and behavior environment interviewing,
Studies by Collins and Stevens (1999), Belt and Paolillo
(1982) and Gatewood et al. (1993) found a significant
positive correlation between the image of an organization
and job seekers’ intentions
house et al. (1999) Rynes, Bretz and Gerhart (1991),
Gatewood, Gowan, and Lautenschlager (1993), and The
Hewitt Best Employers in India study (2004) identified
factors influencing the choice of the firm are job related
(features of the prospective job, advancement
opportunities, company related (respectability, atmosphere,
coworkers, general firm reputation, product image, and
customers), individual exposure (Hearsay, Familiarity with
the firm, knowing someone who worked at the firm, using
the firms products or services, and exposure to
advertisements) and location of the job. A 2006 Conference
Board study asked employees what they expected from
their employers. The top three responses were interesting
and challenging work, open, two-way communication and
opportunities for growth and development. Lockwood and
Ansari [1999] found Money (base salary), Interesting and
challenging work, Training opportunities and Traditional
benefits (retirement plans and health insurance). While
Reeve and Brooks (2006) show there is benefit in giving
realistic messages beforehand Bretz and Judge (1998);
Coleman and Irving (1997); Meglino, Denisi and Ravlin
(1993); Weisner, Saks and Summers (1991) argue that
providing realistic information (and especially negative
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information) have negative consequences for organizations.
Society for Human Resource Management (SHRM) in its
1997 survey reported employers were experiencing a fair to
moderate degree of difficulty in filling entry level jobs, and
somewhat more difficulty in filling higher level jobs that
require specific skills. Philip (2006) observed that the
effectiveness of recruitment in IT companies is measured
by employee turnover analysis (95%), exit interview
analysis (90%) and joint meetings with HR customer
departments (85%).

OBJECTIVES

The following are the objectives of the study:

A To understand the recruitment methods employed in IT
companies.

A To compare recruitment methods between Indian and
MNC IT firms.

HYPOTHESES

About 17 hypotheses are framed based on the findings of
the earlier studies for examination of their validity in the
context of Indian IT organizations. IOMA (2006) found that,
83% of companies are concerned with attraction and
retention. The largest companies are especially troubled
with 95.5% saying this issue is important to them.

METHODOLOGY
The study has employed survey method of research.

Data Sources and Collection

The secondary data is drawn from research reports,
journals, magazines and internet. The case studies and
practices of certain organizations are collected from
secondary data sources. The primary data — recruitment
practices followed by IT organizations — are collected from
employees in IT organization with the help of a
guestionnaire.

Sampling

Convenience method of sampling was adapted. The
population for the study was IT companies in India. IT
companies located in Chennai, Hyderabad, Bangalore are
contacted for participation in the study. About 77 companies
(Figure 11.1) have finally responded. In each organization
one out of four or five of the team members (HR
professional) concerned with recruitment has filled in the
guestionnaire. The assumption behind choosing one person
among the team is that every one of them is equally
working on the recruitment

Data analysis

Data are presented in simple percentages, means and
standard deviations. Hypotheses are tested using t test for
means and proportions, and rank correlation. A significance
level of 5 percent is taken. SPSS package is used for the
statistical analyses.

Challenges Faced by
Organization Type

Are the challenges same for HR manages in Indian and
MNCs? Table 1 shows that for Indian HR managers, the top
five challenges are:

HR  Managers i Across
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Change management (71.4%)

High employee expectations (66.7%)

Industrial relations (61.9%)

Retention of talent( 57.1%) and

Recruitment, identification & hiring of right talent
(57.1%)

O o0Oo0oo0oo

For MNCs a reverse order is found. Retention of talent
(75%) figured first, followed by Recruitment, identification &
hiring of right talent (71.4%), High employee expectations
(67.9%), Rising compensation (58.9%) and Change
management (51.8%). One significant difference is rising
compensation which occupied 8" place in the ranking by
Indian companies. However, the rank correlation is positive
(0.737) and significant at 0.05 level indicating the rank
ordering of the challenges is very much similar.

Table 1: Challenges Faced by HR Managersi Across
Organization Type

Indian (N=21) | MNC (N=56)
SNo Challenges

% | Rank | % | Rank

1 | Retention of Talent ST 45 [ 750 1

2

Recruitment, identrfication & hiring of

i 51| 45 |71
right talent 1] 45 T

(3]

(=Y

Leadership/ Management development | 238 | 95 | 393 | 65

4 | Rising compensation BI|8 |89 4

5| Avatlability of skilled local resources | 9.5 | 11 | 36 | 115
6 | High employes expectations 671 2 [679] 3
7| Employes engagement 48 1 12 36 ) 115
§ | Culfure building BLL T (09

9 | Change management 4| 1 |518] 3

Trends in recruitment
The first hypothesis is related to trends.

H:2- Technological developments, labor market shortages
and competency based selections are the three major
trends in HR area.

When inquired about the most important trends in HR area
relating to recruitment and selection, the respondents
opined that outsourcing of selection (59.7%), competency
based selection (57.1%) and selection in tight labor
markets (50.6%) are the important ones. Table 1 shows the
responses. E-recruitment and Team selection are identified
as emerging trends by 42.9% of the respondents. Though
there are many consultancy firms engaged in recruitment
and selection processes, “
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firms” i s considered by only 28. 6% of t he respondent s.
Thus there is a close agreement with the hypothesis
proposed. Technological developments are among the first
five but not the first one. Table 2 shows the trends across
organization type. Competency based selection (63.7%) is
the first trend in Indian companies whereas outsourcing of
selection (81%) is for MNCs. Selection in tight labour Table 3: Importance of Processes of Recruitment i Across
markets (53.6%) and outsourcing of selection 51.8%) are Organization Type
the next important trends for Indian companies. The rank
correlation is positive (0.78) and significant at 0.05 level
indicating similarities in ordering the trends. Tndian \INC (
Table 2: Trends in Recruitment and Selection T Across 5 ' V=1 = ,
Organization Type Yo Trends (= (=) | vle
Mean| SD | Mean | SD
S, Indian (V=21) | MNC (N=56)
. Trends . " .
No % | Rak| % | Rak L. | HR Planning-presnt stoff equirement | 439 049| 4291090 18§
1. | E-recruitment, e-assessment, online recruifment . . r
) Fitire stafF reuirems 19 17 /
wl e Trens scon, Vebded ). | HR Plannng-futee staffrequurement | 425| 047| 4191040 030
testing, technological challenges. infegration of | 50.0 4 |38 6 \ L ) ‘ i
selection  to human resource information h JOb deCllpl]Ol] ‘”2 044 '1'14 047 Oh
systems, video-based tests
- — — 4. | Job specfication A18) 043] 4470431 053
2. | Competency-based selection. competency-based
Iferviewmg — compefencies, competency ; - ; ) o . R ’
management, competency-based  assessment o L|4s) 3 i ‘ [Ompﬂnyadmmmg 186 108 171 114 048
and development
e s U .
— — 6. | Realistic job preview (RIP) 359 L4 3671135 0
Selection 1n fight labor markets, job marketing, ’
Iuman resource marketing, shrinking labor | 53.6 21429 4 X |
e enmloves b marhetie vt o 7. | Selection 4621 086] 433 L15| L9
orce, employer brand marketing, war for talent
4. | Eotonl telligence s |7 W3] 8. | Approval concernmg job offe 3% 071 390|083 031
5. |International selection, expatriate selection, p g 0 0 . .\
slobalzation ’ 9. | Onentation 4611 0.56 | 44310301 L7
6. | Specialization of consultancy firms, increasing 20 ; sl s *5 jpoint Scale: 1=Very Unimportant, 2=Unimportant,
competition 3=Neultral, 4=Important, 5=Very Important.
7. | Impact of legislation 0 9 0| 85 Organizing recruitment
§. | Outsoueing of selection s18 |3 (sl 1 Where is the recruitment decision located? Is it centralized
at head quarters or decentralized at enterprise division or
9. | Team selection 03005 |40 branch level? Who is responsible for recruitment and
o - selection? Two hypotheses are formulated based on earlier
=0.78. t=3.28. Significant at 0.05 level.
) research.
Concern for recruitment H:3- Recruitment decisions are located at Headquarters.
To what extent the organizations are today concerned ) .
about attracting and retaining employees? Analysis across H:4- HR department and line management are responsible
the type and size of the organizations, shows that there is for recruitment in most of the organizations.
no significant difference between Indian organizations and ) ) ) N
MNCs and also small and large organizations in this regard. Are they true in IT companies? The answer is positive.
Table 4 shows that decisions are at international head
Importance of recruitment processes quarters for most of the organizations. The differences
What are the import elements in the processes of between them are significant at 0.05 level to conclude that
recruitment? Table 3 shows that there are no statistically MNCs are significantly different to Indian organizations in
significant  differences across type and size of this aspect. However, one common aspect is in both cases
organizations. very few (around 2-3%) organizations are allowing the
decisions to be taken at establishment level.
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Table 4: Locati on of Recruitment and Selection 1 Across
Organization Type

Indian (¥=21) | MNC (N=56)
o Trends Zvalte
EL % | f %

|, | inernational Headgurters | § | 3809 | 45 8035 ] 258"

>

Notonel Headacters | 12| S714 1 91 1607| 23¢°

Estalshment el AT ) 330 04

[

Table 5 shows similar arrangement in case of many of the
Indian organizations and MNCs as well as small and large
organizations. The HR department is found to be the next
preferred mechanism. Around 15.6% of the organizations
are utilizing this mechanism. This is true irrespective of the
type and size of the organizations.

Table 5: Responsibility for Recruitment and Selectioni
Across Organization Type

Indian MNC
S.No | Mechanism (N=21 (N=56
f % f %
1. HR department 3 143 | 9 16.1
Line management 1 4.7 0 0
Line management with the
3. support of HR department ! a4t 0 0
HR department with the
4 support of line management 16 76.1 | 47 83.9

Recruitment policy and actions

Table 6 examines the influence of size on the practices. It is
found that the size variable has no influence on the
practices. Similar practices are adopted irrespective of the
size of the organizations. The computed t-values are not
statistically significant at 0.05 level.

ISSN 2277-8616

Table 6: Recruitment Practices i Across Organization Type

Indian | MNC ¢

S.No Practices (N=21) | (N=56) | value

[ % || %

1. | Dedicated recruiting offices across the
country manned by company’s people.

[

Tie ups with service providers to use their
offices for hiring across the country.

[3%%

Tie-ups with educational institutions to
provide exposure to faculty and students | 9 | 42.8 | 17] 304 | 0.05
to the mdusiry

4. | Forecast talent needs based on current and
. ‘ 2019523(55] 982 0.73
future business needs.

5. | Develop partnerships Dbetween human
tesources and business unifs to improve | 21| 100 | 54| 96.4 | 0.71
accuracy of projections.

6. | Explicit policies for recruitment in our

o 21| 100 | 55| 982 | 0.62
organization.

7. | Staffing strategy that helps in recruiting
the best talent and appropriately staff | 21| 100 | 35| 982 | 0.62
them on work.

8. | Competencies are well defined. Job
descriptions and specifications are made.

9. | Stars are hired and made them stay. 16] 769 | 46| 82.14| 058
10 | Stavers are hired and made them stars. 713333] 9 [16.07| 1.66

11 | Stress on cultwral fit of individual and

- 2019523|55] 982 073
organization.

External vs Internal Hiring

Whether companies prefer internal hiring to external hiring?
The answer found by earlier researchers was yes. Hence
the following hypothesis is proposed for verification.

H:8- A majority of IT organizations prefer developing
employees from within the organization to hiring from
outside.

Table 7 shows the responses across the type of the
organizations.
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Table 7: Emphasis on Hiring People- Across Organization
Type

Indian (N=16) MNC(N=56)
Responses Inside | Outside | Inside | Onfside

Pl f )% [E]% T[%

Muchmoreemphass | 15 576 « | - [ 3] 64

Some what more § 307 - |35
eauphasi

Sty moremplasis | - [ - | 3 {1137

Recruitment Methods

In recruitment process the role of recruitment methods is
significant. Many innovative methods are developed to
make recruitment effective.

(i) Managerial positions
Table 8 shows the methods of recruitment rank ordered
based on important by HR managers of Indian
organizations and MNCs. The methods considered
important are almost the same between Indian
organizations and MNCs.

Table 8: Methods of Filling Managerial Level Positions i
Across Organization Type

Indian MNC

5 (¥=21) o5 |

. Trends )

No Mean Mean | SD value

SD
(Rk) (RK)

1. | Promotion-from-within 3.62(5) | 059 | 4.02(4) | 0.70 | 2.32%*
2. | Transfers (Lateral recruitment) | 2.71(7) | 2.13 | 3.00(7) | L79 | 0.59
3. | Job rotations 2.05(12) | 1.16 | 248(11) | 1.28 | 1.36
4. | Succession planning 3.05(6) | L72| 3.54(5) | 153 121

5. | Job posting done infernally 433(3) | L16 | 427(3) (092 026

6. | Employee referrals 452(2) | 051 ] 4.62(2) 1059 0.69

7. | Campus recruitment 405(4) | 196 3.30(6) |2.11| 140

8. | Placement /recruiting agencies | 4.76(1) | 1.34 | 479(1) | 0.87 | 0.09

9. | Public employment agencies 248(9) |2.09 |238(12) | 197 0.19

10 | Direct applications/Walk ins 2.33(105) | 179 | 2.77(9) | 165 | 1.00

11 | Advertisement in the media 2.57(8) | 2.04 | 296(8) | 1.78 | 0.83

12 | Job fairs 2.33(10.5) | 2.01 [ 250(10) | 1.83 | 035

=0.936 t= 840  Significant at 0.05 level

*5 1 point Scale: 1=Very Unimportant, 2=Unimportant,
3=Neutral, 4=Important, 5=Very Important.

ISSN 2277-8616

Figures in parentheses are ranks. ** Significant at 0.05 level.

(ii) Technical and professional positions

Are there differences between Indian organizations and
MNCs? Do they differ in considering the methods? Table 8
analyses the differences. According to it the differences are
not significant in importance rating level or rank ordering.
The t-values are not statistically significant at 0.05 level.
How about small and large organizations?

Table 8: Methods of Filling Technical and Professional
Level Positions i Across Organization Type

Indian (N=21) | MNC (N=56)

S. t-
) Trends ]

No Mean | SD | Mean | sp | YAlUe
1. | Promotion-from-within 229(6) | 152 | 3.02(5) | 1.57 ] L84

2. | Transfers (Lateral tecruitment) | 2.23(7) | 1.91 | 2.79(7) | 1.70 | 1.01

3. | Job rotations 2.1009.5) | 1.22 | 2.55(10) [ 1.29| 141
4. | Succession planning 2.1009.5) | 1.22 | 2.73(9) | 1.41 | 1.80
5. | Job posting done internally 4.102) | 0.62 | 4.07(3) |0.63 | 0.15
6. | Employee referrals 476(1) | 0.44 | 470(1) {0.69 | 041
7. | Campus recruitment 3.20(4) | 237 | 277(8) |2.12] 0.92

8. | Placement /recruiting agencies 3.90(3) | 099 | 436(2) [0.84 | 1.99*

9. | Public employment agencies 1.52(11.5) ] 0.93 | L.66(12) | 1.19 | 047

=1

Direct applications/Walk ins 281(5) | 172 | 343(4) | 1.55] 1.52

—
%)
ol

Advertisement in the media 2.14(8) 298(6) | 151 2.08

1

153

Job fairs 1.52(11.5) | 1.90 | 2.02(11) | L.17| L.72

=0917 = 7.26 Significant at 0.05 level

*5 p'oi‘nt Scale: 1:V'err7y Unimpbrtéhf, 2:Uhih1bortant,
3=Neutral, 4=Important, 5=Very Important.

Figures in parentheses are ranks.
(i) Entry level positions

For entry level positions, organizations are considering
employee referrals and direct applications and walk-ins.
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Table 9: Methods of Filling Entry Level Positions i Across
Organization Type

Indian MNC
. ~ 1
SNo Trends (N=21) (N=56)
value
Mean | SD | Mean | SD
I | Promotion-from-within LI4(11) | 0.36 | 2.12(10) | 1.87| 2.38

(=

Transfers (Lateral recrwitment) | 1L14(11) | 0.36 | 209(11) | 1.83 | 2.34

3. | Job rotations LI411) [ 036 | 223(9) | 192 2.58
4. | Succession planning 1.33(8) | 0.91 | 2.43(8) [ 196 | 2.45
5. | Job posting done internally 3.05(5) {237 | 3.38(6) | 2.25 | 0.56
6. | Employee referrals 429(1) 1092 | 432(1) |0.74] 0.18
7. | Campus recruitment 2.81(6) | 197 | 3.50(5) | 1.89 | 141

§. | Placement /recruiting agencies | L.95(7) | 1.20 | 291(7) | 176 | 2.9

9. | Public employment agencies 1.2909) [ 072 | 1.96(12) | 1.78 | 1.69

10 | Direct applications/Walk ins A14(2) | 085 | 427(2) [0.75] 0.63

11 | Advertisement in the media 371(4) | 078 | 3.88(4) [0.99 | 0.67

12| Job fairs 3.9003) 135 0.02

=0948 = 941  Significant at 0.05 level

*5 1 point Scale: 1very Unimportant, 2=Unimportant,
3=Neutral, 4=Important, 5=Very Important.

Figures in parentheses are ranks.

Validity of Hypotheses
Based on the earlier research the following hypotheses are
proposed.

H-9: Employee referrals, recruiting agencies, posting done
internally, lateral recruitment, campus recruitment and walk
—in are the methods employed by most of the organizations.

H:10 Recruitment methods vary with size of the
organization.

H:11 Recruitment methods vary for managerial,
professional & technical and entry level jobs

Effective recruitment methods

Now the question is which of the methods employed by the
organizations are perceived to be effective? Table 10
shows strong and significant correlation between the two
organizational types of organization. Therefore, the
perceptions on effective methods are similar among all HR
managers. The present study therefore, indicates that
effective methods include both formal (Placement
/recruiting  agencies, Campus recruitment, direct

ISSN 2277-8616

applications/Walk ins, and Job fairs) and informal ones
(employee referrals and job posting done internally). Except
employee referrals all other methods more effective are
formal ones.

Table 10: Effective Methods of Recruitment i Across
Organization Type

Indian (N=21) | MNC (N=56) |
S.No Methods

Mean | SD | Mean | S | VAlue

1. | Promotion-from-within 233(9) [159]3.12(8) |1.65]1.89

[35]

Transfers (Lateral recruitment) | 2.00(11) | 1.34 | 2.59(11) | 1.44 | 1.63

3. | Job rotations 243(8) | 1.81]2.79(10) | 1.64 | 0.83
4. | Succession planning 276(7) | 151(334(7) |142]1.56
5. | Job posting done internally 329(6) |2.19|3.66(6) | 1.88]0.74
6. | Employee referrals 4.62(1) 1049 [473(1) (049090

7. | Campus recruitment 4.38(3) [0.74459(2) 10.80|1.03

8. | Placement /recruiting agencies | 443(2) |0.87|4.57(3) | 081 |0.67

9. | Public employment agencies 148(12) [0.93 | 1.84(12) | 1.52| L.02

10 | Direct applications/Walk ins 4.10(4) | 1.04 4344 [092]099

11 | Advertisement in the media 2.24(10) [ 126 ] 3.09(9) | 1.54]2.26

12| Job fairs 395(5) 1038 3.98(5) |0.67]0.19

=097 = 3.09  Significantat 0.05 level

*5 1 point Scale: 1=Very Unimportant, 2=Unimportant,
3=Neutral, 4=Important, 5=Very Important.

Figures in parentheses are ranks.

Selection techniques

What kind of selection of tools do companies employ to
select employees for their organizations? Earlier research
has proved that companies employ a variety of tools to
select employees for different positions. Hence the
following hypothesis is framed to guide the research.

H: 13-: Employers use a range of tools to help them select
among job applicants.
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Table 11 shows the frequency of using different selection Figures in parentheses are ranks.
+++++++.++ across the type of the organizations. There is
a positive correlation (0.72) between the Indian Expectations of job seekers
organizations and MNCs. The hypothesis that employers It is proposed to examine the factors that influence job
use a range of tools is proved right. seekers in applying for a job. Table 12. examines the

factors across organization type. Some differences are

o . - found in the choice of Indian organizations and MNCs. On
Selection tools Indian | MNCs th ; P N
e whole, there is a similarity as indicated by a strong
. ‘ ‘ . correlation factor 0.85 which is significant at 0.05 level. The
Interview with potential supervisor 1 2 top two factors are common to all the types of organizations
with slight variations as highlighted below. Since job
Skills or knowledge tests 2 | seekers of Indian organization
j o bit is examined for its validity in case of other
Panel interview (with several experts) 4 3 organizations. Less number of job seekers are influenced in
case of other organizations.
Aptitude tests 3 5
Factors Indian | MNCs
Interview with potential peers 5 4
Pay and benefits 100 98.2
Psychomelric tests i 6 Features of prospective job 904 100
One-to-one interview - 7 Training opportunities 95.2 91.0
Growth prospects of the company 952 91.0
Table 11. Selection Tools Used i Across Organization Type . . . i R
9 yp Location of the job (place of work) 8735 553
Indian MNC
S.No Tools (N=21) (N=56) | tvalue Table 12: Factors Influencing Jobseekersi Across
Mean | SD | Mean| SD Organlzatlon Type
1. | Application forms 305 | 1.02] 338 | 0.82 | 145 ]
Indian MNC
2. | Background information 376 | 094 | 384 | 073 | 038 ¢
y i ' N=11 N=36 i
3. | References 338 | 074 | 354 | 057 | 098 $No Influencing factors ) 6) valte
4. | Aptitude tests 4.143) | 057 | 423 | 063 | 057 f % f %
5. | Personality test 343 | 075|377 | 097 | 145 iy .
. 1. | Image of the organization 10 476(7) | 34 607(6) | 1.0
6. | Psychometric tests 3.86 | 057 | 421 | 0.65 | 221
7. | Skill or knowledge tests 433(2)| 058 | 454 | 050 | 151 2. | Largesizeof the orgamization 2| 93§ | 6) 078 | 004
8. | One-to-one interview 386 | 091 | 405 | 088 | 0.86 3 Feamfesofprospecri\'ejob 19 904(4) 56 100(1) 13
9. | Panel interview (with several expe] 4.10(4) | 122 | 4.36 | 098 | 098
4. | Advancement opporfunities 13] 619(6) | 39| 69603 | 063
10 | Assessment centre 333 | 165 | 320 | 149 | 035
11 | Realistic job reviews 290 099 | 312 | 119 | 075 5. | Training opportunities 20| 952025) | 51| 910(35) | 0.61
12 | Job simulat 271 | 179 | 284 | 154 | 030 . . )
i ’ 6. | Pay and benefis 2| 100 |55 | 9820) | 06l
13 | Graphology 262 | 211 | 211 | 186 | 1.04
14 | Medical examinations 343 1075 ] 371 | 059 | 175 7. | Location of the job (place of work) | 18 | 83.7(5) | 31| 333(7) | 247
15 | Internship program/probationary p|  3.62 | 1.32 | 3.59 | L18 | 0.09 8. Knmmpeoplemthe Ol'gallizmi()ll 0 0(9) 0 0(9) 0
16 | Informal lunch /dinner 357 | 143 ] 380 | 1.05 | 0.78
9, | Growth prospects of the company 20| 95202.5) | 51| 910(35) | 0.61
17 | Behavioural environment modelin 2.52 | 199 | 2.57 | 1.67 | 0.11
18 | Interview with potential peers | 4.00(5) | 032 | 4.27 | 045 | 2.32 =085 =46 Siguificant at 005 level
19 | Interview with potential supervisor 4.48(1) | 0.51 | 4.50 | 051 | 0.8
20 Groulp interview (with several 219 | 150 | 220 | 153 | 024 Figures in parentheses are ranks.
candidates)
= 072 t= 439 Significant at 0.05 level Views on Attraction

What do the HR managers think of the ways to attract job
seekers? Table 12 examines the views across organization
type and size of the .organization. The differences are not
statistically significant at 0.05 level in case of organization
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type. Though differences are statistically significant the in
case of organization sizes, the view points are same.

Table 12: Views on Attraction i Across Organization Type

Indian (N=21) | MNC (N=56) | ¢

S.No Views 5
Mean | SD | Mean | SD | Value
1. | Company image has influence 4.52 1.08 | 4.66 0.72 | 0.64
on intentions to apply of
jobseekers

[

Providing realistic information 2.76 1.04 |2.48 091 | 1.15
about the company has no
influence on job seekers

w

It is easy for large companies to 457 0.75 | 4.46 0.54 | 0.69
attract the best talent

4 | Hiring right talent is more of a 2.86 073 |2.54 0.68 | 1.80
chance, despite the
systematization of recruitment.

Scale: 5-Very much 4-Much 3-Neutral 2-Less 1-Very less

Competencies found Weak among applicants

Often the recruiters say that they have tough time in finding
right candidate for the right job. Earlier research has
indicated the present of this problem. Table 13 examines
competencies across the organization type. According to
table 13, the list of lack of competencies among entry level
job applicants given by HR managers of Indian
organizations is longer than that given by HR managers of
MNCs. Dealing with change, Problem solving, Creativity
and innovation, Work orientation, Communications and
Interpersonal and team skills are identified by more than
50% of the respondents of Indian organizations. The list of
MNCs differs. Problem Solving / Reasoning, Work
Orientation, and Communications are highlighted by more
than 50% of the respondents form MNCs. The differences
are indicated by low coefficient of rank correlation (0.196).
When it comes to higher level positions there is a strong
agreement between HR managers of Indian organizations
and MNCs. As stated above, Technical/Business SkKills,
Creativity and innovation, Interpersonal and team skills and
Dealing with change are weak competencies.

Table 13: Competencies Found Weak among Entry level
Job Applicants -Across Organization Type

Indian (N=21) }'L\ ¢
SNo Competencies (N=56)

% Rank | % |Rank

1. | Dealing with Change 809 | 15 | 196 75
2. | Problem Solving / Reasoning 809 | 15 | 66| 1
3. | Creativity / Tanovation 80.1 3|5 s

511 5 571

[y

4, | Commumications

5. | Basic Sklls (reading, writing, math) | 285 § |39 4

6. | Tnterpersonal / Team Skills 523 6 | 196 75
7. | Work Orientation 714 4 6251 2
8. | Technical/Business Skills 4238 7 A4 | 6

=0196 =049  Notsignificant at 0.05 level
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Table 14: Competencies Found Weak Among High level
Job Applicants -Across Organization Type

Indian (N=21) | MNC (N=56)

S.No Competencies
% | Ramk | % | Rank
1. | Dealing with Change 23 4 511 4
2. | Problem Solving / Reasoning 42| 55 | 285 5
3. | Creativity / Tnnovation 809 | 2 625 3
4. | Communications 47 7 214 6

5. | Basic Skills (reading, writing, math) | 9.5 6 196 | 75

6. | Interpersonal / Team Skills 4| 3 66.1 2
7. | Work Orientation 42| 55 196 | 75
8. | Technical/Business Skills 95.2 1 69.6 1

=0875  =4427  Significant at 0.05 level

Table 14 examines the weak competencies at entry and
higher level across the organization size. There is a
similarity in the views of HR managers of large and small
organizations in respect of weak competencies at entry and
higher level positions. The rank correlation coefficients are
in the range of 0.9 and are significant at 0.05 level.

Measuring recruitment effectiveness

How do companies measure effectiveness of recruitment?
Based on the prior research a hypothesis is proposed.
Table 15 shows that there are differences in the proportion
of organizations employing the methods. More number of
I ndi an
whereas more number of MNCs use joint meetings with HR
departments.

Table 15: Measuring Effectiveness of Recruitment -Across
Organization Type

‘ Indian (N=21) | MNC(N=56) | ¢.
\30 Mo : (\% ) f ( %) .
1. | Employe tumover analysi ) 5] B 300438
2. | i iterview analysis 0] 426 | 2 {375 081
3 | Jont metins with FR deprtments | 12| 571 | 39696 | "R

*Significant at 0.05 level.

DISCUSSION AND CONCLUSIONS

The findings of the present study compare well with those

of earlier research. The present study as well as earlier

studies (IOMA, 2006) found that, majority of companies are

concerned with attraction and retention. As found by

Society for Human Resource Management (SHRM) (1997)
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and Diane Lockwood, A.Ansari (1999), the present study
identifies Retention of talent and Recruitment, identification
and hiring of right talent have become challenges.
Outsourcing of selection, competency based selection and
selection in tight labor markets are found to be the
important trends. This is in accordance with studies in other
countries (Lievens Filip, Karen Van Dam, Neil Anderson,
2002). Earlier studies (Hearty and Morley,1998), found that
decision making is primarily located at head —quarters. HR
department and line management are responsible for
recruitment. This is corroborated by the present study. In
respect of policy and strategy Hearty and Morley (1998)
and Hewitt Best Employers in India study (2004found a
good number of firms make use them. In the present study
about 76% of the respondents confirmed the use of policy
and strategy by their organizations. Philip (2006) found that
recruitment system in IT companies is characterized by
competencies well identified and defined, hiring stars and
make them stay, stresses on cultural fit, proactive entrance
interviews —focus on career development and hiring stayers
and making them stars. The present study has similar
findings. In the present study, respondent organizations are
almost equally divided 53.24% of organizations
emphasizing on internal sources and the remaining 46.7
6% emphasizing external sources. The Hewitt Best
Employers in India study (2004) highlighted 75% of IT
organizations emphasize on developing employees from
within the organization, while only 25% emphasize on hiring
experienced employees from outside the organization. It
seems there is difference in the emphasis laid by
companies in India, according to the present study.
Employee referrals are widely used (Lockwood and Ansari
,1999; Hewitt Best Employers in India study, 2004; Booz,
Allen survey, 2005; and Philip, 2006). The present study
also confirms this. The other methods identified by the
study have been in use according to earlier studies. Job
fairs are recent and Philips (2006) reported their use by IT
companies in India. Earlier research has established that
informal recruitment methods are associated with smaller
organizations (Barber et al.,, 1999; Carrol et al., 1999;
Deshpande and Golhar, 1994). Formal recruitment is
common in large ( Saari et al. ,1988) and high technology
firms( Scott et al. (1989). The present study reported that
there are no such differences. Recruitment methods vary
for managerial, professional & technical and entry level jobs
(Hearty and Morley ,1998). The present study has found
evidence to that effect. As found in the present study earlier
studies such as Studies of Society for Human Resource
Management (1997), Hearty and Morley (1998) and The
Hewitt Best Employers in India Study (2004)have found that
a variety of selection methods are in vogue. Earlier studies
(High house et al. ,1999; Lockwood and Ansari ,1999;
Rynes, Bretz and Gerhart, 1991; Gatewood, Gowan, and
Lautenschlager ,1993; The Hewitt Best Employers in India
study,2004 and A 2006 Conference Board study identified
factors influencing the choice of the firm are job related
(features of the prospective job, advancement
opportunities, company related (respectability, atmosphere,
coworkers, general firm reputation, product image, and
customers), individual exposure (hearsay, familiarity with
the firm, knowing someone who worked at the firm, using
the firms products or services, and exposure to
advertisements) and location of the job. The present study
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has identified similar factors (pay and benefits, features of
prospective job, training opportunities and growth prospects
of the company and advancement opportunities). The
importance of realistic information about the company is
highlighted by several studies (Weisner, Saks and
Summers,1991; Meglino, Denisi and Ravlin,1993; Coleman
and Irving,1997; Bretz and Judge,1998 and Reeve and
Brooks,2006). The present study has found that HR
managers in India held similar view. According to Society
for Human Resource Management (SHRM), 1997
employers were experiencing difficulty in filing jobs at
different levels due to lack of competent job applicants. A
similar observation was made by majority of HR managers
in the present study. Philip (2006) observed that the
effectiveness of recruitment in IT companies is measured
by employee turnover analysis (95%), exit interview
analysis (90%) and joint meetings with HR customer
departments (85%). This finding is corroborated by the
present inquiry. From the above analysis, it can be said
that the findings of the present study compare well with the
earlier studies. What does it mean? It implies that the
practices and problems of recruitment are similar to
enterprises in India and other countries. What positive
aspects has this study identified? Many companies have a
policy and strategy for recruitment. They are emphasizing
on internal sources and external sources. The reliance on
internal source should be more as it is considered more
effective. Companies are using employee referrals and it is
effective according to many researchers. What did the
study identify as the weak link the chain of recruitment in
Indian IT companies? The study has identified that
employers were experiencing difficulty in filling jobs at
different levels due to lack of competent job applicants. The
weak competencies among job applicants for are:

‘“Creativity and i nnovati on
‘I nterpersonal and team ski
competencies |l acking at ent

and reasoning’
can be concluded that firms are having concern for
recruitment as it has become a challenge. Firms are
systematizing recruitment by policy-strategy approach and
employing methods that are considered effective. However,
there is problem in finding right talent as there is talent
shortage. In view of this, companies are focusing on
training for career and retraining while making job offer very
attractive(pay, work and security). Also companies are
launching programs to connect potential prospects like
college students, professionals, and exited employees and
also professors and teachers who train talent.
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