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ABSTRACT

A temporary worker is a person with an organizatidro is on a third-party (staffing company) payréllwell-
accepted norm in global companies, many large imdisganizations are now hiring a part of their Worke from
employee leasing firms. The reason is not toodliffito guess, as organizations focus on their basgness strengths in a
highly competitive environment, the non-core fuans are outsourced. The manpower for the latt@rasided by the
employee leasing company. The contracts can rangethree to six months, and there are no hassiesaily associated

with recruiting and retaining people.

The project report analyses the potential of timepterary staffing in India and also provides anghsiinto the
Indian Staffing industry overview. India being sedohighest populated country in the world havingro%.25 billion
population has to deal with the employment issuas meanwhile this huge human resource can be a twotmdia’s
dreams of being an economic superpower. This studiertaken at Randstad India, has analyzed thehedlenges and
opportunities for the company to grow and be coitipet Professional staffing, recruitment processl dlexi staffing
trends are still in infancy stage in India. But ntvese concepts are being welcomed by many indasas they have
started to realize the importance of professiotadfisg needs. There are good signs of manufaajsector growth so it is

the right time for professional HR solution prowvisi¢o hit this hot rod and make the most out of it.

There is lot of challenge ahead for staffing conigsuin India. In this regard the report has analytee client
satisfaction level for Randstad India (North Kaakat region), which will provide deeper insightsoirthe practical
challenges and issues during the staffing contr@ds® the report has information on what clientpext from staffing

companies and efforts have been done to address thallenges by giving recommendations and ndiatines.
KEYWORDS: HR Staffing Services, Flexi- Staffing, Contractfta, HR Solutions, Strategic Role of HR

INTRODUCTION

A Staffing Company is any enterprise or persongpahdent of the public authorities, which provides or

more of the following labour market functions:
a. Services for matching offers of and applicatifemeemployment
b. Services for employing people with a view to mgkthem available to a third party (“user companghd/or

c. Other services relating to job seeking, suckhasprovision of information that do not aim to etaspecific

employment offers and applications.
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Flexi staffing refers to category (b) above. Insthype of employment model people are hired byafisg agency, and
then hired out to perform work at and under theesuipion of the user company. There is no direcplegment
relationship between the staffing agency employekthe user company, although legal obligationsatde the flexi staff
have to be borne by the user company. The stafiipgncy offers employees a fixed duration employnuamtract,
typically written. The employment is often callegthporary work”, “temping” or “temporary staffingThe hiring firm
pays fees to the staffing company, and the staffmigpany pays the wages. Flexibility for both ergplo and employer
along with security is a key feature of agency worke Indian staffing industry is a nascent onejctvicame into
existence in the post-liberalization period. Thevgh of the staffing industry in India has beenttihdnas grown within a
constraining labour law system which has not yebeted any recognition to the industry. As a resh# industry here is

exposed to numerous legal ambiguities, over angieatb®e general labour market rigidity.
Flexi-Staffing and Contract Staffing
Flexi or Flexible Staffing can be in three formsney:

Agency Temporaries— workers that are provided by a staffing firmatepecific company for a limited period of
time on a fill-in basis or for a finite project. &hwork is usually directed by the client. The mdifferentiator of a

temporary worker is the short-term nature of hisfiesition (usually less than one year).

Leased Employees- a company leases all/portion of its workforceaofairly permanent basis from a leasing
company, staffing company or a PEO (Professiongbleyment Organization). The workers are typicalisedted by the
client, but are on the payroll of the leasing/s$teffcompanies/PEO. Temporary help agencies sometiasd lease

workers.

Contract Company Workers — these workers are employed by a company thdtama out their services to a
client company. According to the Bureau of LabaatiStics (BLS), contract company workers also penftheir work at
the client’s worksite and usually work for just ockent at a time. However, their work is typicaliypervised by the

contract company, not the client.

The Indian staffing industry is estimated at R$626, crore, wherein flexi (flexible) staffing accdsrfor 75 per
cent and is worth Rs 19,900 crore. According temort by Staffing Industry Analysts, flexi staffimgcounts for 75 per
cent of the Indian staffing industry and is worth 9,900 crore, permanent recruitment account$Zqrer cent (worth Rs
3,250 crore) and other services 13 per cent (R303;Eore). As per the report the largest staffiaqpanies in India, based
on 2012 revenue are Adecco, which has a revents df,469 crore, followed by TeamLease (Rs 1,312egr&kandstad
(Rs 1,161 crore), Ikya Human Capital Solutions €R8 crore) and Manpower Group (Rs 646 crore). Qtlrerthe list
include Global Innovsource Solutions Rs 529 cr@enius Consultants (Rs 330 crore), Kelly Servides 813 crore),
Allegis (Rs 175 crore) and ABC Consultants (Rs B#e).

According to the Indian Staffing Federation, thare at present 1.3 million temporary workers in dhganized
sector, which is likely to swell to 9 million workein the next 10 years. By 2025, it is expecteat &0 per cent of the

overall workforce in India could be working in @Xible capacity through staffing companies.
Flexi Staffing Industry and Challenges:

Let us look into some statistics and facts relatellexi Staffing Industry in India (ISF report 022):
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1.3 million, or 3% of organized sector employment

This is projected to touch 10% by 2025

79% of such workers are in the 21-30 age group

Three types of Flexi Staffing — 1) ProfessionaG&neral (White Collared) 3) General (Blue Collared)

Persons with general graduate degree (54%), higgwondary certificate (17%), and secondary ceatdic9%),

hold the largest share of flexi jobs.
Average salary of a flexi worker around INR 10,@0fhonth. 94% paid through banking channels

India is amongst the top 5 nations in terms ofiflgaff base, but among the lowest in terms of patien at
0.32%

27% of Indians joined the flexi workforce due toKaof any alternative opportunity in the formatteec
Advantages of a Temporary or Contractual Work

A job better than no job

Multiple job opportunities

Gets the much needed first career break

Add to their work experience and on the job leagnin
Enjoys legitimate wage and social security

Better working conditions

Becomes a stepping stone to a permanent job
Challenges for staffing companies

No formal recognition

Archaic laws-outdated, overlapping

Price of compliance-complex, expensive
Unorganized sector where gross is equal to net
Unorganized sector where there is zero compliance

Over 10000 unorganized players

OBJECTIVES OF THE STUDY

To understand and analyse the emerging trenddenlak, opportunities and threats to Indian Staffirdustry.

Compare and contrast the leading staffing serviogigers in India in terms of the quality of comitiet services

offered and their success levels.
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e To understand the level of satisfaction of clief@ft Randstad India Ltd, Hubli.) who have availe@ #taffing

services.
» To derive strategies to staffing firms to sustaid axcel in the industry.
NEED FOR THE STUDY

The staffing is an upcoming industry in India aras been seeing promising growth in the professisealice
providers such as Randstad India Ltd and many qtfagrers in the feild. New qualitative developmeméppening in the
HR arena such as Recruitment Process Outsourcliex, $taffing Trends and Strategic role of HR asugsiness partner
has pushed me to work on understanding these geweluts in order to be proactive in analysing andptidg such
changes. This study tries to focus on adding v&duthe internship which | am undergoing at Randstatia Pvt Ltd,
World's No. 2 HR consulting firm.

SCOPE OF THE STUDY

The study titled “Study about HR Staffing Servigedndia- Trends, Challenges, Opportunities andumhs” is
being carried out with an intension of understagdhe scope of HR Staffing Services for organizatiand to throw light

upon new strategic developments in Human Resouamalement in terms of recruitment and selectionadiom

This study incorporates the opinions of employdtandstad Hubli Clientele) and the team of constdtat
Randstad India Pvt Ltd. It may not exactly représtie emotions and opinions of all the staffing fpssionals and
employers in IndiaThe study was conducted in April and May 2014 abhd®$éad India Pvt Ltd, Hubli Branch and any
changes in the usage pattern during the otheropdine year due to any sort of pressure doesn’tecander the scope of

the present study.
METHODOLOGY

The project is based on certain ideas, experiemedkey learnings during my internship tenure atdRtad India
Ltd, information and data collected from differesdurce. The information to carry out the projectaowed by the

primary data source as well as secondary data.

The primary data, to understand ttieent satisfaction level is collected with the help of questionnaire whish
administered with one or more senior HR represemmtof the clienteles of Randstad India Ltd. Ihsigregarding the
challenges and opportunities of staffing is cobechfter the interviews and regular interactiorhwiite branch manager
and the staff of Randstad India Ltd. The secondkata sources such as magazines, news paper aditdesesearch

publications are used to support the critical asialpf the study
LITERATURE REVIEW

1. In the study titledFlexi staffing industry in the country to grow to 9 million by 2025” by Senguptha and
Devina, bring out that The Indian flexible staffimglustry is expected to grow from 1.3 million tarllion and represent
10 per cent of organized workforce in the countyy2625, according to a report by Indian Staffingl€mtion (ISF). The
study looked at growth drivers and prospects, éseffits to employers, the challenges involved,régilatory scenario,

some internationals trends and ISF's recommendatirthe betterment of the industry.
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2. Infosys Viewpoint study report (2010) on thedffing industry challenges and solutions’says that staffing
industry has seen revolutionary transformationifty fyears of its evolution fifty years of its ewtlon. The staffing
function is no more just about replacement of ategenwith the temporary workers but it has beerving as a strategic
partner for its clients by providing entire gamfittod to end HR solutions. Along with its evolvingle the industry also
faces challenges in terms of retaining customenirsg new industries and business models, applicsalty, soaring

operational cost, skills for right sourcing of ttendidates.
LIMITATIONS OF THE STUDY

Despite of all the possible efforts that will bedeao analyze the data regarding staffing trendsdrallenges,
there are certain factors which would negativelpact the study. The limitations of this study are:

e The study is restricted to only Hubli — Dharwadaaveéhich may not exactly represent whole of India.
e The sample size is based on the clients of Randistal Ltd, Hubli which has only six major clients.
* Time and cost could be constraints during the sagliy is an unpaid internship.

Despite of the above stated limitations, sincefertsf will be made to collect all the possible infation pertaining to

the study and make it scientific.
Data Analysis and Interpretation

Currently Randstad India Hubli branch has nine meljients who are associated with Randstad fofistaind
selection process needs. Service delivered toimgi€llients are scattered into various segmentk wiajor of them are
into Engineering, Auto OEMSs, Auto Ancillary, Mangtaring i.e Non IT with limited clients in IT/ITESegment. Thus the
efforts have been made to collect feedback fromsehaient company’s HR heads through exclusivelsigieed online
feedback from (the link to this online form has begven in the annexure) in consultation with vagandustry experts

associated with Randstad India.

This report is based on standard statistical/ecgdiresearch data, the sample size (no. of clesdsciated with
Randstad Hubli Branch) is nine. The descriptiorlofeed is backed by the data and information codldcthrough
guestionnaire, personal visits to Industries to treepective SPOCs, formal and informal interviemith senior HR
Managers.

Table 3.1: Table Showing the Numbers of Years Varigs Clients Being Associated with Randstad

Less Than 1 Year| 1-2 Years| 2-3 Years | 3-4 Years| More Than 5 Years
0 4 1 4 0

Randstad has got major manufacturing giants ascdhents as of now such as Tata Motors, Tata Maotm Weir
BDK, Flowserve Microfinish, and others for staffiegntracts in North Karnataka region and these eon@s have been

associated with Randstad for a long period of tiamging from three to four years.

Service Delivery
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Table 3.2: Table Showing the Rating Given to Randatl on the Basis of Service Delivery of

Which 1 Being the Highest Level of Service DeliveriRating and 5 Being the Lowest Rating

Rating of 1 | Rating of 2 | Rating of 3 | Rating of 4 | Rating of 5
6

0 2 1 0
T I T I T . T

Rating of Rating of Rating of Rating of Rating of
1 2 3 4 5

= e S A = |

Chart 3.2: Chart Showing the Rating Given to Randstd on the Basis of Service

Delivery to Its Clients Queries/Issues Addressed bigandstad
(X-axis: Rating & Y-axis: No. of Companies or cligh

We can understand that majority of the clients hgiven the average ratings of three (where threeesents
average rating considering the scale) for the serdelivery aspect of Randstad to them. Thus it'glat time for the

company to put its efforts in order to enhancadssices to its clients for better ratings.

Below table and chart analyses the how queriesérosfissues have been handled by Randstad indifeit

companies whenever such need arises.

Table 3.3: Table Showing Queries/Issues Addresseg Randstad India Ltd (Hubli Branch)

Yes | Sometimes Yes Not Addressed
2 6 1

Queries or Issues
Addressed

BYes M Sometimes Yes Not Addressed

11%

Chart 3.3

Staffing is a comprehensive process and a profeastaffing practices are being in the new devaleptal trend

thus staffing consultants like Randstad have te fewallenges in each and every aspect to sustideputies on board.
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Randstad has to constantly deal with issues subighsattrition rate, compensation issues, androtlmations of code of
conduct by the deputies. It would be difficult tope up with this real time issues arising from nwamgr of multiple
clients at once. Thus, there could be delays o iagaddressing issues and concerns timely. Theeableart and table
shows that sixty seven percent clients feel thahdB&d has been able to address these issues radkechdimely

sometimes, whereas twenty two percent clientstfetlthe issues have been addressed timely.

The remaining eleven percent feel that the issue® wot addressed timely. As a result the Randsiadbeen

constantly striving to achieve better prospectsoiwing such issues/ concerns raised by clients.

Fulfillment of Recruitment Needs:

Table 3.4
Yes | Average | No
7 1 1

Chart 3.4

Interpretation: From the above statistics we caitadhat the majority of the clients (almost eighercent) feel

that the recruitment needs by them are succesdtilfijed by Randstad as per the purchase orders.
Feedback on statutory or compliance aspects

Table 3.5: Table Showing the Ratings Based On therdht of Compliance, Statutory
Documentation, Maintenance, Submissions and Followp according to Client’s Expectations

Rating 1(Very High) | 2(High) | 3(Average) | 4(Low) | 5(Very Low)
No. of clients 0 3 4 1 1

S{very low)

4(low)
3(average) B No. of
2(high) clients

1(very high)

Chart -3.5
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The compliance and statutory requirements handyeRadandstad have been rated from average to higixby

percent of the clients where as remaining feeltiicompliance and statutory matters are handi&hbaverage.
Deputies Performance Onsite

Table 3.6: Table Showing the Satisfaction Level fim the Deputies Overall Performance Onsite

Rating of 1 . Rating of 3 . Rating of 5
(high) Rating of 2 (average) Rating of 4 (low)
1 3 2 1 2

abbah
RatingRatingRatingRatingRating
ofl of2 of3 ofd ofs

o

)

hart showing the satisfaction level
from the Deputees overall
performance onsight.

Chart 3.6: Support to Deputies and Administration d Randstad

Table 3.7
Outstanding Service| Satisfactory | Average | Not Satisfactory
0 8 0 1

Almost ninety percent of the clients say that thpport given to deputies and the overall adminiistnaby

Randstad is satisfactory.

Additional Responsibilities to deputies

Table 3.8: Likeliness to Offer Additional Responsiliities to Deputies With
Respect to Increasing Roles in the Year to Come

Certainly | High Probability | Not Sure | Not Really Likely | Never Change
0 8 1 0 0

There seems to be very high probability that theuties will be offered with additional responsitids in the

following year.
Likeliness of Recommending Randstad

Table 3.9: Likeliness of Recommending Randstad tot@er Corporates

Highly Recommend | Can'’t Say | Not Likely To Recommend
4 5 0
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L= . T =

Highly Can't Say Not likely to
Recommend recommend

Chart 3.9: Likeliness of Recommending Randstad to Ber Corporate

Only forty four percent of clients would like toc@mmend Randstad to other corporate whereas rergdifty

four percent are not sure about this. This inde#tat Ranstad has to really work on areas of ntidissatisfaction
Summary of Findings and Recommendations

The findings of our field study have been drawnabglyzing the primary data which are the responsesived
from the clients of Randstad through the questioaeagiven to them as well as from secondary sauoéditerature and
also form the formal and informal interviews witiethuman resource managers. The finding and recodatiens are

also backed up by the experiences and the leathingghout the internship tenure.
Some of the most important findings and recommeaodsitare as follows:

» Since the Randstad operation in Hubli from pas fiears it has been able to retain good numbemited client
base such as Tata Motors, Tata Marcopolo, WeirBElswserve Microfinish, etc. Thus efforts have torbade to
sustain as well as get new clients on board tohbe to improve its business performance. As thera fough
competition from other local consultancies as veslithe professional staffing companies like Adeadtgrts
must be done to create value for the clients rétiear getting into price war. Randstad is Indialsnber one HR
solution provider and world’s number two and isyerell known for its best practises. As the profesal
staffing is still in its infancy stage in India,i# difficult to get the business smoother becafdbe inexperience
and traditional HR practices followed by many comipa. So efforts have to be made to educate thesinds
about the benefits of professional staffing by smoimg the events of such companies, conductingecences
and making presentations on their premises. Theisgi@ initiatives will definitely add on to the USIPRandstad

and can differentiate it from others.

 The company has received the average rating ofrdhe of service delivery which is little surpriginbut after
deeper analysis of the reasons behind these kimdtioigs shows the lack of awareness about theegsafnal
staffing concept in such industries. A pre-notitratt money equals results is affecting the serviekvery
perception but it must be understood that therailshibe a partnering cooperation from the clienitke sso that
together they can build better business modelshaiml each other. As Randstad is a hardcore conggliaound
MNC and operates on good governance and ethigadatds, so the offerings will be standard compawezbme

of the local staffing agencies which offer the s in lower prices but compromise on complianue ethics.

* From the study we can make out that the sixty s@ezoent of the clients felt that the issues amitems raised
by them are addressed by Randstad in not a veghtimanner. The reason behind this is the cen¢@llzgal

authority followed by Randstad. Each and everymemttrelated and other specific concerns raisedibygits have
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to be verified by the centralized legal team in tiead office and then the approval will be giveterah cross
check with all the policy matters followed by thisalissions. This takes a long time of about seweeaks which
disables the local branch powers to address thesss a quicker way. Thus the clients feel thatelis a delay in

the concern handling aspect but definitely thedssar concerns are addressed amicably in the end.

» The suggestion to overcome this aspect would h#etentralize the authority to the branch managérs ean
understand the local priorities better and candugpped with the legal support and guidance whemeseessary.
The standard policy guidelines for the managerehavbe drafted in the boundaries of overall lgualicies
where one can take a decision to address the highty concerns and could be held accountableHeractions

taken. In total there should be a flexibility aratauntability in terms of decision making.

* Inthe research we found that majority of the dbesre satisfied with the responsibilities perfodnbg Randstad
in terms with fulfilling the recruitment needs asrghe purchase orders. Over seventy eight pediiemts felt

that the recruitment needs are taken care of well.

* In the study we understand that the majority oérds have given an average rating to Randstadrinstef
Compliance, Statutory Documentation, Maintenancdn3ssions and Follow up according to their expema.
As discussed earlier the legal factors such asydelprovident fund claims and other legal formabttend to be
on slower side. But Randstad has always workedgalath the compliance boundaries and has adherpdlicy
and contract terms with the clients. Due to ceiziedl legal authority there is some lag which somes turns out

to be an escalation.

Thus it is important to have flexible policies whiallow managers to operate with a sense of acability with
the support of legal experts in the company. L8galning programs can be conducted to the manazfeati branches
often so that they would be in line with the expéions and that shall enable to take justifiableisiens in the legal
frameworks. During such sessions the issues fagealllbranches have to be collectively discussed tiought over.
Mutual thought sharing and brainstorming sessidmailsl be conducted. In total, each branch shouldile a strategic

business unit.

» The clients have given a high rating to Randstadtfooverall administration and support given e tleputies’

onsite. Almost ninety percent of the clients artisfiad with the overall administration.

* When asked about how likely the existing clientsuldlolike to recommend Randstad to other corporaies,
found that forty four percent said that they wouwsdtommend Randstad whereas remaining sixty sixepérc

clients said they are not sure about recommendargi&ad.
CONCLUSIONS

By the study we have understood the potential efitidian staffing industry. India with its recentlipy changes
and its ability to attract FDI has become one @f flistest growing countries in the world. It hagesal advantages to
leverage the benefits of the professional staffiity the help of flexi or contract staffing by whi¢he major issues of
unemployment and seasonal unemployment can begtrally addressed. The huge population which wes tecently
considered to be a burden is now looked upon a &s$he country with the skill India Program labed by the Indian

Government. The growth trends of Indian manufantusectors such as automotive industry , chemiicftgstructure ,

| Index Copernicus Value: 3.0 - Articles can be serib editor@impactjournals.us |




| Hr Staffing Services in India- Opportunities and Challenges 65 |

mining and other engineering industries which aal employment generators would want to adopt & dhlture of

outsourcing or partnering with professional staffeompanies like Randstad India.

REFERENCES

1.

10.

11.

12.

13.

14.

15.

16.

17.

ACAS. (2010)Managing attendance and employee turnover. London: ACAS. Available at:

http://www.acas.org.uk.

Angelo S Denisi, Ricky W Griffin: (2009) Human Resces Management , Biztantra Publication, New Delh
2nd edition Aquino, K., Griffeth, R.W., Allen, D.GHom, P.W. (1997). Integrating justice construnte the

turnover process: A test of a referent cognitiomslel. Academy of Management Journal, 40, 1208-1227.
Armsgtrong Michael, Armstrong’s Handbook of HumaesBurce Management. Kogan Pagr, London. 2009

Bohlander George, Scott Snell and Artyhur Shermdanaging Human Resources South Western College
Publishing. Thomson Learning. US. 12the Edition 2001. Productivity-quality of wdife-profits

Cascio Waynbe F. Managing Human Resources: Proityc®uality Work Life, Profits: Tata McGraw-Hill
Publishing Company Limited, New Delhi.7th Editior)

Dalton, D.R., & Mesch, D.J. (1990). The impactlekible scheduling on employee attendance and wemo
Administrative Science Quarterly, 35, 370-38.

Fombrun, C. J., & Shanley, M. (1990). What's inaame: Reputation-building and corporate strategpd&eny of
Management Journal, 33, 233-258.

Foot, David. (2000)Boom, Bust and Echo-2000. Stoddard Publishing. Toronto: ON. Gallupd$t(2006).

Feeling good matters in the workplace Gallup Managyg Journal.

Gans, N. and Zhou, Y.-P (2002) . Managing learmind turnover in employee staffing. Operations Retes0
(2002) 991-1006.

Lawler, E.E. (2008) Why are we losing all our gqubpleHarvard Business Review. 86,.41-46,48,50-51.
Lockwood, N.R. (2006). Talent management: Driverdganizational success. 2006 SHRM.

http://blog.snelling.com/2012/02/what-is-flexible8ing/

http://www.business-standard.com/article/pti-staffiexi-staffing-holds-the-future-of-indian-staffjrindustry-
114022100806_1.html

http://www.indianstaffingfederation.org/

http://www.gigroup.co.in/indian-staffing-industresearch-2012
http://www.ere.net/2013/12/09/the-top-25-recruitingnds-problems-and-opportunities-for-2014-pacf/
http://www.thestaffingstream.com/2014/01/16/201ds-talent-management-and-recruitment-industry-tsénd

http://www.randstad.in/about-randstad/vision-andsian/

Impact Factor(JCC): 1.5432- This article can be dowloaded from www.impactjournals.us







