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ABSTRACT

This study explored the different recruitment mashmostly utilized by employers. Finding out whathud is
effective and efficient can save time and resourdée different recruitment methods evaluated weaesed on the
Value-Added Theory of Neil J. Smelser, (2012) addif B. Flippo (2015) and the importance of reamént is on the
Institutional Theory of Glover, (2013).Twenty (2@mpanies of the twenty-four partner-companiesightg-three (83%)
percent through their Human Resource Managers, Sigms and Officers participated in the study. éepreviewed
guestionnaire was utilized in determining the reétnent method. Secondary data were used to determigthods that
hired the number employees per category of compBaya collected were later subjected to further lgss for a
significant relationship between the category & tompany and the selected recruitment methodscdimenon notion
that joining job fairs is an effective and efficiemay of landing a job is a misconception. Parteempanies are dynamic

and diverse in utilizing methods of hiring emplsee
KEYWORDS: Recruitment Methods, Company Categories, Job FRastner-Companies, Walk-in Applicants

INTRODUCTION

Human Resource Management is a survival functiono@fanizations. It improves outcome and affects
the organizational performance. Recruitment hggits human capital as a valued asset of any orgi@miz(Jovanovich,
2014). It is the first step, wherein approprisa@didates are chosen for a particular job (RaoQR0TThis provides deeper
understanding and realization that recruiting iical to organizational performance amidst stiéfmgpetition for high-
quality talents. Poor recruiting decisions prodhiggh training and development costs, incidenceoafirperformance, high
turnover and the organization may lose its competithare of the market. It highlights the pracakhough may differ
from one organization to another, of having thdtigerson, in the right place, at the right timectal to organizational
performance. Determining recruitment method thatilattract qualified candidates for the job satie®e and money
(Edwin B. Flippo, 2012). This study finds out tlogp tfive commonly used recruitment methods that medua number of
hired employees: walk-ins, print advertisementsyugment agencies, job fairs, and job portal aeeruitment among
automotive, business outsourcing, finance, manufaxg and service industries. This further seeks fab fair wherein
job seekers and organizations meet at a single gla@spoused by the Local Government Units ifPttigppines ranked

compared to other methods.
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Conceptual Framework

Different Recruitment Methods were based on Edwilfrlippo (2015), who considers it as a processafching
candidates for stimulating jobs in the organizatibtinks the employers to the most capable jokkees for the job. The
recruitment needs are of three types: Planned naesks from the changes in the organization anidersént policies;
anticipated needs are movements in personnel andbeapredicted by studying trends in external antkrnal
environments; and unexpected needs arise due imusareasons like deaths, resignations, accidéimtsss, relocation,
among others. This study is focused on externalamnesource recruitment methods: Walk-ins, JobaPriob Fairs,
Advertisements, E-Recruitment. The value of reamaitt processes is explained in the Value-Added iyheb Neil J.
Smelser, (2012) where it stressed the importancirafegic manpower planning of training and dewelent program,
performance appraisal, reward system and industlations. The distinct and common features dfitirtsons in hiring
personnel to suit their mission, vision and writfenlicies is based on the Institutional Theory ¢dv@r, (2013).Recruiting
new employees to ensure continuity have certaitufea in common such as institutional objectivespleyees’ tasks and
people in the structure and changing environmeictieve objectives. The independent- dependerdhblas framework
was used. Recruitment methods as independent lesialalk in, job portals, advertisements, emploseferrals and e-

recruitment; the frequently used methods that giéld number of employees are the resultant-dependaables.
METHODOLOGY

The study employed quantitative research desigmgusilescriptive-evaluative method. Peer-reviewed
guestionnaires with selective interviews on theuidment processes were used in gathering data frammer-companies
who participated in the annual job fair organizedtie university. Descriptive and inferential sttitis were used in the
analysis and interpretation of datagathered thrabgliHuman Resource Managers, Officers and Receattpersonnel of
Industry Partners (IP) of the university regardithg recruitment methods they employed for the thste years.
Secondary data on the number of hired employeeseoenitment method were obtained from the offi€ehe Human
Resource Departments. The respondent-companiestalen from the official list of the Industry Liages Office of the
University for at last Three (3) Years evidencedtiy Memorandum of Agreement (MOA). Twenty (20)tloé twenty
four (24) partner-companies, or eighty-three (83#fcent actually participated in the study. Thasectustered into five
(5) categories: Manufacturing, Business Processduting (BPO), Automotive, Financial Services ¥Rt Banks) and

Services (Restaurants, Hotels, Training CenterRa®brts)
RESULTS AND DISCUSSIONS

Companies affiliated with University are mostly &ed in the highly developed National Capital RagiNCR)
and in the developing yet densely populated andsmihlized areas in the Province of Laguna, saitthe island of

Luzon.

Partner-companies of the university or sixty (6Q%)cent have existed at least one third of theipaate life.
Many of which had been in the operation for at idéieen years. They survived the most criticatpmrate life of ten
years and belong to the top six (6%) success matBila Carmody has stressed in 2015. Approximatstyhty (80%)
percent could be presumed to be in smooth operatioie the remaining twenty (20%) percent of theowbver are still
within the critically-survival corporate life. A ogbined thirty (35%) percent are into electronicsnafacturing and

service industries like hotels and resorts. Theaiaing sixty-five (65%) belonged to other indusdrigperating within the
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CALABARZON (provinces of Cavite, Laguna, BatangB&al and Quezon) Region.

Manufacturing companies, mostly used E-Recruitnmaathods which comprises one-third (33.09%) of their
current workforce. Walk-in method registered alsobe widely used. Manufacturing industries shunaegy from
utilizing employment agencies for supply of empleye because of state regulations. Manufacturingkfeare is
dominated by skilled and middle management worksrBarry and Tyson (2008) have explored henceherdicruitment
methods are more suitable but are less approgddatie high-level management. The study of SublasKundu et al.
(2012) in India, further averred that the e-reecnaiht method is heavily used in many organizatidkes manufacturing
companies. Automotive Companies highly utilized.{®%6) e-recruitment in their manning and staffiigey also joined
Job fairs to recruit employees. However, they daeteer hiring opportunities for walk-in applicantsjoin the workforce

of their company.

A large number of employees or forty-nine pointyfiéight percent(49.58%) in business process outsuy
(BPO) companies are acquired utilizing e-recruittmaathod. These companies also give priority orkvimlapplicants as
it reflects the achievement of the company to peedinternally an acceptable level of physical conia their initial
process of recruitment according to Van Mieghem®@)90utsourcing organizations often used a bldndare than two
of these types of recruitment approaches accotdir®inha and Thaly (2013) like campus recruitmtt,sites or portals,
recruitment agencies and advertisements as a palteorecruitment process for delivering their alerecruitment

strategy.

Financial services companies appeared to use a liérmore than two types of recruitment approaches
consonance to the findings of Sinha and Thaly (20IBey least used manning agencies as a sourteiofworkforce.
Insurance companies in particular have to use rapftroach in recruitment, because candidates doamdider it as an
attractive career choice (Tudor, 2015). Human ResoManagers (Chaurasia, 2015) of these companeddwike to
devote more time working to write appealing adgertients, provide feedback from assessment of resanteinterviews

with applicants and plan workforce management.

The Erecruitment and through Job Portals methods arbhhigtilized by services companies like hotel and
resorts. They rely heavily on only two methods aa@ly used other available methods of recruitinglifjed employees
as part of their workforce. This recruitment aptgaaccording to Sinha and Thaly (2013) is ofterwaordination with
campus recruitment, job sites and portals becdusdype of industry requires very young work fortids interesting to
note that job portal companies are in close coatitin and highly utilized employment agencies i icruitment of their

people. Other methods were only used sporadicatiyeavily dependent on the current demands.

The manpower agency companies utilized practicallyy limited recruitment methods with emphasis on
accommodating walk-in applicants and in job faifach agency has a particular approach to recruttn@me company
utilized internal recruitment that is, promotingdagetting applicants from people who are familiathvihe operation of
the company while the others rely on advertiseméht.. Comptoret al (2009) rationalized this type of approach that in
locating the right applicant, it has to be equippéth exact descriptions as stated in job spedifices which could be
done only by direct contact with the applicantstisat they provide companies with a remarkabledfstandidates who

meet the criteria for the job.
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Walk-in and internal recruitment methods are gitlensame emphasis in a maritime training schookdrdevel
positions in training schools are directly recrditéMiddle level positions are either directly reted or through an
abundant system of promotions, and top level positishould go by well-made system of promotioniniSand Singh,

2008)In some ways, however they also need to owgsdheir workforce from manning agencies and joligis.

Medical services companies highly utilized walkarethod and concurrently advertise job vacanciestiogdly
relegating other recruitment methods to the si@slibirect recruitment such as walk-in and advemisnt provides equal
opportunities to all applicants. It ensures cordimu supply of fresh employees with ability and cetepce for middle
level positions. Direct recruitment joined by weikde system of promotion completes a sound stategiruitment

approach among these types of partner-companies.

The different partner-companies made use of thensithods of recruitment herein suggested, onlydntventy-
five (25%) percent apparently veered away and wdkdr methods inherent to the nature of the compRegruitment
method that acquired the most percentage of emgtolpg the partner- companies of the university apggeto be mixed
in their approaches. There exists no dominancyninad the approaches. Although partner-companiesigdly preferred
walk-in applicants to be members of the workforother methods are not far behind. It can be noted partner-
companies like Job Portals have very high util@atof Employment Agencies where prospective emmsyare trained
for competitive skill (Bowling N.A., (2007) priowottheir deployment to employers and for compartie$ may avail of
their expertise. Companies however, that offerediffit kinds of Services and Business Process Qutaguely heavily
on E-recruitment method.

Partner-companies, regardless of categories araobyneans related to a specific utilization of réonent
method. Companies be that manufacturing, outsogircéervice among others do not have predominargbcific

approach as to the recruitment of their prospectimployees.
CONCLUSIONS

e The recruitment method widely used among partnergamies is walk-in. This traditional method givased

consideration for applicants who exerted effort apgeared personally to decision-makers.
e Partner-companies utilized diverse methods in¢kceuitment of their prospective employees.

* The notion of job fair as effective way of gettiagjob is a misconception among applicants as thésleast

utilized method among the partner-companies.
RECOMMENDATIONS

» Partner-companies should devise means of speedingracesses for walk-in applicants and e-recruitmen

methods to save time and resources.

» Job seekers should exert more effort in applyirmgafgob through walk-in method for greater chantéeing
hired.

« Updating the list of the Industry Linkage partnefghe University of Perpetual Help System-DALTAcaading
to company category.
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Further study may be undertaken to the extentefélaruitment methods of other partner-companiek as the

academia and health service categories.
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