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ABSTRACT

The Purpose of the study is to evaluate the effectiveness of the recruitment process of Business Development

Executives (B.D.Es) at a Market Research Firmin Pune. The organization has requested to keep the name anonymous.

This research will help the organization to understand the loopholes in the recruitment process and to take
corrective actions. This will help to get an understanding of the recruitment and selection process followed at the

organization and getting a practical exposure of all the recruitment activities.

This research has identified several loopholes in the recruitment process of the organization. A researcher has

also made some recommendations which could help the Organization to take corrective actions.
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INTRODUCTION

Recruitment is the process of hiring best-qualife@hdidates for a job opening in a timely and effetive

manner. This can be done in two ways either thrdatgrnal Sources or through External Sources.

On the other hand, Selection is the process ofiqckr choosing the right candidate, who is mo#hable for a
vacant job position in an organization. In othera selection can also be explained as the praxddsserviewing the
candidates and evaluating their qualities, whighraquired for a specific job and then choosingsthigable candidate for

the position.
Company Overview

The organization though has been kept anonymousnésof the top report resellers in the businesddyo
focused at bringing a perfect blend of data pararee® he reports that firm generates are basedresearch that covers a
magnitude of factors such as technological evahjteconomic developments and a detailed study okehaegments.
These reports are generated by well-renowned phdrisbased on the data acquired from extensieares and credible

business statistics.
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LITERATURE REVIEW

Recruitment in small firms: Processes, methods,pablems (Caroll et al, 1999) ; the research dorescertain
whether small firms follow the procedures outliiacthe prescriptive literature on recruitment, dadvhat extent they
rely on informal recruitment methods. It findslétievidence of the adoption of the recommendeceryatic procedures
and high use of “tried and trusted” methods intigdword of mouth recruitment and the hiring of tikwn quantities”.
The implications of this are examined. While thesethods have certain advantages, they may alsoriggdo several
problems. The study argues that the adoption oerfanmal procedures and methods could reduce tsiaddver in small
firms and their associated costs. However, it hates that many small employers would remain uncared by the case

for opening recruitment channels and may find theisting approaches more cost effective in thetgkom.

Bartram, D. (2000) established that he Internetehagnificant impact on the way recruitment anécen are
carried out in North America, and the impact isr@asingly being felt in terms of changes in practit Europe and Asia
Pacific. His paper presents a picture of the curdenelopment of the Internet as a medium in géraré as a recruitment
and selection medium. The new medium has enab&dittespread adoption of the computbased assessment and it is
predicted that it will replace paper as the defauttdium before very long. A range of issues issa@diand discussed.
These include security, confidentiality, authertima, control of assessment conditions, controlrguractice and equality
of access. It is argued that as the second geoeratiusers takes over from the first generationnequality of skill and
access are becoming less and less of an issudlyFs@mme potential areas of abuse of the systamated and a call is
made for the development of international standérgwotect the rights and interests of test pressdtest users, and test

takers.

Henry, O, & Temtime, Z. (2010)investigated the u#tnent and selection practices of SMEs and suggest
appropriate strategies on how to improve humanuregomanagement practices to enhance organizagengrmance.
The finding from the study shows that most SMEgi$eto practice both informal and formal approachhiiing their

employees.

Marie Ryan, A, & Derous, E. (2016) found out fivensions that exist in recruitment and selection $R&
research and practice today and that are centemathdh the ‘efficiency press’ and so-called ‘resbapractice’ gap.
Identified tensions are desires for(1) innovatiowl &fficiency, (2) customization and consisten@), ttansparency and

effectiveness, (4) wide reach and coherence, andiérsity and standardization.
OBJECTIVES

* To study Recruitment and selection of organization.

* To Study the effectiveness of the recruitment pseder B.D.Es

» To understand the satisfaction of the HR executte@gmrds the recruitment process followed by thenthie
organization.

* To understand the satisfaction level of the empsytewards the recruitment process they have uaderg
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RESEARCH METHODOLOGY
Method of Research

The researcher conducted interviews, questionnafrtse participant for data collection research.
Type of Research

The research design used for the study of recruitrpeocedure is descriptive in nature, the studiplives a

combination of both primary and secondary dataid¢ararticles on
Data Type
Two types of data are used in research;
e Primary Data
* Secondary Data

Primary Data

Questionnaire

Questionnaire method was used to take informatiom fthe BDE's, to understand their satisfactioreleivom

the recruitment process.
Personal Interview & Questionnaire

Personal interview and questionnaire were usedlteat the satisfaction level of the HR personnel.
Sampling Technique

* For HR professional the population and the sampdethe same, so the sampling technique is popualagnsus.

* For BDE's the sampling technique is probabilisiagdom sampling.
RESULTS OF DATA ANALYSIS

HR Executives are of the opinion that the most garefl source of recruitment for the position of BRI

through Job Portal Monster and through campus.
All candidates went through Different structurdmtirview rounds before being offered.

The HR personnel is of the opinion that the sedectirocess of BDEs is done in 4 rounds only. Sig, dbserved

that Panel follow Unstructured Selection processte position of BDE's.

Majority of the candidates get timely intimationoaib the venue and the timing of the interview beseauterview
invitation letter has been sent immediately via Eiber the telephonic round as well as followwiph candidates before

interview helped to get conformation from candidai&’hile very few of them did not get timely inttion.

Majority of the respondents did not go through whréten test. The HR says that they do not condingt written
test for the post BDE but they conduct written festthose who come from the Job portal. So itiseyved that the same

types of selection criteria are not used for atididates.
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Majority of the respondents are of the opinion thila¢ method for the interview was structured buwv fe
respondents said that the interview method usedhferviewing them was unstructured. HR is of tpénion that the
interviewing method used for interviewing BDEs is@mbination of Structured and unstructured. Soait be concluded

that even the interview process is different, archyrinterviewers are not following the right intesw method.

Location preference for campus placement is nosidemed. While candidates applying for the job posi

through the online portal the location prefererscednsidered.

For all candidates, the duration of induction wae day. Hence the duration for the induction of BBEpecific

and structured.

The induction program was structured and formalkWwhuoints out that the induction program is giveportance
in the organization, but some candidates were @binion that the induction of unstructured anfdrimal.HR also said
that the induction program is structured and forr8al it can be inferred that the type of inducfiwagram was structured

and formal.
FINDINGS

* For Hiring BDEs the source of recruitment usedhioagh Job portal mainly and other sources are @amp

recruitment and the source which are not useddwerisement and employee referral.

e There is the difference between the opinion of Hid aome of the BDEs because some of the candidates
through a different number of rounds before theyewfally selected but HR is of the opinion thatir-round

selection process is used. With different roundsitgirview happening the quality of may differ.
» Interview details were communicated to Candidatdfere the interview process.

* Majority of the respondents believed Job profilesveéearly mentioned before the interview procesgenew

respondents were of the opinion that it was natrtjementioned.

* Majority of the respondents did not go through terittest, they give the only interview while thevere some
respondents who went for written test but HR say they do not conduct any written test for thet pd8DE but

they conduct a test for those candidates who coome the Job Portal.
e For hiring BDE there was no Aptitude test conducted

e There is a difference between what the HR says tatt@uinterview method used and what majority of th
candidates think about it. The HR says that ineasminethod used is structured. But few respondeziisved the

interview process was unstructured.

* Majority of respondents believed their locationfprence was considered while few respondents kedi¢keir

location preference was not considered. The HR &fd ocation preference is considered for alldaedidates.

e The probation period BDEs is 6 Months and after gletion of this period, the employees become a paent

employee of the organization.

e The induction program is conducted for a day.
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Majority of the candidates believed the inductimogram was structured and formal but very few cdidis

believed the Induction program was unstructurediafimal. HR says they conduct structured Inducpoogram.

CONCLUSIONS

From the study, the researcher can conclude tlame tls a lot of difference between the perspectivélR
executives and employees toward the recruitmentgss Implementation of proper HR policy with cotraction is
required in an organization. Being a Startup Corgpéthe organization can make its recruitment psxcefficient and

effective then only it will be able to remain cortipiee in the market.
RECOMMENDATIONS
* A proper job description should be designed to amtine right candidates.

» Expectations of the skill set/competencies for digalar job position should be clearly mentionexfdre starting
the recruitment process.

» Proper Structured Interview process to be conduseaduse this will help to reduce the probabilityhe wrong
hire.

» Decision -making time should be reduced to makerttegview process complete within an optimistinéi

* The job profile and Shift timing, location, Salaskould be informed to the candidates well in adeathds will

reduce the back out percentage.

* Proper feedback of the interview result of the ¢daig should be informed through Email.
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