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 
Abstract— In any quite organization, accomplishment 

and choice processes are thought of helpful; as a result of, 

they assist to find the foremost appropriate candidates for 

the roles.  

Accomplishment and choice are necessary operations in 

human resource management, designed to form the best 

use of worker strength so as to satisfy the strategic goals 

and objectives of the employers and of the organization as 

an entire.  

It is a method of screening, sourcing, short listing, and 

choosing the correct candidates for the vacant positions. 

The employers place to observe accomplishment methods 

and ways that will be the foremost helpful to realize 

structure goals and objectives.  

The most purpose of this analysis paper is to know 

accomplishment and choice procedures the most areas 

that  

are taken under consideration embody, the significance of 

accomplishment and choice, principles of accomplishment 

and choice, factors poignant accomplishment and choice, 

posting vacancies, accomplishment and choice method, 

forms of accomplishment and kinds of the interview. 

 
Index Terms— Recruitment, Selection, Organizations, Jobs 

I. INTRODUCTION 

Recruitment is a vital a part of an organization’s human 

resource designing and its competitive strength. Competent 

human resources at the correct position within 

the organization area unit a significant resource and might be 

core ability or a strategic advantage for it. The target of 

the enlisting method is to get the quantity and quality of staff 

which will be elect so as to assist the organization to 

realize its goals and objectives.  

 

With identical objective, enlisting helps to form a pool of 

prospective staff for the organization in order that the 

management will choose the correct candidate for the 

correct job from this pool.  

 

Recruitment acts as a link between the employers and also 

the job seekers and ensures the location of the correct 

candidate at the correct Place at the 

correct time. Victimization and following the 

correct enlisting processes will facilitate the choice of the 

most effective candidates for the organization. 
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II. REVIEW OF LITERATURE 

Work by Alan Price (2007): 

Price (2007), in his work Human Resource Management in an 

exceedingly Business Context, formally 

defines enlisting and choice because the method of retrieving 

and attracting in a position applications for the aim of 

employment. He states that the way of enlisting isn't a straight 

forward choice process, whereas it desires management 

higher cognitive process broad coming up with so as to 

appoint the foremost applicable workforce. Their existing 

competition for recruiting the potential workers in making 

innovations with management feature and employers to rent 

entirely,the simplest candidates World Health 

Organization would be the simplest appropriate  the 

company culture and ethics specific to the corporate (Price 

2007). 

 

 Work by Silzer et al (2010): 

 

However, the method of enlisting doesn't stop with the 

appliance of campaign and choice of the acceptable 

candidates however involves sustaining and retentive 

 the workers that square measure elect, as declared by 

Silzer et al. (2010). 

 

Work of Silzer et al. (2010) was mostly involved with 

Talent management, and through their work, they 

were prosperous in partitioning problems like whether 

 or not one are often born with or is it something that 

may be non inheritable through development.  

 

Silzer et al (2010), that was a core challenge 

in planning talent systems, facing the organization and among 

the senior management. The sole resolution to resolve the 

priority of accomplishing economical talent management was 

by adopting fully-executable enlisting techniques. No 

matter a well-drawn sensible set upon enlisting and choice in 

addition because the involvement of 

 extremely qualified management team, firms following 

enlisting processes could face vital  obstacles in 

implementation. As such, theories of HRM will offer insights 

into the foremost effective approaches to enlisting despite the 

fact that firms can got to use their in house management skills 

for applying generic theories across specific 

structure contexts.  

 

Word conducted by Silzer et al (2010) delineated that 

 the first objective of prosperous talent methods is to 

form each a case in addition as a blueprint for developing the 

talent methods inside a dynamic and extremely  intensive 

economy whereby acquisition, 

A Study of Recruitment Process in an It Industry-Chennai 

V.Dhandapani, Dr.S.Pougajendy 

http://www.ijerm.com/


 

A Study of Recruitment Process in an It Industry-Chennai 

 

                                                                                              33                                                                                    www.ijerm.com  

 

 readying and preservation of human capital-talent that 

matter,, shapes the competitive benefits and success of the 

many firms (Silzer et al. 2010). 

III. RESEARCH METHODOLOGY 

3.1.1    INTRODUCTION: 

Research methodology may be thanks to consistently solve 

the analysis downside. In an analysis, its responsibility for the 

analyzer, to reveal the analysis choices to analyses before 

they're enforced. 

 

3.1.2   TYPE OF RESEARCH: 

In this study, the researcher used Descriptive research. 

Descriptive analysis studies are those studies that are involved 

with describing the characteristics of the explicit individual or 

of a gaggle. 

 

3.1.3 OBJECTIVES OF THE STUDY 

 To identify the factors influencing of the recruitment 

and selection process. 

 To ascertain the effectiveness of the recruitment and 

selection process. 

 

3.1.4 RESEARCH INSTRUMENT USED 

A structured questionnaire has been used as an instrument for 

this study. A structured questionnaire is the one in which there 

are definite, concrete and predetermined questions relating to 

the aspects for which the researcher collects data.  The same 

questionnaire has been used for all the Respondents. 

 

3.1.5 QUESTIONNAIRE DESIGN 

 

The structured questionnaire consists of open-ended, 

multiple-choice, close-ended, dichotomous questions, etc., 

 

3.2 DATA COLLECTION 

 

3.2.1PRIMARY 

In this study, primary data has been collected directly from the 

respondents using a questionnaire  

 

3.2.2 SECONDARY DATA 

The secondary data was collected from books, articles, and 

the internet (As the Secondary data from the company cannot 

be revealed) 

 

3.3 PERIOD OF STUDY 

The study was undertaken for a period of three months from 

May to July 2019. 

 

3.4 SAMPLE SIZE 

125 employees have been taken for the study. 

 

3.5 SAMPLING METHODS 

3.5.1POPULATION 

 A population can be defined as including all people or 

items with the characteristics, one wishes to study. 

 

3.5.2 SAMPLE 

                   A sample is a subset of the total population. It 

refers to the techniques or the procedures the research would 

adopt in selecting items from the sample.  

3.5.3 SAMPLING PROCEDURE 

Convenience sampling may be a specific style of 

non-probability sampling technique that depends on 

knowledge assortment from population members handily out 

there to participate in the study. 

 

3.6 LIMITATIONS 

 Feedback is not the opinion of the entire population; it 

only gives the opinion of a few respondents. 

 Time constraint was a major limitation. 

 A worker has concerned to reveal the negative aspects 

 The info collected is predicated on the perception of 

the respondents. 

IV. ANALYSIS AND INTERPRETATION 

4.1 KARL PEARSON’S CORRELATION 

                 “A Karl Pearson’s correlation was computed to 

assess the relationship between the respondents’ feel about 

the interview panel and their rating for the recruitment 

procedure.” 

Null hypothesis (Ho): 

 There is positive relationship between the respondents’ feel 

about the interview panel and their rating for the recruitment 

procedure. 

Alternate hypothesis (H1): 

                    There is negative relationship between the 

respondents’ feel about the interview panel and their rating 

for the recruitment procedure. 

Table No: 3.2.1 

 

 

 

 

                

               = 0.877 

           “There was a correlation between the two variables [r 

= 0.877, n =125, p = .00].” 
INFERENCE: 

  Since r is positive, there is positive relationship between 

the respondents’ feel about the interview panel and their 

rating for the recruitment procedure. 

 

4.2 ONE-WAY ANOVA CLASSIFICATION 

Null hypothesis (Ho): 

Correlations 

 

 intervie

w panel 

Rate the 

recruitment 

procedure 

interview 

panel 

Pearson 

Correlation 

1 .877
**

 

Sig. (2-tailed)  .000 

N 125 125 

Rate the 

recruitment 

procedure 

Pearson 

Correlation 

.877
**

 1 

Sig. (2-tailed) .000  

N 125 125 

**. Correlation is important at the zero.01 level 

(2-tailed). 
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  There is no significance difference between years of 

experience and the average time spent for the selection (for 

each candidate). 

 Alternate hypothesis (H1): 

                    There is a significance difference between years 

of experience and the average time spent for the selection (for 

each candidate). 

ANOVA 

AVERAGE TIME SPENT 

 Sum of 

Squares Df 

Mean 

Square F Sig. 

Between 

Groups 

6.950 3 2.317 2.584 .056 

Within 

Groups 

108.458 121 .896 
  

Total 115.408 124 
   

 

 
INFERENCE:  

 The calculated value of F is lesser than the tabulated value. 

Hence, we reject the alternate hypothesis and conclude that 

there is no significance difference between years of 

experience and the average time spent for the selection (for 

each candidate). 

 

4.3 CHI- SQUARE TEST I – (ψ2
) 

Null hypothesis (Ho): 

  There is no association between the Education 

Qualification and opinions on the recruitment process being 

different for different grades of employees. 

Alternate hypothesis (H1): 

                     There is association between the Education 

Qualification and opinions on the recruitment process being 

different for different grades of employees. 
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YES  8 31 51 90  

NO  6 11 18 35  

TOTAL  14 42  69  125 

 

O E (O-E) (O-E)
2

 (O-E)
2 

 / E 

8 10.08 -2.08 4.326 0.429 

31 30.27 0.73 0.532 0.017 

51 49.68 1.32 1.742 0.035 

6 3.92 2.08 4.326 1.103 

11 11.76 -0.76 0.577 0.049 

18 19.32 -1.32 1.742 0.090 

TOTAL    1.723 

 

Calculated value = 1.723 

Tabulated value   = 5.991 

          Z = Z cal <KZ tab 

          Z=1.723<5.991  

Hence, the null hypothesis [H0] is accepted 

INFERENCE:  

 Since the calculated value is lesser than the tabulated value, 

we reject the alternate hypothesis and hence there is no 

association between the Education Qualification and opinions 

on the recruitment process being different for different grades 

of employees. 

V. FINDINGS  

 Since r is positive, there is positive relationship 

between the respondents’ feel about the interview 

panel and their rating for the recruitment procedure. 

 The calculated value of F is lesser than the tabulated 

value. Hence, we reject the alternate hypothesis and 

conclude that there is no significance difference 

between years of experience and the average time 

spent for the selection (for each candidate). 

 Since the calculated value is lesser than the tabulated 

value, we reject the alternate hypothesis and hence 

there is no association between the Education 

Qualification and opinions on the recruitment 

process being different for different grades of 

employees. 

VI. SUGGESTIONS 

 The company will increase their candidate pool 

through internal sources. 

 Most of the workers don't seem to be conscious 

of video conferencing and also the company 

 ought to build use of video conferencing of 

candidates within the future to cut back their time. 

 Organization will build use of net to massive 

 extent to create enlisting easier, faster, cheaper and 

effective. 

 The enlisting and choice procedure mustn't to extend

ed and time intense. 

 Time management is incredibly essential and 

it mustn't be unheeded at any level of the method.  
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CONCLUSION 

The conclusion is drawn from the study and survey of the 

corporate concerning the enlisting and choice method 

dispensed there. A study on the enlisting and 

choice method conducted in photon has brought 

out  numerous data concerning the organization.  

Victimization this survey the research worker 

may  establish the recruiting modules conducted within 

the organization, numerous factors thought of for the 

enlisting and choice method and also the  satisfaction level 

of the worker towards the Recruiting.  

Most of the workers were glad however changes square 

measure needed in keeping with the dynamical state of 

affairs as enlisting method incorporates a nice impact on 

the operating of the corporate as a contemporary  

 blood, new plan enters within the company. 

Choice method is nice however it ought to even 

be Changed in keeping with the wants and job profile in order 

that main objective of choosing the candidate may 

be achieved. clear of this survey I hope the organization are 

going to be benefited and with the assistance of the 

suggestions given the organization will improve its 

functioning and also 

the overall enlisting and choice method within  the 

organization and its performance can increase. 
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