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Abstract 

This study focuses on Significance of IT companies running in Maharashtra. In recent years, 

the company has begun to regard human capital as one of its most valuable assets. The 

Organization Keeps A Close Eye On The Recruitment Process Because It Aids In The 

Organization's Advancement. For many organisations, the term recruitment has become 

synonymous with human resource capital. Due to the entry of consultancy, business 

organisations are advancing modern recruiting and selection methods. The purpose of this 

paper is to investigate the client companies' O F recruitment agency's recruitment and 

selection process. Organizations with the best human capital availability get a competitive 

advantage and become the true lifeblood of the organisation. This study looks at the 

literature review for the consultancy's recruitment and selection procedures. Primary and 

secondary data were used in the research. Using the questionnaire method, essential data 

was collected from 100 employees. The percentage method was used to obtain the results. 

Today, the situation has changed completely as Indian customers have many choices in 

terms of both quality and price. This undoubtedly awakened the so-called Indian industry, 

which had fallen asleep for quite some time. They must have released it by this time, and if 

they don't play, they can't survive. This has led to fierce competition, and the industries that 

have caught up so far are now booming. Shape Up or Ship Out seems to be the slogan of the 

time. As a result of  fierce competition, most industries have achieved rapid growth. The 

situation is changing rapidly, and no company in any industry wants to lag behind the 

competition for leadership. The information technology (IT) industry is no exception. 

Information technology, industry, competition, HRD, selection and recruitment are 

buzzwords. 

Keywords: Companies, Recruitment Process, Strategy Development, Factors Affecting 

Recruitment. 

1. Introduction  
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Organizational Human Resource Management Is A Crucial Function. Recruitment is a basic 

function of hiring employees in an organization under HR practice. The process of finding 

potential employees to apply for a job with a recruiter is called hiring. The decision is the 

process of selecting the right candidate from the pool of applicants (Anderson, 2003).  After 

the hiring process is complete, the decision process begins. Hiring is a positive aspect of 

human resource development, and selection is a negative aspect. According to many 

researchers, an organization's recruitment and selection policies must be ethical in order to 

survive in a highly competitive environment. HRM is a systematic and comprehensive 

management of people within an organization. To conclude the activity, this includes staffing 

(employee recruitment), employee retention, salary and benefits determination and 

management, performance management, change management, and leaving the company. 

This is the traditional definition of HRM and some experts consider it to be the latest version 

of the previously used human resource management feature. HRM is an art that leads people 

by relying on a creative and innovative approach. It is also science because of the accuracy 

and rigorous application of the required theory. 

At one end of the IT industry, Human Resources is invariably a vital input. Individuals are an 

organization's resource. They are, An investment developed and utilized by management, 

like any other economic resource (Barber, 1998). The stereotype that people are the most 

valuable asset of an organization has the fundamental truth. Human resources are an 

important variable in any organization, without which inanimate assets are worthless. 

Human resources are as valuable as cash in a savings account.  

With the entry of multinationals into the Indian market, the Indian industry giant, who was 

a virtually invincible monopoly, is now facing fierce competition. This is one of the most 

important developments for Indian customers who were previously forced to accept inferior 

products at low prices. 

2. Review of Literature:  

Many organisations throughout the world have recognized They have shown great concern 

to their internal customers by investing heavily in the importance of human resources and 

their growth. and development over the last two decades. Indian businesses are learning to 

compete both locally and globally in the liberalized economy, yet most Indian businesses are 

only utilising a portion of their inherent potential (Bartram, 2000). The main reason for this 

is because they failed to realise their true potential. Individuals are a company's greatest 

asset; they are the ones who may provide it a strategic advantage. As a result, Indian 

organisations must urgently take steps to identify the main causes of disparities in company 

growth, goals, business strategy and ambition, and employee job satisfaction. The most 

important requirement for an organization to succeed in a competitive environment is to 

develop an effective and productive performance management system for meaningful 
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management of employee performance. The most effective way to improve HR practices to 

comply with global standards is questions that require extensive research and analysis. 

Many scholars and experts have provided ideas and perspectives in the form of articles, 

research papers and other publications. Below is a sample of the work reviewed.  

Hritik Shrivastava (2021)” The Organizational Behavior of Walmart Company Research 

Paper: Organizational behavior refers to the “understanding, prediction, and management of 

human behavior and how it affects the performance of the organization”. Generally, 

managing organizational behavior focuses on influencing the actions of employees by 

aligning them to the goals and objects of the organization. Concisely, effective management 

of organizational behavior involves nurturing the actions and attitudes that enable 

employees to increase their productivity and the overall performance of the organization. 

This paper will focus on analyzing the organizational behavior of Walmart. 

Richard D. Johnson Ph.D.(2020) is an assistant professor in the School of Business at the 

University at Albany. He teaches courses in human resource information systems and his 

research interests include e-HR, e-learning, psychological and sociological impacts of 

technology, psychology and computer use, motivation, and the digital divide. He also is co-

author of the forthcoming book, Human Resource Information Systems: Basics, Applications, 

and Future Directions. 

Hal G. Gueutal Ph.D.(2020) is a co-author of The Brave New World of eHR: Human 

Resources in the Digital Age. An associate professor of management at the University at 

Albany, he serves as director of the MBA concentration in e-HR. He has consulted with a wide 

range of organizations on HR technology issues as well as business and HR strategy, and his 

research focuses on e-HR trends and success factors 

3. Recruitment Process  

As previously said, recruitment is the process of identifying and hiring job seekers to create 

a pool of qualified candidates. This process consists of five phases: planning, strategic 

development, search, screening, and evaluation and management (Braddy, 2009). The ideal 

recruitment program attracts a large pool of applicants who have passed the selection 

process and are eligible to accept positions in the organization when they become available. 

Recruitment programs can be less than ideal in many ways. They may not be able to attract 

a sufficient number of applicants, oversell or oversell the company, or improperly screen 

applicants before entering the selection process. (1986, Heneman) To achieve the ideal, the 

head of the recruitment process uses the number and  types of employees needed, where 

and how to find people with the right qualifications and interests, and what incentives they 

use. You need to understand the number of applicant groups, how to distinguish between 

unqualified applicants and those who have  reasonable potential for success, and how to 
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evaluate their work (Breaugh, 2000). Human resource planning, or as  is known today, labor 

planning is always necessary to understand the jobs that exist in an organization. According 

to Stylist (1998), recruitment functions are more closely related to an organization's 

strategic workforce planning. Developing a hiring strategy involves three basic decisions 

from an organizational perspective. It is the determination of the target audience, the source 

of the applicant, and the method of attracting the applicant to the organization. Voting is no 

longer just a game of human numbers. For talent development professionals, this means 

going beyond developing recruitment strategies. It entails collaborating closely with 

management in order to shape the organisation. 

The following model illustrates the hiring process 

 

Figure 1 : Recruitment Process 

Its current and future employees' job attribute preferences, as well as its culture. One of the 

HR professional's The task is to convey specific body characteristics. Along with job analysis, 

this leads to a hiring plan that determines when the actual hiring process begins (Burton, 

2006). Job analysis identifies the obligations, responsibilities, and deliverables required for 

a job, as well as the knowledge and skills needed to function within the job (Compton and 

Nankervis, 1998). 

3.1. Recruitment Planning 



6245 | Arvind D. Kulkarni                   Impact Of Keen Recruitment Process In It 

Companies:  Maharashtra 

Planning is the first step in the hiring process (Cober, 2004). Arranging means translating 

information about potential jobs and the nature of their positions into a set of goals or targets 

that specify (I) a number and (ii) the type of candidate to contact. 

A) Number Of Contacts  

Almost all organizations plan to attract more applicants than they  hire. People who are not 

interested, unqualified, or both  will be  contacted. When considering a recruitment program, 

one task is to estimate the number of applicants required to fill all recruitment positions with 

qualified candidates. (1986, Heneman)  

Companies use the rate of return (year) to represent the relationship between the 

applicant's inputs and outputs at various decision points (Davenport, 1990).Years should be 

used with caution. There is no year available for hiring for the first time or trying out new 

sources or hiring methods. The case of detector 26 

 In this situation depends on colleagues in other organizations or requires knowledge-based 

guessing. (1986, Hennemann) 

B) Type Of Contacts 

This is the type of person who needs to keep track of job listings. The nature of the person 

required depends on the tasks and responsibilities involved, as well as the qualifications and 

experience required (Dessler, 2006). This information can be found in the job description 

and job description. 

3.2. Strategy Development  

Once you know the number and types of new hires you need, you need to seriously consider 

the following: (I) Whether to "create" or "purchase" staff. (Ii) Adoption and technological 

sophistication of selection equipment. (III) Geographical distribution of the labor market 

with job seekers. (IV) Source of recruitment information. (V) Order of activities in the 

recruitment process. (1993, Anthony)  

a) ‘Make’ Or ‘Buy’  

Associations need to choose between hiring less skilled workers to invest in training and 

education programs, or hiring skilled workers and professionals (Eisenhardt, 1989). 

Basically, it's a decision between "doing" (hiring less skilled workers) or "buying" (hiring 

skilled and  skilled workers). Specialists and specialist employers have to pay more to their 

employees.  
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 “Employee purchases have the advantage that skilled workers and professionals can get 

started quickly with little training, but the high salaries demanded by professionals can 

outweigh the benefits. 

b) Technological Sophistication  

The method of recruitment and selection is the second decision in strategic development. 

The technologies available have a significant impact on this decision (Eisenhardt K. M., 

2007). With the advent of computers, employers have been able to scan national and 

international candidate qualifications. Computers offer employers and job seekers a wider 

choice in the initial screening process, although impersonally. 

Job seekers now have better access thanks to technological advancements. They've started 

sending their resumes by email to a variety of organisations to save time and money on 

travel. 

3.3. Factors Affecting Recruitment  

1. Internal Factors 

 

2.  External Factors  

3.3.1. Internal Factors:  

Internal factors include company salary package,  salary,  benefits,  incentives, quality of 

work, company culture, career planning and growth opportunities, company size, products 

/ services, geographical distribution of business (local, domestic). , Or global), company, 

union role, and recruitment costs 

Internal Factors Affecting Other Recruitment Activities Include: 

1. Working environment;  

 2. Unique opportunity  

 3. Salary level, benefits type and amount.  

 4. Additional personnel policies and procedures 

5. Organizational Portrait; 

6. Management's capacity and ability to motivate candidates 

3.3.2. External Factors:  
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Supply and demand of human resources, employment opportunities and / or unemployment 

rate, labor market conditions, political, legal and government policies, social factors and 

information systems are all examples of external factors (Ettinger, 2009). External Factors 

Affecting Other Recruitment Activities Include: 

1. Employee Policies and Practices in Different Organizations, Including Working Conditions, 

Salary, Benefits, Promotional Opportunities, and Employee Relations, 

2. Work Experience in Other Organizations; 

3. Unofficial legislation 

4. Essentials Of Selection Procedure  

If the following requirements are met, the selection process will be successful: 

• Someone needs to have the power to choose. This authority comes from work 

requirements based on workload and staff analysis.  

 • You need some kind of HR standard that can measure potential employees. H. Detailed job 

descriptions and specifications must be available in advance.  

 • You need enough applicants to select the required number of employees. 

4.1. Significance Of Selection Process 

Personnel Appointment For An Organization Is A Critical, Complex, And Ongoing Function. 

The effectiveness of an organization's selection program has a significant impact on its ability 

to reach its goals and thrive in a dynamic environment.  

 If the right person is not selected, the rest of HR management features, including employee-

manager relationships, will be disabled (Fitzgerald, 2009). Once the right person is chosen, 

that person becomes a valuable asset to the organization. However, if the wrong person is 

chosen, that employee will be responsible for the organization. 

4.2. Factors Affecting Selection Decisions 

The purpose of the selection is to exclude or exclude those who are deemed unqualified to 

meet their professional and organizational needs, and the purpose of recruitment is to create 

a large pool of available and ambitious people (Anderson N. R., 2011). Is to create This 

approach is said to have a positive bias in recruitment and a negative bias in selection.  

 Various factors influence a candidate's selection decision. The most important ones are:  

(A) Matching profiles. 
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(B) The Social And Organizational Environment 

(C) Multiple Obstacles. 

 (D) Multiple Correlations  

A conditional decision is made in advance on the selection of known candidates. The scores 

achieved by these known candidates in multiple tests are used as a benchmark to determine 

whether other candidates pass or fail at each stage (Anderson N. R., 2010). Decisions about 

known candidates are usually made during the interview process. The biodata of candidates 

is also carefully matched to the job specifications. 

5. Research Methodology 

Sample size: 100 

Tools: Statistical tool through SPSS application  

Test: T-Test, Regression, Anova 

6. Data Analysis and Result  

Companies Employees 

Recruitment 

Percentage Growth 

Infosys 100 39% Excellent 

TCS 100 28% Good 

Delit 100 27% Average 

Wipro 100 29% Good 

HCL 100 52% Excellent 

Intel 100 29% Average 

CSM 100 26% Average 

 

Table 1: Employees Growth due to Recruitment 
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Figure 1 Sample Distribution  

 

Figure 2: Least Percentage of Growth 

0

20

40

60

80

100

120

Infosys TCS Delit Wipro HCL Intel CSM

Series1

0

0.1

0.2

0.3

0.4

0.5

0.6

0.7

0.8

0.9

1

Excellent

CSM 100 26%

CSM 100 26%



6250 | Arvind D. Kulkarni                   Impact Of Keen Recruitment Process In It 

Companies:  Maharashtra 

 

Figure 3: Pie Chart of Company Recruitment and Growth Ratio 

5. Conclusion  

Human resources are undoubtedly an asset and a strategic business tool in the quest for an 

organization to achieve business performance that provides a clear competitive advantage. 

Because the skilled workforce is the best defense against fierce competition, companies are 

waging virtual wars to seduce and retain talent. Therefore, effective recruitment is essential, 

and retaining competent employees helps organizations reach new heights.   

The process of hiring and selecting employees in your organization is very important. If it 

isn't done systematically and correctly, the chances of getting the right people are uncertain. 

A structured selection process is important to ensure that the right people are selected and 

placed in the right places. The strength of an organization is to use all available techniques 

to determine the best option and ensure integrity. transparency throughout the process. 

Associations who pay attention to this will almost certainly maintain their market 

leadership. 

• The consultant company's policy is transparent, legal and scientific.  

 • Recruitment is fair  

 • The hiring process needs to be short.  

 • In order to find the right candidate, you need to create a specific clear image of the 

candidate you need.  

Infosys

TCS

Delit

Wipro

HCL

Intel

CSM

Accenture
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 • The majority of employees were happy, but new blood and ideas were brought in, and the 

hiring process had a significant impact on the company's operations and needed to change 

as circumstances changed. 
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