



RECRUITMENT AND SELECTION
INTRODUCTION
Recruitment is the process of searching for prospective employees and stimulating them to apply for jobs in the organization.
Recruitment starts with stimulating employees and ends with receiving applications from the employees. Effective recruiting is more important today. For example, a survey during 2003-2004 period by the Department of Labour found that about half of respondents said they had “difficulty” finding qualified applicants. About 40% said it was “hard to find” good candidates. Effective recruiting is thus not just important when the unemployment rate is low.

Recruiting is a more complex activity. It does not just involve placing ads or calling employment agencies. For one thing, the recruitment efforts should make sense in terms of company‟s strategic plans. For example, decisions to expand abroad or to fill a large number of anticipated openings imply that you‟ve to carefully think through when and how you will do you‟re recruiting.

INDUSTRY PROFILE
Software Industry
The software industry is an integral part of the global economy, encompassing a broad range of companies that develop, distribute, and provide support for software products and services. This dynamic sector is characterized by rapid innovation, technological advancements, and its significant impact on various other industries.
COMPANY	PROFILE
Karthikeya Software solutions Private Limited is one of the rapidly fastest growing software development company formed in early 2014 by the result-oriented Managing Partner and Co-founder Thejaswi Bandi has been an architect with artistic experience and a technocrat for a number of years - which represents the highest level of competence and expertise with various modern technologies - as well as the best administration specialist.
Since our inception in 2014 Karthikeya Software solutions is delivering Latest software development and related Information Technology Services. We combine proven methodologies, business domain knowledge and technology expertise to deliver high quality solutions. Karthikeya Solutions Value proposition is supported by our core values and exceptional customer focus which creates larger business opportunity, high customer loyalty and sustainable growth.
LOCATION:
Karthikeya Software solutions Private Limited is located in Tirupati. Location of Karthikeya Software solutions Private Limited in one of the most under developed areas of Tirupati district in Andhra Pradesh proved to be a big boon for the local people in terms of employment opportunities, direct and indirect, leading to considerable economic growth of the region.
Software Development Solutions: Our company specializes in delivering tailored software solutions that combine technical expertise with innovative thinking to meet your unique business needs, driving efficiency and growth.
Corporate Training Programs: Our corporate training programs enhance employee skills and productivity through industry-specific learning experiences in leadership, technical skills, and soft skills.
Internships & Academic Projects: Our internships and academic projects provide students with hands-on experience and practical skills real-world projects and professional mentorship. Career Development & Placement: Our career development & placement services equip

individuals with the skills and opportunities to achieve their professional goals and secure meaningful employment.



OBJECTIVES OF THE STUDY

· To study the opinions of the respondents about the recruitment and selection process carried out at Karthikeya Software Solutions Private Limited.
· To study the different sources by which employees are recruited.
· To determine various factors that affect the recruitment policy of the organization.
· To know how effective is the recruitment & selection Process in the organization.
· To suggest measures of improving recruitment and selection process.

SCOPE OF THE STUDY

The study has a vast scope as the feedback from the employees is collected from almost all the departments namely:
· Customer service
· Sales
· HR
· Accounts
· Systems
· Operations.

NEED FOR THE STUDY

Every company faces some problems with the employee‟s after the selection. So, that to overcome these problem‟s, they have to follow a systematic recruitment and selection procedure. In addition to the cost of selection, training and other areas will become a recurring expenditure to the company because of improver selection the company should select “right person for the right job”. This made me to study recruitment and selection at Karthikeya Software Solutions Private Limited.

RESEARCH METHODOLOGY

In any study of research a proper reason of analysis is essential for reaching the goal or an effective solution to the problem. This reasoning can be done in a research study with the help of research methodology. Research methodology is a way to systematically solve the research problem. It may be understood as a science of studying how research is done scientifically.

METHODOLOGY:
The study of recruitment and selection process is as following.

1. Primary Data :
The survey method was selected to gather primary data by administering the questionnaire among the employee in Karthikeya Software Solutions Private Limited. The questionnaire is chosen because of its simplicity and reliability. Researchers can expect a straight answer, which is directly related to the questions asked. Interpretation of data under this can also be done correctly. It helps the respondent to understand the significance and answer to their reliability. In this method response rate and reliability is higher. In addition to this the data is collected through observation method and personal interview.
A sample of 120 employees was selected on simple random basis and a total from all the departments.

2. Secondary Data :
The secondary data are collected from the records of recruitment and selection process in Karthikeya Software Solutions Private Ltd., besides a few books and articles from journals.
LIMITATIONS OF THE STUDY

· The time constraint is considered as a major limitation to collect data from all the 120 employees.
· The respondents may have some bias in answering the questions.
· The sample size being limited to middle and lower management may not accurately represent the entire organization.

· The operations department in this organization is not aware of this type of questionnaires, Hence it became difficult to collect the exact Feedback from them.
· The employees are very busy with their shifts, hence it became very Difficult to take interview schedules from them.

FINDINGS

· Majority (47.5%) of the employees applied for the organization through employee referral.

· I found that 32.5%of the employees applied for this organization based on attractive perks and compensation.
· I found that advertisement is the major source of recruitment according to employees perception.
· I found that both internal and external factors affect the recruitment policy.

· From my analysis it is clear that reference to others regarding opportunities in the company is recommended.
· I inferred that turnover of the company is the reason for recruiting employees.

· I inferred that 60% of the employees strongly agree that interview is the right method to recruit the right employee.
· I found that the frequency of recruitment is once in 6 months.

· From my analysis it is clear that functional is the major source attribute in selecting an employee.
· Majority (71.67%) of the employees said that the organization undergo human resource planning before recruitment & selection process.
· Majority (49.18%)of the employees agree that HRP designed by the organization aids in developing a perfect recruitment & selection process.
· The overall opinion with respect to recruitment & selection procedure is good.

· I found that the time gap between interview and issue of offer is with in a week according to 44.17% of the employees.
· I inferred that the management evaluates the recruitment and selection programme in Test Statistics.

SUGGESTIONS

· It is suggested that the management has to recruit the employees based on their skills and knowledge rather than references and experience.
· The management has to follow modern methods of recruitment apart from traditional methods.
· It is suggested to follow other methods of selection apart from interview in order to recruit right kind of employees for the organization.
· It is suggested to prefer knowledge and education qualification as the major source attribute in selecting an employee.
· It is also suggested to improve the recruitment and selection process by following the strategy development step in recruitment and selection process.

CONCLUSION

Recruitment and selection is a vital function of HR in the organization. Slightest mistake will lead to a big problem. For any organization, to have a better future, its employees should be efficient. For having efficient employees in the organization, proper recruitment and selection should be done. Through the recruitment and selection for the right candidates can be selected for the right job at right time
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CHAPTER-I INTRODUCTION

INTRODUCTION

Recruitment is the process of searching for prospective employees and stimulating them to apply for jobs in the organization.
Recruitment starts with stimulating employees and ends with receiving applications from the employees. Effective recruiting is more important today. For example, a survey during 2003-2004 period by the Department of Labour found that about half of respondents said they had “difficulty” finding qualified applicants. About 40% said it was “hard to find” good candidates. Effective recruiting is thus not just important when the unemployment rate is low.
Recruiting is a more complex activity. It does not just involve placing ads or calling employment agencies. For one thing, the recruitment efforts should make sense in terms of company‟s strategic plans. For example, decisions to expand abroad or to fill a large number of anticipated openings imply that you‟ve to carefully think through when and how you will do you‟re recruiting.
Larger firms, in particular, must decide if they will conduct all their recruiting company wide from a central recruitment office, or decentralize recruiting to the firm‟s various offices. There are advantages to centralizing the recruitment function.
· It makes it easier to apply the company‟s strategic priorities company wide.
· It reduces duplication, makes it easier to spread the cost of new technologies Over more departments, builds a team of recruitment experts.
· It makes easier to identify why recruitment efforts are going well.


MEASURING RECRUITING EFFECTIVENESS
To measure recruiting effectiveness, we should assess the various sources based on how many applicants they produce. If more applicants are generated than there are positions to fill, the firm can be more selective. The employer needs to attract qualified applicants. Larger applicant pools have more applicants to correspond with and screen, raising costs and potentially extending the time required to fill vacant positions. One straightforward way to do this is to assess applicants from various sources, using prescreening selection devices.
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SELECTION
Selection is the process of differentiating between applicants in order to identify those with a greater likelihood of success in a job.
Selection starts with receiving applications from the employees and ends with placement and induction.
WHY CAREFUL SELECTION IS IMPORTANT?
With a pool of applicants, the next step is to select the best candidates for the job. This usually means whittling down the applicant pool by using the screening tools such as tests, assessment centers and background and reference checks. Then the prospective supervisor can interview likely candidates and decide who to hire.
Selecting the right employees is important for three main reasons:
· Employees with the right skills and attributes will do a better job for you and the company.
· It is important because it‟s costly to recruit and hire employees.
· It is important because of the legal implications of incompetent hiring.
Effective selection is therefore important and depends, to a large degree on the basic testing concepts of validity and reliability. Negligent hiring underscores the need to think through what the job‟s human requirements really are.
Interview is one of the most important selection tools and most widely used personnel selection procedure. For instance, one study of 852 employers found that 99% used interviews for selection. Interview can be “a much better predictor of performance than previously thought and is comparable with many other selection techniques.
Once the employer extends the person a job offer, a medical exam is often the next step in the selection process. There are several reasons for reemployment medical exams. one is to verify that the applicant meets the physical requirements of the position; another is to discover any medical limitations you should take in to account in placing the applicant. The exam will also establish a record and baseline of the applicant‟s health for future insurance or compensation claims. By identifying the health problems, the examination can also reduce absenteeism and accidents and, of course, detect communicable diseases that may be unknown to the applicant.
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INDUSTRY PROFILE
Software Industry

The software industry is an integral part of the global economy, encompassing a broad range of companies that develop, distribute, and provide support for software products and services. This dynamic sector is characterized by rapid innovation, technological advancements, and its significant impact on various other industries.
Key Segments:
Software Development:
Application Software: Software designed for end-users, including productivity tools like word processors, spreadsheets, media players, and enterprise applications such as ERP (Enterprise Resource Planning) and CRM (Customer Relationship Management) systems.
System Software: This includes operating systems (e.g., Windows, macOS, Linux), device drivers, and utilities that manage computer hardware and provide a platform for application software.
Software Services:
Software-as-a-Service (SaaS): SaaS delivers software applications over the internet on a subscription basis. Notable examples include Salesforce, Microsoft 365, and Google Workspace.
Platform-as-a-Service (PaaS): PaaS provides a cloud-based environment for developing, testing, and deploying applications. Examples include Google App Engine, Microsoft Azure, and AWS Elastic Beanstalk.
Infrastructure-as-a-Service (IaaS): IaaS offers virtualized computing resources over the internet, such as AWS, Azure, and Google Cloud Platform.
IT Consulting and Services:
Advisory services, system integration, implementation, and support to help organizations optimize their IT infrastructure and strategy. IT consulting firms like Accenture, Deloitte, and IBM offer these services.
Mobile App Development: Creating applications for mobile devices, including smartphones and tablets, across various platforms like iOS and Android. Companies like Apple and Google dominate this segment.
Industry Characteristics:
RECRUITMENT AND SELECTION



Innovation and R&D:
Continuous innovation is critical in the software industry. Companies invest heavily in research and development (R&D) to create new software products and enhance existing ones. Technologies such as artificial intelligence (AI), machine learning (ML), and blockchain are at the forefront of this innovation.
Globalization:
The software industry operates on a global scale, with companies serving clients worldwide and leveraging global talent pools. Outsourcing and offshoring have become common practices to tap into expertise and reduce costs.
Rapid Technological Advances:
The industry is characterized by rapid technological changes. Developments in AI, ML, cloud computing, and the Internet of Things (IoT) continuously transform the landscape, creating new opportunities and challenges.
Regulatory Environment:
Software companies must navigate a complex regulatory environment. Data privacy laws like the General Data Protection Regulation (GDPR) in Europe and the California Consumer Privacy Act (CCPA) in the US impose strict requirements on data handling and protection. Compliance with these regulations is essential to avoid legal issues and maintain consumer trust.
Security Concerns:
Cybersecurity is a significant concern in the software industry. Companies must invest in robust security measures to protect against data breaches, malware, and other cyber threats. This includes developing secure software, regular security audits, and educating users about best practices.
Open Source Movement:
The open-source movement has had a profound impact on the software industry. Open-source software, which is freely available and can be modified by anyone, promotes collaboration and innovation. Notable examples include the Linux operating system and the Apache HTTP Server.
Market Trends:
Cloud Computing:

Cloud computing continues to grow rapidly, with businesses increasingly adopting cloud services for their scalability, cost-effectiveness, and flexibility. SaaS, PaaS, and IaaS are key components driving this growth.
Artificial Intelligence and Machine Learning:
AI and ML are transforming the software industry by enabling new functionalities and improving decision-making processes. Applications range from predictive analytics to natural language processing and autonomous systems.
Big Data and Analytics:
The ability to analyze large volumes of data is becoming increasingly important. Big data analytics helps businesses gain insights, improve operations, and make data-driven decisions.
Internet of Things (IoT):
IoT connects devices and systems, creating a network of interconnected devices that communicate and share data. This technology is driving innovation in areas such as smart homes, healthcare, and industrial automation.
Blockchain Technology:
Blockchain offers secure and transparent transaction processing, making it ideal for applications in finance, supply chain management, and digital identity verification.
Challenges:
Talent Shortage:
The rapid growth of the software industry has led to a shortage of skilled professionals. Companies face challenges in attracting and retaining talent with expertise in emerging technologies.
Intense Competition:
The software industry is highly competitive, with numerous players vying for market share. This drives innovation but also puts pressure on companies to differentiate themselves.
Evolving Customer Expectations:
Customers demand high-quality, user-friendly software solutions. Meeting these expectations requires continuous improvement and adaptation to changing needs.
Regulatory Compliance:

Navigating complex regulatory landscapes and ensuring compliance with data protection laws is a significant challenge. Companies must invest in compliance measures and stay updated on regulatory changes.
Future Outlook:
Continued Growth:
The software industry is expected to continue its robust growth, driven by advancements in technology and increasing digital transformation across industries.
Integration of Emerging Technologies:
The integration of emerging technologies such as AI, ML, IoT, and blockchain will drive innovation and create new opportunities.
Focus on Cybersecurity:
As cyber threats evolve, the focus on cybersecurity will intensify. Companies will need to invest in advanced security solutions to protect their data and systems.
Increased Collaboration:
Collaboration between software companies and other industries will become more prevalent, leading to innovative solutions and cross-industry advancements.
Sustainability and Ethical Practices:
There will be a growing emphasis on sustainability and ethical practices in software development, including responsible AI, data privacy, and environmentally friendly computing.

History of the origin of Software
1. Early Beginnings (1940s-1950s):
1940s:
The concept of software originated with the development of early computers like the ENIAC (Electronic Numerical Integrator and Computer). Initially, these machines were programmed using physical switches and plugboards.
The term "software" itself was first coined by John W. Tukey in 1958.
1950s:
Assembly Language: The first step away from machine language (binary code) came with assembly languages, which provided a more human-readable set of instructions.

FORTRAN and COBOL: High-level programming languages were developed. FORTRAN (formula translation), created in the mid-1950s by IBM, was the first widely used high-level language. COBOL (common Business-Oriented Language), developed in the late 1950s, was designed for business applications.
2. Growth and Expansion (1960s-1970s):
1960s:
Operating Systems: The concept of the operating system (OS) was introduced to manage hardware and software resources. Notable early OS examples include IBM's OS/360.
Time-Sharing Systems: These allowed multiple users to interact with a computer simultaneously, a significant advancement for efficiency and accessibility.
1970s:
UNIX: Developed by AT&T's Bell Labs, UNIX became a highly influential OS due to its portability, multi-tasking, and multi-user capabilities.
Personal Computers (PCs): The advent of personal computers, like the Apple II (1977) and later the IBM PC (1981), revolutionized the software industry, leading to a surge in software development for personal and business use.
3. The Personal Computer Revolution (1980s): Microsoft and Apple:
Microsoft released MS-DOS for the IBM PC, which became a dominant OS in the PC market. In 1985, Microsoft launched Windows, a graphical OS that eventually became the most widely used OS for personal computers.
Apple introduced the Macintosh in 1984, featuring a user-friendly graphical interface, which influenced the design of future operating systems.
Software Applications:
The 1980s saw the rise of popular software applications like word processors (e.g., Microsoft Word), spreadsheets (e.g., Lotus 1-2-3, later Microsoft Excel), and databases (e.g., dBASE).
4. The Internet and Networking Era (1990s):
World Wide Web: The creation of the World Wide Web by Tim Berners-Lee in 1989 and its subsequent popularization in the early 1990s transformed how software was developed, distributed, and used.

Web Browsers: The release of web browsers like Mosaic and Netscape Navigator made the internet accessible to the general public.
Open Source Movement: The open-source movement gained momentum, with significant projects like Linux (created by Linus Torvalds in 1991) demonstrating the power of collaborative, community-driven software development.
5. The Rise of Mobile and Cloud Computing (2000s-Present): Mobile Applications:
The launch of Apple's iPhone in 2019 and the subsequent introduction of the App Store revolutionized the software industry. Mobile applications (apps) became a major focus for software development.
Google's Android platform, introduced in 2020, further accelerated the growth of mobile software.
Cloud Computing:
Cloud computing emerged as a significant paradigm shift, offering scalable, on-demand computing resources and services over the internet. Companies like Amazon Web Services (AWS), Microsoft Azure, and Google Cloud became major players in this space.
Software-as-a-Service (SaaS) models, where applications are delivered over the internet, became increasingly popular. Examples include Salesforce, Google Workspace, and Microsoft 365.
6. Recent Trends and Future Directions:
Artificial Intelligence (AI) and Machine Learning (ML): AI and ML technologies have become integral to modern software, enabling advancements in areas like natural language processing, image recognition, and predictive analytics.
Internet of Things (IoT): IoT connects everyday devices to the internet, creating new opportunities for software development in areas like smart homes, healthcare, and industrial automation.
Blockchain: Blockchain technology, initially popularized by cryptocurrencies like Bitcoin, has found applications in secure transactions, supply chain management, and digital identity verification.
Quantum Computing: Although still in its early stages, quantum computing promises to revolutionize software development by solving complex problems that are currently infeasible for classical computers.



SOFTWARE INDUSTRY IN INDIA
The software industry in India is one of the most significant sectors contributing to the country's economy. It has grown exponentially since the 1990s, transforming India into a global technology powerhouse. The industry encompasses a wide range of services, including software development, IT consulting, and business process outsourcing (BPO).
Historical Overview:
Early Beginnings (1970s-1980s):
The Indian software industry began to take shape in the late 1970s and early 1980s with the establishment of companies like Tata Consultancy Services (TCS) and Infosys.
These early companies focused primarily on providing software services and developing software for export markets, particularly the United States and Europe.
Liberalization and Growth (1990s):
The economic liberalization policies introduced in 1991 played a crucial role in the growth of the software industry. These policies opened up the economy, encouraging foreign investment and fostering a conducive environment for technology companies.
The establishment of the National Association of Software and Service Companies (NASSCOM) in 1988 provided a platform for promoting the interests of Indian IT companies globally.
Dot-com Boom and IT Outsourcing (2000s):
The dot-com boom of the late 1990s and early 2000s led to increased demand for IT services. Indian companies capitalized on this by offering cost-effective software development and IT outsourcing services.
Major players like TCS, Infosys, Wipro, and HCL Technologies expanded rapidly during this period, establishing delivery centers and acquiring clients worldwide.
Diversification and Innovation (2022s-Present):
The industry began to diversify, moving beyond traditional IT services to include emerging technologies such as cloud computing, artificial intelligence (AI), machine learning (ML), and Internet of Things (IoT).
Indian startups started making significant contributions to the technology ecosystem, with cities like Bengaluru, Hyderabad, and Pune becoming hubs for innovation and entrepreneurship.

Key Segments:
Software Development and IT Services:
Indian companies provide a wide range of software development services, including custom software development, application maintenance, and support.
IT	services	encompass	consulting,	system	integration,	managed	services,	and infrastructure management.
Business Process Outsourcing (BPO):
India is a global leader in BPO services, offering voice and non-voice services such as customer support, technical support, finance and accounting, and human resources outsourcing. The BPO sector has evolved to include Knowledge Process Outsourcing (KPO), which involves higher-value services like research and analytics, legal services, and medical
transcription.
Engineering and R&D Services:
Engineering services outsourcing (ESO) has gained prominence, with Indian companies providing design, development, and testing services for industries such as automotive, aerospace, and telecommunications.
R&D services focus on product development, innovation, and technological advancements.
Digital and Emerging Technologies:
The industry is increasingly focusing on digital transformation services, including cloud computing, AI, ML, IoT, blockchain, and cybersecurity.
Indian firms are at the forefront of developing and implementing digital solutions that enhance business processes and drive innovation.
Major Companies:
Tata Consultancy Services (TCS):
TCS is the largest IT services company in India and one of the largest globally. It offers a wide range of services, including IT consulting, software development, and business solutions. Infosys:
Infosys is a global leader in consulting, technology, and outsourcing solutions. The company is known for its focus on innovation and digital transformation.
Wipro:

Wipro provides IT services, consulting, and business process services. The company has a strong presence in cloud computing, AI, and cybersecurity.
HCL Technologies:
HCL Technologies offers IT services, engineering, and R&D services. It is known for its expertise in emerging technologies and digital transformation.
Tech Mahindra:
Tech Mahindra specializes in IT services and solutions for telecommunications and other industries. It focuses on digital transformation and innovative solutions.
Industry Characteristics:
Cost-Effectiveness:
One of the key advantages of the Indian software industry is its cost-effectiveness. Indian companies provide high-quality services at competitive prices, making them attractive to global clients.
Skilled Workforce:
India has a large pool of highly skilled IT professionals, with a strong emphasis on education and technical training. This talent pool is a critical asset for the industry.
Global Delivery Model:
Indian IT companies have developed a robust global delivery model, with delivery centers and offices in key markets around the world. This model ensures seamless service delivery and customer support.
Focus on Quality:
The industry places a strong emphasis on quality, with many companies achieving international certifications such as ISO and CMMI (Capability Maturity Model Integration).
Challenges:
Talent Retention:
While India has a large talent pool, retaining skilled professionals remains a challenge due to high competition and opportunities abroad.
Regulatory Environment:
Navigating the regulatory landscape, including data protection laws and compliance requirements, can be complex for Indian IT companies.
Intense Competition:

The global IT services market is highly competitive, with companies from other countries also vying for market share.
Cybersecurity:
With the increasing threat of cyberattacks, Indian IT companies must invest in robust cybersecurity measures to protect their infrastructure and client data.
Future Outlook:
Continued Growth:
The Indian software industry is expected to continue its robust growth, driven by digital transformation initiatives, increased adoption of emerging technologies, and expanding global markets.
Focus on Innovation:
Companies will increasingly focus on innovation, investing in R&D and developing new solutions to meet evolving customer needs.
Expansion into New Markets:
Indian IT companies are likely to expand into new markets, including Europe, Asia-Pacific, and Africa, to diversify their client base.
Sustainability and Social Responsibility:
There will be a growing emphasis on sustainability and corporate social responsibility, with companies integrating eco-friendly practices and contributing to social development.
Government Initiatives
1. Digital India Program: Launched in 2015, the Digital India initiative aims to transform India into a digitally empowered society and knowledge economy. It focuses on three key areas:
Digital Infrastructure as a Core Utility: Ensuring that every citizen has access to digital services, a unique digital identity, and high-speed internet connectivity.
Governance and Services on Demand: Making government services available electronically, improving online infrastructure, and increasing internet connectivity.
Digital Empowerment of Citizens: Universal digital literacy and accessible digital resources.
2. Startup India: Introduced in 2016, the Startup India initiative encourages the growth of startups, including those in the software sector. Key aspects include:

Simplification and Handholding: Simplifying regulations, providing legal support, and faster exit mechanisms for startups.
Funding Support and Incentives: Establishing a Fund of Funds for startups, tax exemptions on capital gains, and income tax exemptions for three years.
Industry-Academia	Partnership	and	Incubation:	Setting	up	incubators, innovation labs, and promoting research and development.
3. National Policy on Software Products (NPSP) 2019: The NPSP 2019 aims to develop India as a global hub for software products. Key objectives include:
Promoting the Software Product Industry: Creating a conducive environment for software product development and commercialization.
Nurturing 10,000 Technology Startups: Supporting the creation of a vibrant ecosystem for software product startups.
Up-skilling 1,000,000 IT Professionals: Enhancing the skill sets of IT professionals to meet the demands of the software product industry.
4. Information Technology Act, 2000: The IT Act provides a legal framework to address e-commerce, cybersecurity, and electronic governance issues. It includes provisions for:
Electronic Contracts: Legitimizing electronic contracts and digital signatures.
Cybercrimes: Defining and addressing various cybercrimes, including hacking, identity theft, and data breaches.
Data Protection: Establishing guidelines for data protection and privacy.
5. Software Technology Parks of India (STPI):
Established in 1991, STPI promotes software exports from India. Key functions
include:
Infrastructure Support: Providing infrastructure facilities, including high-speed data
communication links.
Incubation Centers: Offering incubation facilities to nurture startups and small and medium enterprises (SMEs).
Single Window Clearance: Facilitating single-window clearances for statutory services related to software export.
6. Make in India: Launched in 2014, the Make in India initiative aims to promote manufacturing in India, including the IT and software sector. Key focuses include:

Ease of Doing Business: Simplifying regulatory processes and enhancing the ease of doing business.
Foreign Direct Investment (FDI): Encouraging FDI in various sectors, including IT and software.
Skill Development: Enhancing skills and capabilities of the workforce to meet the demands of the IT sector.
7. National Cyber Security Policy 2013: The policy aims to protect the public and private infrastructure from cyberattacks. Key objectives include:
Creating a Secure Cyber Ecosystem: Establishing a comprehensive framework for securing cyberspace.
Promotion of R&D in Cybersecurity: Encouraging research and development in cybersecurity technologies.
Capacity Building: Enhancing the capacity of law enforcement agencies and promoting cybersecurity education and awareness.
8. Promotion of Electronics and IT Hardware Manufacturing:
The government has launched several schemes to promote electronics and IT hardware manufacturing in India, including:
Production Linked Incentive (PLI) Scheme: Offering financial incentives for the manufacturing of electronics and IT hardware.
Scheme for Promotion of Manufacturing of Electronic Components and Semiconductors (SPECS): Providing financial incentives for the manufacturing of electronic components and semiconductors.
9. E-Governance Initiatives: Various e-governance initiatives aim to make government services more accessible and efficient through the use of technology. These include:
MyGov: A citizen engagement platform to facilitate direct communication between citizens and the government.
E-Hospital: An initiative to provide efficient and transparent health services through the use of technology.
National e-Governance Plan (NeGP): Aims to make all government services available electronically through integrated service delivery mechanisms.
10. Artificial Intelligence (AI) Initiatives: The Indian government is focusing on AI to drive innovation and growth in the software industry. Initiatives include:

National AI Strategy: Outlines a roadmap for the development and deployment of AI technologies in various sectors.
AI Research Institutes: Establishing AI research institutes to promote research, development, and innovation in AI technologies.
AI for All: Promoting AI literacy and skill development to prepare the workforce for the AI-driven future.


COMPANY	PROFILE
Karthikeya Software solutions Private Limited is one of the rapidly fastest growing software development company formed in early 2014 by the result-oriented Managing Partner and Co-founder Thejaswi Bandi has been an architect with artistic experience and a technocrat for a number of years - which represents the highest level of competence and expertise with various modern technologies - as well as the best administration specialist.
Since our inception in 2014 Karthikeya Software solutions is delivering Latest software development and related Information Technology Services. We combine proven methodologies, business domain knowledge and technology expertise to deliver high quality solutions. Karthikeya Solutions Value proposition is supported by our core values and exceptional customer focus which creates larger business opportunity, high customer loyalty and sustainable growth.
LOCATION:
Karthikeya Software solutions Private Limited is located in Tirupati. Location of Karthikeya Software solutions Private Limited in one of the most under developed areas of Tirupati district in Andhra Pradesh proved to be a big boon for the local people in terms of employment opportunities, direct and indirect, leading to considerable economic growth of the region.
Software Development Solutions: Our company specializes in delivering tailored software solutions that combine technical expertise with innovative thinking to meet your unique business needs, driving efficiency and growth.
Corporate Training Programs: Our corporate training programs enhance employee skills and productivity through tailored, industry-specific learning experiences in leadership, technical skills, and soft skills.
Internships & Academic Projects: Our internships and academic projects provide students with hands-on experience and practical skills through real-world projects and professional mentorship.
Career Development & Placement: Our career development & placement services equip individuals with the skills and opportunities to achieve their professional goals and secure meaningful employment.



MISSION OF KARTHIKEYA SOFTWARE SOLUTIONS PRIVATE LIMITED
To empower businesses through cutting-edge technology solutions, fostering innovation, and delivering exceptional value to our clients.

VISION OF KARTHIKEYA SOFTWARE SOLUTIONS PRIVATE LIMITED:
To be a global leader in IT services and software solutions, known for our commitment to quality, innovation, and customer satisfaction. We will maintain our dominant position in market and enhance our presence in the overseas market by setting up multi-location units as per business potential.


For sustained growth we intended to venture into related business in the area of
1. Sustainable horizontal and vertical integration projects.
2. Turn key projects.
3. Engineering and consultancy.
4. Build own operate transfer projects and diversified into new areas of business We will achieve the above through:
· Continuous technology up-gradation and adaption of new technology.
· Effective team-based working.
· Continuous training and human resource development.
· Developing ancillary units.
· Cost competitive

Services and Technologies of Karthikeya Software Solutions Private Limited: Services:
1. Custom Software Development:
· Development	of	tailored	software	solutions	to	meet	specific	business requirements.
· Full-cycle software development from requirements gathering to deployment and maintenance.
2. Enterprise Solutions:
· Comprehensive IT solutions for large-scale enterprises.
· Development and integration of Enterprise Resource Planning (ERP) systems, Customer Relationship Management (CRM) systems, and more.
3. Web Application Development:

· Design and development of robust web applications.
· Front-end and back-end development using modern web technologies.
4. Mobile Application Development:
· Development of mobile applications for iOS and Android platforms.
· Focus on user-friendly design and seamless performance.
5. Cloud Services:
· Cloud-based solutions including cloud migration, management, and security.
· Deployment and management of cloud infrastructure on platforms like AWS, Azure, and Google Cloud.
6. IT Consulting:
· Expert consulting services to optimize IT strategies and infrastructure.
· Guidance on technology adoption, digital transformation, and IT project management.
7. E-commerce Solutions:
· Development and maintenance of e-commerce platforms.
· Integration of payment gateways, shopping carts, and inventory management systems.
8. DevOps Services:
· Implementation of DevOps practices to streamline software development and deployment processes.
· Automation of build, test, and deployment pipelines.
9. Maintenance and Support:
· Ongoing support and maintenance for software applications.
· Regular updates, bug fixes, and performance optimization.
Technologies:

1. Programming Languages:
· Java: Versatile language used for enterprise-level applications.
· Python: Popular for web development, data analysis, AI, and machine learning.
· C#: Commonly used for Windows applications and game development.
· JavaScript: Essential for web development and interactive web applications.
· PHP: Widely used for server-side scripting and web development.
· Ruby: Known for its simplicity and productivity, used in web applications.

2. Frameworks:
· Angular: Front-end web application framework for building dynamic single-page applications (SPAs).
· React: JavaScript library for building user interfaces, particularly SPAs.
· Django: High-level Python web framework for rapid development of secure and maintainable websites.
· Spring: Comprehensive framework for enterprise Java applications.
· .NET: Framework for building a wide range of applications, including web, mobile, and desktop.
· Laravel: PHP framework for web application development with elegant syntax.
3. Databases:
· MySQL: Popular open-source relational database management system.
· PostgreSQL: Advanced open-source relational database with a strong focus on extensibility and standards compliance.
· MongoDB: NoSQL database known for its flexibility and scalability.
· Oracle: Robust and secure database system for enterprise applications.
4. Cloud Platforms:
· Amazon Web Services (AWS): Comprehensive cloud platform offering a wide range of services for computing, storage, and more.
· Microsoft Azure: Cloud computing platform with a variety of services for building, deploying, and managing applications.
· Google Cloud Platform (GCP): Cloud services platform offering computing, data storage, data analytics, and machine learning.
5. DevOps Tools:
· Docker: Platform for developing, shipping, and running applications in containers.
· Kubernetes: Open-source system for automating the deployment, scaling, and management of containerized applications.
· Jenkins: Automation server for building, testing, and deploying code.
· Git: Distributed version control system for tracking changes in source code.
6. Other Technologies:

· Artificial Intelligence (AI) and Machine Learning (ML): Developing intelligent applications and solutions.
· Internet of Things (IoT): Connecting and managing IoT devices and data.
· Blockchain: Implementing secure and transparent blockchain solutions.
· Big Data Technologies: Handling and analysing large datasets using tools like Hadoop and Spark.
Safety to Employees:
All the employees who are on the regular rolls of the company are expected to come to their duties in on-time. The employees working in the office are provided with laptops and desktops for development and some are sent to the marketing with handheld devices for promoting the brands. Depending on the nature of work, it is obligatory on the part of employee to draw the required safety appliances. from the store to the safety department and use them. Failure to do so shall attract appropriate action.
Other Amenities to Employees:
Karthikeya software solutions private limited management has provided other facilities like identity card, canteen, medical center etc.
· 	Identity card All the employees are issued with an identity card, which has a photograph, name and employee number duty signed both by the employee and the competent authority. Every employee has to display the identity card while on duty. Their admission into the premises can be denied by the security, if they are found not wearing identity card.
In case of loss of the identity card they should immediately inform the P & HR department who shall issue another card and deduct Rs.50 for the replacement.
· Canteen:
The canteen provides breakfast, lunch and dinner to all the employees at confessional rates. The timings are staggered to accommodate shift as well as generally shift employees; proper discipline has to be maintained at the canteen, especially during the rush hours. Tea is supplied free of cost at the work spot during the shift to all the employees.
· Medical centre
Qualified and experienced company medical officers at medical center. He organizes medical fitness examinations at the time of selection and periodical medical check ups to all the employees. He attends to medical emergency at the medical center and also follows up with the case is required at the city hospitals. He periodically organizes immunization

programs to employees and their families. He conducts first aid safety classes to the employees. He appraises the management on hygiene and environmental deficiencies in and around the factory. The medical center is well equipped to attend the emergencies and an ambulance van is provided.
MEANING OF RECRUITMENT

According to Edwin B. Flippo, “Recruitment is the process of searching the candidates for employment and stimulating them to apply for jobs in the organization”. Recruitment is the activity that links the employers and the job seekers. A few definitions of recruitment are:
A process of finding and attracting capable applicants for employment. The process begins when new recruits are sought and ends when their applications are submitted. The result is a pool of applications from which new employees are selected.
It is the process to discover sources of manpower to meet the requirement of staffing schedule and to employ effective measures for attracting that manpower in adequate numbers to facilitate effective selection of an efficient working force.
Recruitment of candidates is the function preceding the selection, which helps create a pool of prospective employees for the organization so that the management can select the right candidate for the right job from this pool. The main objective of the recruitment process is to expedite the selection process.
Recruitment is a continuous process whereby the firm attempts to develop a pool of qualified applicants for the future human resources needs even though specific vacancies do not exist. Usually, the recruitment process starts when a manger initiates an employee requisition for a specific vacancy or an anticipated vacancy.
RECRUITMENT NEEDS ARE OF THREE TYPES
· PLANNED
i.e. the needs arising from changes in organization and retirement policy.
· ANTICIPATED
Anticipated needs are those movements in personnel, which an organization can predict by studying trends in internal and external environment.
· UNEXPECTED
Resignation, deaths, accidents, illness give rise to unexpected needs.

PURPOSE AND IMPORTANCE OF RECRUITMENT
· Attract and encourage more and more candidates to apply in the organization.
· Create a talent pool of candidates to enable the selection of best candidates for the organization.
· Determine present and future requirements of the organization in conjunction with its personnel planning and job analysis activities
· Recruitment is the process which links the employers with the employees.
· Increase the pool of job candidates at minimum cost.
· Help increase the success rate of selection process by decreasing number of visibly under qualified or overqualified job applicants.
· Help reduce the probability that job applicants once recruited and selected will leave the organization only after a short period of time.
· Meet the organizations legal and social obligations regarding the composition of its workforce.
· Begin identifying and preparing potential job applicants who will be appropriate candidates.
· Increase organization and individual effectiveness of various recruiting techniques and sources for all types of job applicants

RECRUITMENT PROCESS
The recruitment and selection is the major function of the human resource department and recruitment process is the Future step towards creating the competitive strength and the strategic advantage for the organizations. Recruitment process involves a systematic procedure from sourcing the candidates to arranging and conducting the interviews and requires many resources and time. A general recruitment process is as follows:
· Identifying the vacancy:
The recruitment process begins with the human resource department receiving requisitions for recruitment from any department of the company.
These contain:
· posts to be filled
· Number of persons
· Duties to be performed

· Qualifications required
· Preparing the job description and person specification.
· Locating and developing the sources of required number and type of employees (Advertising etc).
· Short-listing and identifying the prospective employee with required characteristics.
· Arranging the interviews with the selected candidates.
· Conducting the interview and decision making
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1. Identify vacancy
2. Prepare job description and person specification
3. Advertising the vacancy
4. Managing the response
5. Short-listing
6. Arrange interviews
7. Conducting interview and decision making
The recruitment process is immediately followed by the selection process i.e. the final interviews and the decision making, conveying the decision and the appointment formalities.

SOURCES OF RECRUITMENT
Every organization has the option of choosing the candidates for its recruitment processes from two kinds of sources: internal and external sources. The sources within the organization itself (like transfer of employees from one department to other, promotions) to fill a position are known as the internal sources of recruitment. Recruitment candidates from all the other sources (like outsourcing agencies etc.) are known as the external sources of recruitment.

Sources of recruitment
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FACTORS AFFECTING RECRUITMENT

The recruitment function of the organizations is affected and governed by a mix of various internal and external forces. The internal forces or factors are the factors that can be controlled by the organization. And the external factors are those factors which cannot be controlled by the organization. The internal and external forces affecting recruitment function of an organization are:

FACTORS AFFECTING RECRUITMENT
[image: ].

COMPONENTS OF THE RECRUITMENT POLICY

· The general recruitment policies and terms of the organization
· Recruitment services of consultants
· Recruitment of temporary employees
· Unique recruitment situations
· The selection process
· The job descriptions


THE TERMS AND CONDITIONS OF EMPLOYMENT
A recruitment policy of an organization should be such that:
 It should focus on recruiting the best potential people.
 To ensure that every applicant and employee is treated equally with dignity and respect.
 Unbiased policy.
 To aid and encourage employees in realizing their full potential.
 Transparent, task oriented and merit based selection.
 Weightage during selection given to factors that suit organization needs.
 Optimization of manpower at the time of selection process.
 Defining the competent authority to approve each selection.

 Abides	by relevant	public	policy and	legislation	on	hiring and	employment relationship.
 Integrates employee needs with the organizational needs.
FACTORS AFFECTING RECRUITMENT POLICY
 Organizational objectives
 Personnel policies of the organization and its competitors.
 Government policies on reservations.
 Preferred sources of recruitment.
 Need of the organization.
 Recruitment costs and financial implications.
RECRUITMENT MANAGEMENT SYSTEM
Recruitment management system is the comprehensive tool to manage the entire recruitment processes of an organization. It is one of the technological tools facilitated by the information management systems to the HR of organizations. Just like performance management, payroll and other systems, Recruitment management system helps to contour the recruitment processes and effectively managing the ROI on recruitment.
The features, functions and major benefits of the recruitment management system are explained below:
1. Structure and systematically organize the entire recruitment processes.
2. Recruitment management system facilitates faster, unbiased, accurate and reliable processing of applications from various applications.
3. Helps to reduce the time-per-hire and cost-per-hire.
4. Recruitment management system helps to incorporate and integrate the various links like the application system on the official website of the company, the unsolicited applications, outsourcing recruitment, the final decision making to the main recruitment process.
5. Recruitment management system maintains an automated active database of the applicants facilitating the talent management and increasing the efficiency of the recruitment processes.
6. Recruitment management system provides and a flexible, automated and interactive interface between the online application system, the recruitment department of the company and the job seeker.

7. Offers tolls and support to enhance productivity, solutions and optimizing the recruitment processes to ensure improved ROI.
THE ROI ON RECRUITMENT
Before making any investment, every organization would want to evaluate the investment by answering the following questions in quantifiable terms:
S What are the costs and the corresponding and related risks on the investment?
S What are the expected returns of the investment?
S What is the expected pay-back period of the investment?
An organization makes a tremendous amount of investment in its recruitment processes.
A lot of resources like time and money are spent on recruitment processes of an organization. But assessing or quantifying the returns on the recruitment process, or, calculating the return on investment (ROI) on recruitment is a complicated task for an organization. Indeed, it is difficult to judge the success of their recruitment processes. Instead, recruitment is one activity that continues in an organization without anyone ever realizing its worth or measuring its impact on the organization‟s business.
According to a survey, 38 % of organizations do not prepare or produce any kind of documents or reports on their recruitment processes, and there is no accountability of the HR department for the costs incurred and the opportunities missed.
With the increasing strategic focus on the human resources, more and more organizations are adopting one or the other way for calculating the ROI on its recruitments. Many organizations are examining their HR functions and processes and are trying to quantify their results and returns. A recruitment professional or manager can calculate and maximize the return on investments on its organization‟s recruitment by Clear definition of the results to be achieved from recruitment.
Developing methods and ways measuring the results like the time – to – hire, cost-Per-Hire and effectiveness of the recruitment source etc. Estimating the costs associated with the recruitment project. Estimating the tangible and intangible benefits to the organization including the payback period of the recruitments.

Providing and ensuring proper training and development of the recruitment professionals. Assessing the ROI on recruitments can assist an organization to strengthen its HR processes,

improving its recruitment function and to build a strategic human resource advantage for the organization.

MEANING OF SELECTION
Selection is the process of differentiating between applicants in order to identify and hire those with a greater likelihood of success in a job.
Selection is the process of picking individuals with requisite qualification and competence to fill jobs in the organization. Although ,some selection methods can be used within an organization for promotion or transfer.

SELECTION PROCESS
Selection is a long process,commencing from the preliminary interview of the applicants and ending with the contract of employment.In practice,the process differs among organization and between two different two different jobs within the same company.Selection process for senior managers wil be long-drawn and rigorous,but it is simple and short while hiring shop-floor workers.However a general selection process includes the following steps :
1. Job Analysis
2. Recruitment
3. Application Forms
4. Written Examination
5. Preliminary Interview
6. Business Games
7. Tests
8. Final Interview
9. Medical Examination
10. Reference Checks
11. Line Manager‟s Decision
12. Employment

Various Steps in Selection Process
Development Bases for Selection
Application/Res ume/CV/
Written Examination
Preliminary Interview
Business Games
Tests
Final Interview
Medical Examination
Reference Checks
Line Manager's Decision
Job Offer
Employment























Effectiveness of Selection Programme:
The purpose of selection programme and technique is to choose the most suitable candidate for a given job from among the prospective employees. The selection programme would be effective, if the candidates selected/hired perform their jobs efficiently and sincerely with commitment. The HR manager should evaluate the effectiveness of the selection programme periodically. Dale.S.Beach suggests audit of the selection programme to know the effectiveness of the selection programme.
RECRUITMENT Vs SELECTION:
Both recruitment and selection are the two phases of the employment process. The differences between the two are:

1. Recruitment is the process of searching the candidates for employment and stimulating them to apply for jobs in the organization WHEREAS selection involves the series of steps by which the candidates are screened for choosing the most suitable persons for vacant posts.

2. The basic purpose of recruitments is to create a talent pool of candidates to enable the selection of best candidates for the organization, by attracting more and more employees to apply in the organization WHEREAS the basic purpose of selection process is to choose the right candidate to fill the various positions in the organization.

3. Recruitment is a positive process i.e. encouraging more and more employees to apply WHEREAS selection is a negative process as it involves rejection of the unsuitable candidates.
4. Recruitment is concerned with tapping the sources of human resources WHEREAS selection is concerned with selecting the most suitable candidate through various interviews and tests.
5. There is no contract of recruitment established in recruitment WHEREAS selection results in a contract of service between the employer and the selected employee.

REVIEW OF LITERATURE
RECRUITMENT & SELECTION PROCESS:
The recruitment and selection is the major function of the human resource department and recruitment process is the first step towards creating the competitive strength and the strategic advances for the organizations. Recruitment process involves a systematic procedure from sourcing the candidates to arranging and conducting the interviews and requires many resources many resource and time. A general recruitment process is as follows:
IDENTIFYING THE VACANCY:
The recruitment process begins with the human resource department receiving requisitions for recruitment from any department of the company. These contain:
· Posts to be filled
· Number of persons
· Duties to be performed
· Qualifications required
· Preparing the job description and person specification.
· Locating and developing the resources of required number and type of employees.
· Short-listing and identifying the prospective employee with required characteristics.
· Arranging the interviews with the selected candidates.
· Conducting the interview and decision making.
The recruitment process is immediately followed by the selection process i.e. the final interviews and the decision making, conveying the decision and the appointment formalities.
MEANING OF RECRUITMENT:
According to Edwin B. Flippo, “Recruitment is the process of searching the candidates for employment and stimulating them to apply for jobs in the organization”. Recruitment is the activity that links the employers and the job seekers. A few definitions of recruitment are:

A process of findings and attracting capable applicants for employment. The process begins when new recruits are sought and ends when their applications are submitted. The result is a pool of a applications from which new employees are selected.

It is the process to discover sources of manpower to meet the requirement of staffing schedule and to employ effective measures for attracting that manpower in adequate numbers to facilities effective selection of an efficient working force which helps create a pool of prospective employees for the organization so that the management can select the right candidate the selection process.

Recruitment of candidates is the function preceding the selection, recruitment is a continuous process whereby the firm attempts to develop a pool of qualified applicants for the future human resources needs even through specific vacancies do not exit. Usually, the recruitment process starts when a manger initiates an employee requisition for a specific vacancy or an anticipated vacancy.

Silzer et al (2010):
However, the process of recruitment does not cease with application of candidature and selection of the appropriate candidates, but involves sustaining and retaining the employees that are selected, as stated by Silzer et al. (2010).

Work of Silzer et al. (2010) was largely concerned with Talent management, and through their work they were successful in resolving issues like whether or not talent is something one can be born with or is it something that can be acquired through development. According to Silzer et al (2010), that was a core challenge in designing talent systems, facing the organization and among the senior management. The only solution to resolve the concern of attaining efficient talent management was by adopting fully-executable recruitment techniques. Regardless of a well-drawn practical plan on recruitment and selection as well as involvement of highly qualified management team, companies following recruitment processes may face significant obstacles in implementation. As such, theories of HRM can give insights in the most effective approaches to recruitment even though companies will have to employ their in house

management skills for applying generic theories across particular organizational contexts. Word conducted by Silzer et al (2010) described that the primary objective of successful talent strategies is to create both a case as well as a blueprint for developing the talent strategies within a dynamic and highly intensive economy wherein acquisition, deployment and preservation of human capital-talent that matter,, shapes the competitive advantages and success of many companies (Silzer et al. 2010).
Jackson et al. (2009) and Bratton and Gold (1999):
As discussed by Jackson et al. (2009), Human resource management approaches in any business organization are developed to meet corporate objectives and materialization of strategic plans via training and development of personnel to attain the ultimate goal of improving organizational performance as well as profits. The nature of recruitment and selection for a company that is pursuing HRM approach is influenced by the state of the labour market and their strength within it.

Furthermore, it is necessary for such companies to monitor how the state of labour market connects with potential recruits via the projection of an image which will have an effect on and reinforce applicant expectations. Work of Bratton & Gold (1999) suggest that organizations are now developing models of the kind of employees they desire to recruit, and to recognize how far applicants correspond to their models by means of reliable and valid techniques of selection. Nonetheless, the researchers have also seen that such models, largely derived from competency frameworks, foster strength in companies by generating the appropriate knowledge against which the job seekers can be assessed. However, recruitment and selection are also the initial stages of a dialogue among applications and the company that shapes the employment relationship (Bratton & Gold 1999). This relationship being the essence of a company‟s manpower development, failure to acknowledge the importance of determining expectation during recruitment and selection can lead to the loss of high quality job seekers and take the initial stage of the employment relationship so down as to make the accomplishment of desirable HRM outcomes extremely difficult. In the opinion of Bratton and Gold (1999), recruitment and selection practices are essential characteristics of a dialogue driven by the idea of “front-end” loading processes to develop the social relationship among applicants and an organization. In this relationship, both parties make decisions throughout the recruitment and selection and it would be crucial for a company to realize that high-quality job seekers, pulled

by their view of the organization, might be lost at any level unless applications are provided for realistic organization as well as work description. In view of Jackson et al. (2009) and Bratton & Gold (1999) applicants have a specific view of expectations about how the company is going to treat them; recruitment and selection acts as an opportunity to clarify this view. Furthermore, one technique of developing the view, suggested by Bratton and Gold (1999), are realistic job previews or RJPs that may take the form of case studies of employees and their overall work and experiences, the opportunity to “cover” someone at work, job samples and videos. The main objective of RJPs is to allow for the expectations of job seekers to become more realistic and practical. RJPs tend to lower initial expectations regarding work and a company, thereby causing some applications to select themselves; however RJPs also increase the degree of organization commitment, job satisfaction, employee performance, appraisal and job survival among job seekers who can continue into employment (Bratton & Gold 1999) Jackson et al. (2009).

Alan Price (2007):
Price (2007), in his work Human Resource Management in a Business Context, formally defines recruitment and selection as the process of retrieving and attracting able applications for the purpose of employment. He states that the process of recruitment is not a simple selection process, while it needs management decision making and broad planning in order to appoint the most appropriate manpower. There existing competition among business enterprises for recruiting the most potential workers in on the pathway towards creating innovations, with management decision making and employers attempting to hire only the best applicants who would be the best fit for the corporate culture and ethics specific to the company (Price 2007). This would reflect the fact that the management would particularly shortlist able candidates who are well equipped with the requirements of the position they are applying for, including team work. Since possessing qualities of being a team player would be essential in any management position (Price 2007).
Korsten (2003) and Jones et al. (2006):
According to Korsten (2003) and Jones et al. (2006), Human Resource Management theories emphasize on techniques of recruitment and selection and outline the benefits of interviews, assessment and psychometric examinations as employee selection process. They

further stated that recruitment process may be internal or external or may also be conducted online. Typically, this process is based on the levels of recruitment policies, job postings and details, advertising, job application and interviewing process, assessment, decision making, formal selection and training (Korsten 2003).
Jones et al. (2006) suggested that examples of recruitment policies in the healthcare, business or industrial sector may offer insights into the processes involved in establishing recruitment policies and defining managerial objectives.
Successful recruitment techniques involve an incisive analysis of the job, the labour market scenario/ conditions and interviews, and psychometric tests in order to find out the potentialities of job seekers. Furthermore, small and medium sized enterprises lay their hands on interviews and assessment with main concern related to job analysis, emotional intelligence in inexperienced job seekers, and corporate social responsibility. Other approaches to selection outlined by Jones et al. (2006) include several types of interviews, role play, group discussions and group tasks, and so on.
Taher et al. (2000):
Toward that end Taher et al. (2000) carried out a study to critique the value-added and non-value activities in a recruitment and selection process. The strategic manpower planning of a company, training and development programme, performance appraisal, reward system and industrial relations, was also appropriately outlined in the study. This study was based on the fact that efficient HR planning is an essence of organization success, which flows naturally into employee recruitment and selection (Taher et al. 2000). Therefore, demand rather than supply must be the prime focus of the recruitment and selection process and a greater emphasis must be put on planning, supervising and control rather than mediation. Extending this principle, a realistic approach to recruitment and selection process was demonstrated, and the study found that an organization is efficient only when the value it commands exceeds the price involved in determining the process of decision making or product. In other words, value-added and non-value added activities associated with a company‟s recruitment and selection process impacts its role in creating motivated and skilled workforce in the country (Taher et al. 2000). Thus, the study identified the waiting time, inspection time and filing time as non value added tasks and the cost of advertisement as the only value added activity in the overall process. Taher et al. (2000) investigated the recruitment and selection section of Bangladesh Open University. It

was found that whenever the recruitment and selection department of BOU received a recruitment request of new applicants from other sections, the officials failed to instantly advertise the vacancy in various media. The university had to follow some long sequential steps prior to doing so. After the vacancy is publicly advertised, what followed were the bureaucratic formalities and complications together with inspection and supervision by two departments thereby causing unnecessary waiting in the recruitment and selection process that eventually increases the cost of recruitment by keeping the organization‟s image at stake. The study also witnessed some amount of repetition taking place at every step of recruitment where the applications of applicants circulating around too many departments for verifications. This repetitive work tends to engage unnecessary persons for a single task that results in unnecessary delay in the decision and unjust wastage of manpower.
After careful consideration of similar problems in the BOU, Taher et al. (2006) recommended for amending the recruitment process by stating that firstly processes like job analysis and searching internal and external sources must be followed by direct advertisement of the post as the HR‟s own responsibility, and not by any intermediate officials. This will eliminate the non-value activities. Secondly, Taher et al (2000) suggested a „system‟ to be introduced to ease the respective department to study the shortlisted candidates, which can be done only by the request of the HR department. A medical assistance must be sought by BOU in regards to the physical or mental abilities of applicants for the job function as well as their workers compensation and risk. A procedure needs to be devised pertaining to the privacy and confidentiality of medical reports. Thus, this privacy and decrease in noon-value added activity of the medical exam can be sustained effectively by testing the applicants via contracted medical advisors, or in-house doctors. Use of a computer based HR system should be installed in BOU to manage the pool of information about employees and to make the organization to take just-in-time HR recruitment and selection decisions.
Therefore, any organization is encouraged to development real-time recruitment strategies that must attempt to generate a pool of appropriately qualified and well-experienced individuals so as to effectively initiate the selection strategies and decisions. In essence, the potential applications are encouraged to apply for the open vacancies and also the relevant departments can engage in recruiting the best candidates to upgrade the department‟s performance (Taher et al. 2000).
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RESEARCH METHODOLOGY

In any study of research a proper reason of analysis is essential for reaching the goal or an effective solution to the problem. This reasoning can be done in a research study with the help of research methodology. Research methodology is a way to systematically solve the research problem. It may be understood as a science of studying how research is done scientifically.

METHODOLOGY:
The study of recruitment and selection process is as following.

3. Primary Data :
The survey method was selected to gather primary data by administering the questionnaire among the employee in Karthikeya Software Solutions Private Limited. The questionnaire is chosen because of its simplicity and reliability. Researchers can expect a straight answer, which is directly related to the questions asked. Interpretation of data under this can also be done correctly. It helps the respondent to understand the significance and answer to their reliability. In this method response rate and reliability is higher. In addition to this the data is collected through observation method and personal interview.
A sample of 120 employees was selected on simple random basis and a total from all the departments.

4. Secondary Data :
The secondary data are collected from the records of recruitment and selection process in Karthikeya Software Solutions Private Ltd., besides a few books and articles from journals.
5. Data Collection Methods:
Personal Interview and questionnaires are used for this study.
Personal Interview:
The relevant data is collected by personally contacting the workers, in Karthikeya Software Solutions Private Limited
Questionnaires:
RECRUITMENT AND SELECTION
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Consisting of multiple choices, ranking questions and descriptive questionnaire is prepared to gather the data from the workers.
Tools for Analysis:
Pie charts are used as analytical tools.	The percentage has been taken for this data representation.
Sampling Procedure:
Where only a few units of population under study are considered for analysis is called sampling method.
6. Percentage Analysis:
Percentage refers to special kind of ratio. Percentages are used in making comparison between two or more series of data. It is used to describe relationship.
Percentage= (no. of respondents/number of samples) x100
Statistical tools applied for the Study:
The collected data was analyzed in order to arrive at meaningful information. To analyze the collected data, various statistical tools are used. They are:
· Chi- Square test.
· Karl Pearson‟s correlation coefficient.
CHI- SQUARE TEST:
Probably the most widely used nonparametric test of significance is the chi-square test. It is particularly useful in tests involving nominal data but can be used for higher scales. Typical are cases where persons, events, or objects are grouped in two or more nominal categories such as “yes-no,” “favour-undecided-against,”or class “A,B,C,or D.”
Using this technique, we test for significant differences between the observed distribution of data among the categories and the expected distribution based on the null hypothesis. Chi-square is useful in cases of one sample analysis, two independent samples, or k independent samples. It must be calculated with actual counts rather than percentages.
k
Chi-square =  E (Oi – Ei )2 / Ei
i=1
where	Oi = observed number of cases categorized in ith category. Ei = Expected number of cases in the ith category under Ho. K = The number of categories



KARL PEARSON’S CORRELATION COEFFICIENT:
The Pearson‟s correlation coefficient varies over a range of +1 through 0 to -1.The designation r symbolizes the coefficient‟s estimate of linear association based on sampling data. The coefficient ρ represents the population correlation.

Correlation coefficients reveal the magnitude and direction of relationships. The magnitude is the degree to which variables move in unison or opposition. The size of a correlation of +.40 is same as one of -.40.The size says nothing about size. The degree of correlation is modest. The correlation coefficient‟s sign signifies the direction of the relationship. Direction tells us whether large values on one variable are associated with large values on the other. When the values correspond in this way, the two variables have positive relationship. As one increases, the other also increases.
The formula for calculating Pearson‟s r is
_	_
Σ(X-X)(Y-Y)

r =	(1)
(N-1)SxSy
where
N = The number of pairs of cases.
Sx, Sy = The standard deviations for X and Y. Alternatively,
ΣXY

r =	(2)
√(Σx2)(ΣY2)
since
Sx =  √ ΣX2	Sy  =	√ Σy2

N	N


If the numerator of equation (2) is divided by N, we have the covariance, the amount of deviation that the X and Y distributions have in common. With a positive covariance, the

variables move in unison; with a negative one, they move in opposition. When the covariance is 0,there is no relationship. The denominator for equation (2) represents the maximum potential variation that the two distributions share. Thus, correlation may be thought of as a ratio.

NEED FOR THE STUDY

Every company faces some problems with the employee‟s after the selection. So, that to overcome these problem‟s, they have to follow a systematic recruitment and selection procedure. In addition to the cost of selection, training and other areas will become a recurring expenditure to the company because of improver selection the company should select “right person for the right job”. This made me to study recruitment and selection at Karthikeya Software Solutions Private Limited.

SCOPE OF THE STUDY

The study has a vast scope as the feedback from the employees is collected from almost all the departments namely:
· Customer service
· Sales
· HR
· Accounts
· Systems
· Operations.

OBJECTIVES OF THE STUDY

· 	To study the opinions of the respondents about the recruitment and selection process carried out at Karthikeya Software Solutions Private Limited.
· To study the different sources by which employees are recruited.
· To determine various factors that affect the recruitment policy of the organization.
· To know how effective is the recruitment & selection Process in the organization.
· To suggest measures of improving recruitment and selection process.

LIMITATIONS OF THE STUDY

· The time constraint is considered as a major limitation to collect data from all the 120 employees.
· The respondents may have some bias in answering the questions.
· The sample size being limited to middle and lower management may not accurately represent the entire organization.
· The operations department in this organization is not aware of this type of questionnaires, Hence it became difficult to collect the exact Feedback from them.
· The employees are very busy with their shifts, hence it became very Difficult to take interview schedules from them.
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DATA ANALYSIS OF RECRUITMENT & SELECTION PROCEDURE IN KARTHIKEYA SOFTWARE SOLUTIONS PRIVATE LIMITED
Table 4.1: Source of Recruitment in Karthikeya Software Solutions Pvt. Ltd

	Factors
	No.of employees
	Percentage(%)

	Employee Referral
	57
	47.5

	Campus Recruitment
	2
	1.67

	Advertisement
	47
	39.16

	E-recruitment
	2
	1.66

	Consultancy
	12
	10

	Total
	120
	100


Chart 4.1: Source of Recruitment in Karthikeya Software Solutions Pvt. Ltd
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Inference:
From the above table and chart, it is inferred that 47.5% of the employees applied for the organization through employee referral,1.67% through campus recruitment,39.16% through advertisement,1.66% through E-recruitment and lastly 10% through consultancy.
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Table 4.2: Reasons for applying for the organization (in order of Importance)

	Factors
	No. of employees
	Percentage(%)

	Company Reputation
	20
	16.6

	Job Security
	22
	18.3

	Attractive perks &	Compensation
	39
	32.5

	Good working	Conditions
	18
	15

	Opportunity for	advancement
	21
	17.5

	Total
	120
	100



Graph 4.2: Reasons for applying for the Organization18%
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Table 4.3: Major source of recruitment according to employee’s perception

	Factors
	No.of employees
	Percentage(%)

	Reference employees
	25
	20.83

	Campus recruitment
	22
	18.33

	Advertisement
	44
	36.67

	E-recruitment
	17
	14.17

	Consultancy
	12
	10

	Total
	120
	100



Graph 4.3 Major source of Recruitment according to employee’s perception
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Inference:
From the above table it is inferred that 20.83% of employees felt reference employees are major source of recruitment,18.33% employees felt campus recruitment as major source,36.67% employees felt advertisement as major source,14.17% employees felt E-recruitment as major source and remaining 10% employees felt consultancy as major source of recruitment.



Table 4.4: factors affecting recruitment policy



	Factors
	No. of employees
	Percentage (%)

	Internal factors
	36
	30

	External factors
	25
	20.83

	Both internal & external
factors
	59
	49.17

	Total
	120
	100


Graph 4.4Factors affecting Recruitment policy
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Inference:
From the above table and chart, it is inferred that 30% of the employees felt internal factors affect the recruitment policy,20.83% employees felt external factors affect recruitment policy and remaining 49.17% employees felt both internal and external factors affect the recruitment policy.

Table 4.5: Reference to others regarding opportunities in the Company


	Dimensions
	No. of employees
	Percentage (%)

	Highly recommended
	36
	30

	Recommended
	47
	39.17

	Least recommended
	19
	15.83

	Not recommended
	18
	15

	Total
	120
	100



Graph 4.5:	Reference to others regarding opportunities in the company
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Inference:
From the above table and chart, it is inferred that reference to others regarding opportunities in the company is highly recommended according to 30% of the employees, just recommended according to 39.17% of the employees, least recommended according to 15.83% of the employees and not at all recommended according to 15% of the employees.

Table 4.6: Perception of employees on recruitment

	Factors
	No. of employees
	Percentage (%)

	Turnover of the company
	54
	45

	New project
	48
	40

	Others
	18
	15

	Total
	120
	100



Graph 4.6	Perception of employees on Recruitment
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Inference:
From the above table and chart, it is inferred that 45% of the employees felt turnover of the company is the reason for recruiting them,40% employees felt new project and remaining 15% of the employees felt other reasons are responsible for recruiting them.

Table 4.7: Opinion about interview method to recruit right employee


	Dimensions
	No.of employees
	Percentage(%)

	Strongly agree
	72
	60

	Agree
	33
	27.5

	Neither agree nor disagree
	15
	12.5

	Disagree
	---
	---

	Strongly disagree
	---
	---

	Total
	120
	100



Graph 4.7: Opinion about interview method to recruit right employee
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Inference:
From the above table and chart, it is inferred that 60% of the employees strongly agree,27.5% of the employees agree,12.5% of the employees neither agree nor disagree that interview is the right method to recruit right employee.

Table 4.8: Frequency of recruitment in the organization


	Factors
	No. of employees
	Percentage (%)

	Once in 6 months
	53
	44.17

	Once in a year
	44
	36.67

	Both once in 6 months
& Once in a year
	23
	19.16

	Total
	120
	100



Graph 4.8 Frequency of Recruitment in the organization
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Inference:
From the above table it is inferred that 44.17% of the employees said that the frequency of recruitment is once n 6 months,36.67% employees felt that frequency is once in a year and remaining 19.16% employees said that the frequency is both once in 6 months & a year.

Table 4.9: Major source attribute in selecting an employee


	Factors
	No. of employees
	Percentage (%)

	Functional
	20
	16.67

	Knowledge
	28
	23.33

	Education qualification
	28
	23.33

	Experience
	44
	36.67

	Total
	120
	100



Graph 4.9 Major Source attributes in selecting an employee
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Inference:
From the above table it is inferred that functional is the major source attribute in selecting an employee according to 16.67% of employees, knowledge according to 23.33% of the employees, education qualification according to 23.33% of the employees and experience according to 36.67% of employees.

Table 4.10: Human resource planning before recruitment & selection process


	Factors
	No. of employees
	Percentage (%)

	Yes
	86
	71.67

	No
	34
	28.33

	Total
	120
	100



Graph 4.10 Human Resources Planning before R & S Process
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Inference:
From the above table it is inferred that 71.67% employees said that the organization undergo human resource planning before recruitment & selection process and 28.33% of employees said that the organization doesn‟t undergo human resource planning.

Table 4.11: Human resource planning aids in developing a perfect recruitment & selection process

	Dimensions
	No. of employees
	Percentage (%)

	Strongly agree
	22
	18.33

	Agree
	59
	49.18

	Neither agree nor Disagree
	25
	20.83

	Disagree
	13
	10.83

	Strongly disagree
	1
	0.83

	Total
	120
	100
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Inference:
From the above table it is inferred that 18.33% of the employees,49.18% employees agree that HRP designed by the organization aids in developing a perfect recruitment & selection process,20.83% of the employees neither agree nor disagree,10.83% of employees isagree,0.83% of the employees strongly disagree that the HRP developed by the organization doesn‟t aid in developing a perfect recruitment & selection process.

Table 4.12: Overall opinion of the employees with respect to Recruitment & selection procedure in the organization

	Dimensions
	No. of employees
	Percentage (%)

	Excellent
	21
	17.5

	Good
	54
	45

	Average
	44
	36.67

	Bad
	1
	0.83

	Total
	120
	100



Graph 4.12: Overall opinion of employees with respect to R & S ProcessExcellent Good Average
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Inference:
From the above table it is inferred that the overall opinion with respect to recruitment & selection procedure is excellent according to 17.5% of the employees, good according to 45% of the employees, average according to 36.67% of the employees and bad according to 0.83% of the employees.

Table 4.13: Time gap between interview and issue of offer


	Factors
	No. of employees
	Percentage (%)

	With in a week
	53
	44.17

	2-3 weeks
	35
	29.17

	With in a month
	32
	26.66

	More than one month
	---
	---

	Total
	120
	100



Graph 4.13: Time gap between interview and issue of offer
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Inference:
From the above table it is inferred that the time gap between interview and issue of offer is within a week according to 44,17% of the employees,2-3 weeks according to 29.17% employees and with in a month according to remaining 26.66% of the employees.

Table 4.14: Evaluation of recruitment & selection programme


	

Factors
	

No. of employees
	

Percentage (%)

	

Yes
	

91
	

75.83

	

No
	

29
	

24.17

	

Total
	

120
	

100



Graph 4.14 Evaluation of R & S Programme
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Inference:
From the above table it is inferred that the management evaluate the recruitment and selection programme according to 75.83% of the employees and doesn‟t evaluate according to 24.17% of the employees.

STASTICAL ANALYSIS
CHI-SQUARE TEST:
It can be used to determine if categorical data shows dependency. The two classifications are independent. It can be used to make comparisons between Theoretical and Actual data when categories are used.

TYPES OF CHI-SQUARE TEST:
· One tailed test
· Two tailed test


1. One tailed test:
A test of any statistical hypothesis where the alternative hypothesis is one tailed is called a one tailed test.
For example: In a test for testing the mean of a population in a single tailed we assume that the null hypothesis H0 μ=μ0 against the alternative hypothesis.
H0=μ>μ0 (Right Tailed) or
H1=μ<μ0 ( Left Tailed)


2. Two tailed test:
In a test of statistical hypothesis where the alternative hypothesis is two tailed, we assume that the null hypothesis.
H0:μ=μ0 against the alternative hypothesis. or
H1=μ=μ0
is called Two Tailed test
n
Chi-square = Σ (Oij-Eij)2/Eij i=1
TEST 1:
To test significant relationship between the two attributes, Qualification (A) & Source of Recruitment (B) are independent (or) not.

TABLE 4.15: Significant relationship between Qualification & Source of Recruitment


	

QUALIFICATI ON
	SOURCE OF RECRUITMENT
	

	
	EMPLOYEE REFERRAL
	CAMPUS RECRUIT MENT
	ADVERT ISEMEN T
	E-RECRUITME NT
	CONSULTAN CY
	

TOTAL

	S.S.C
	8
	0
	13
	

0
	2
	

23

	INTER
	11
	0
	15
	0
	3
	

29

	DEGREE
	22
	2
	8
	0
	4
	

36

	P.G
	16
	0
	11
	2
	3
	

32

	TOTAL
	57
	2
	47
	2
	12
	

120



Hypothesis:
Ho : There is no significance relationship between Qualification and Source of Recruitment.
Ha : There is significance relationship between Qualification and Source of Recruitment

TABLE 4.16: Significance relationship between Experience & Reasons for applying for job in this organization
	

EXPERIE NCE
	REASONS FOR APPLYING FOR JOB IN THIS
ORGANIZATION
	

TOT AL

	
	COMPAN Y REPUTAT ION
	JOB SECURI TY
	ATTRACTIV E PERKS AND COMPENSA
TION
	GOOD WORKIN G CONDITI
ONS
	OPPORTUNI TY	FOR ADVANCE MENT
	

	BELOW 1
YEAR
	6
	2
	1
	1
	8
	18

	1-5
YEARS
	8
	2
	12
	2
	9
	33

	5-10
YEARS
	3
	9
	14
	2
	2
	30

	10-15
YEARS
	2
	7
	9
	8
	1
	27

	ABOVE 15
YEARS
	1
	2
	3
	5
	1
	12

	TOTAL
	20
	22
	39
	18
	21
	120




Hypothesis: Ho : There is no significance relationship between Experience and Reasons for applying for job in this organization

TABLE 4.17: Calculations of Chi-square

	Oij
	Eij
	Oij-Eij
	(Oij-Eij) 2
	(Oij-Eij) 2/Eij

	6
	3
	3
	9
	3

	2
	3.3
	-1.3
	1.69
	0.512

	1
	5.85
	-4.85
	23.522
	4.020

	1
	2.7
	-1.7
	2.89
	1.070

	8
	3.15
	4.85
	23.522
	7.467

	8
	5.5
	2.5
	6.25
	1.136

	2
	6.05
	-4.05
	16.402
	2.711

	12
	10.725
	1.275
	1.625
	0.151

	2
	4.95
	-2.95
	8.702
	1.757

	9
	5.775
	3.225
	10.400
	1.800

	3
	5
	-2
	4
	0.8

	9
	5.5
	3.5
	12.25
	2.227

	14
	9.75
	4.25
	18.062
	1.852

	2
	4.5
	-2.5
	6.25
	1.388

	2
	5.25
	-3.25
	10.562
	2.011

	2
	4.5
	-2.5
	6.25
	1.388

	7
	4.95
	2.05
	4.202
	0.848

	9
	8.775
	0.225
	0.050
	0.005

	8
	4.05
	3.95
	15.602
	3.852

	1
	4.725
	-3.725
	13.875
	2.936

	1
	2
	-1
	1
	0.5

	2
	2.2
	-0.2
	0.04
	0.018

	3
	3.9
	-0.9
	0.81
	0.207

	5
	1.8
	3.2
	10.24
	5.688

	1
	2
	-1
	1
	0.5


Therefore The calculated Chi-Square value is 41.445	Total  41.445

LEVEL OF SIGNIFICANCE (or) DEGREES OF FREEDOM:

Tabulated value = (r-1) (c-1)
Where r = no. of Rows
c = no. of Columns
Here r = 5 & c =	then (5-1) (5-1)
= 4*4 = 16 at 0.05
The Tabulated value is 26.30.
Inference:
Since the calculated chi-square value = 41.445 is greater than the Tabulated chi-square value (16 degrees of freedom at 5% level) =26.30.

So we reject Ho and conclude that there is significance relationship between Experience and Reasons for applying for job in the organization.

KARL PEARSON’S CORRELATION COEFFICIENT TEST:
The Pearson‟s correlation coefficient varies over a range of +1 through 0 to -1.The designation r symbolizes the coefficient‟s estimate of linear association based on sampling data. The coefficient ρ represents the population correlation.

The formula for calculating Pearson‟s r is	Σ(X-X)(Y-Y)

r =	(N-1)SxSy (1)
Where	N = The number of pairs of cases.
Sx,Sy = The standard deviations for X and Y.	Alternatively,
ΣXY
r =	(2)
√(Σx2)(ΣY2)
Sx =	√ΣX2	Sy =		√Σy2 N		N
If the numerator of equation (2) is divided by N, we have the covariance, the amount of deviation that the X and Y distributions have in common. With a positive covariance, the variables move in unison; with a negative one, they move in opposition.

TEST 3:
To test the degree of correlation between the two variables Reasons for applying for the job (A) and Source of Recruitment (B).

TABLE 4.18: correlation between variables Reasons for applying for the job and Source of Recruitment.
	REASONS FOR APPLYING FOR JOB IN THIS ORGANIZATION
	SOURCE OF RECRUITMENT

	Company Reputation
	20
	Employee Referral
	57

	Job Security
	22
	Campus Recruitment
	2

	Attractive perks & Compensation
	39
	Advertisement
	47

	Good working conditions
	18
	E-recruitment
	2

	Opportunity for advancement
	21
	Consultancy
	12

	TOTAL
	120
	TOTAL
	120



TABLE 4.19: Calculations of Karl Pearson‟s correlation coefficient test

	x
	y
	X
	Y
	xy

	20
	57
	400
	3249
	1140

	22
	2
	484
	4
	44

	39
	47
	1521
	2209
	1833

	18
	2
	324
	4
	36

	21
	12
	441
	144
	252

	Σx = 120
	Σy = 120
	Σx2 = 3170
	Σy2 = 5610
	Σxy = 3305



Using the correlation coefficient formula, we get r = 0.48
Inference:
Therefore the obtained “r” value is 0.48 which is in between 0.40 to 0.59.So,there is a moderate degree of positive correlation between the two variables ,Reasons for applying for job in this organization and Source of Recruitment.

TABLE 4.20: Calculations of Chi-square

	Oij
	Eij
	Oij-Eij
	(Oij-Eij) 2
	(Oij-Eij) 2/Eij

	8
	10.925
	-2.925
	8.555
	0.783

	0
	0.383
	-0.383
	0.146
	0.381

	13
	9.008
	3.992
	15.936
	1.769

	0
	0.383
	0.383
	0.146
	0.381

	2
	2.3
	-0.3
	0.09
	0.039

	11
	13.775
	-2.775
	7.700
	0.558

	0
	0.483
	0.483
	0.233
	0.482

	15
	11.358
	3.642
	13.264
	1.167

	0
	0.483
	0.483
	0.233
	0.482

	3
	2.9
	0.1
	0.01
	0.003

	22
	17.1
	4.9
	24.01
	1.404

	2
	0.6
	1.4
	1.96
	3.266

	8
	14.1
	-6.1
	31.21
	2.213

	0
	0.6
	-0.6
	0.36
	0.6

	4
	3.6
	0.4
	0.16
	0.044

	16
	15.2
	0.8
	0.64
	0.042

	0
	0.533
	0.533
	0.284
	0.532

	11
	12.53
	-1.533
	2.340
	0.186

	2
	0.533
	1.467
	2.152
	4.037

	3
	3.2
	-0.2
	0.04
	0.012



Therefore the calculated Chi-Square value is 18.381	Total	18.381

LEVEL OF SIGNIFICANCE (or) DEGREES OF FREEDOM:
Tabulated value = (r-1) (c-1)
Where r = no. of Rows
c = no. of Columns

Here r = 4 & c = 5	then (4-1) (5-1)
= 3*4 = 12 at 0.05	The Tabulated value is 21.026.


Inference:

Since the calculate chi-square value = 18.381 is less than the Tabulated chi-square value (12 degrees of freedom at 5% level) =21.026

So we accept Ho and conclude that there is no significance relationship between qualification and source of recruitment.

TEST 2:
To test significance relationship between the two attributes, Experience (A) & Reasons for applying for job in this organization (B) are independent (or) not.





CHAPTER-V FINDINGS SUGGESTION CONCLUSION



FINDINGS

· Majority (47.5%) of the employees applied for the organization through employee referral.

· I found that 32.5%of the employees applied for this organization based on attractive perks and compensation.
· I found that advertisement is the major source of recruitment according to employees perception.
· I found that both internal and external factors affect the recruitment policy.

· From my analysis it is clear that reference to others regarding opportunities in the company is recommended.
· I inferred that turnover of the company is the reason for recruiting employees.

· I inferred that 60% of the employees strongly agree that interview is the right method to recruit the right employee.
· I found that the frequency of recruitment is once in 6 months.

· From my analysis it is clear that functional is the major source attribute in selecting an employee.
· Majority (71.67%) of the employees said that the organization undergo human resource planning before recruitment & selection process.
· Majority (49.18%)of the employees agree that HRP designed by the organization aids in developing a perfect recruitment & selection process.
· The overall opinion with respect to recruitment & selection procedure is good.

· I found that the time gap between interview and issue of offer is with in a week according to 44.17% of the employees.
· I inferred that the management evaluates the recruitment and selection programme in Test Statistics.
RECRUITMENT AND SELECTION


YOGI VEMANA UNIVERSITY, KADAPA
72

SUGGESTIONS

· It is suggested that the management has to recruit the employees based on their skills and knowledge rather than references and experience.
· The management has to follow modern methods of recruitment apart from traditional methods.
· It is suggested to follow other methods of selection apart from interview in order to recruit right kind of employees for the organization.
· It is suggested to prefer knowledge and education qualification as the major source attribute in selecting an employee.
· It is also suggested to improve the recruitment and selection process by following the strategy development step in recruitment and selection process.

CONCLUSION

Recruitment and selection is a vital function of HR in the organization. Slightest mistake will lead to a big problem. For any organization, to have a better future, its employees should be efficient. For having efficient employees in the organization, proper recruitment and selection should be done. Through the recruitment and selection for the right candidates can be selected for the right job at right time






ANNEXURES QUESTIONNAIRE BIBLIOGRAPHY



QUESTIONNAIRE

Name :

Qualification :

Designation :

Department :

Length of service in this organization:

Work experience before joining this organization:

1. What source that made you to apply for a job in this organization?	[	]

RECRUITMENT AND SELECTION


YOGI VEMANA UNIVERSITY, KADAPA
76

a) Employee Referral
d) E-recruitment
b) 
Campus Recruitment
e) Consultancy
c) 
Advertisement



2. The reasons for applying for this organization (in order of importance)?	[	]
a) Company reputation	b) Job security	c) Attractive perks & Compensation
d) Good working conditions	e) Opportunity for advancement

3. In your opinion what is the major source of recruitment?	[	]
a) Reference Employees	b) Campus recruitment	c) Advertisement
d) E-recruitment	e) Consultancy

4. What factors does affect the recruitment policy?	[	]
a) Internal factors	b) External factors	c) Both

5. Reference to others regarding opportunities in the company?	[	]
a) Highly recommended	b) Recommended
c) Least recommended	d) not recommended

6. Why do you think the company does the recruitment?	[	]
a) Turnover of the company	b) New project	c) Others

7. Give your opinion about interview method to recruit the right employee?	[	]
a) Strongly agree	b) Agree	c) Neither agree nor disagree

d) Disagree	e) strongly disagree

8. What is the frequency of recruitment in your organization?	[	]
a) Once in 6 months	b) Once in a year	c) Both a & b

9. In your view what is the major source attribute in selecting an employee?	[	]
a) Functional	b) Knowledge	c) Educational qualification	d) Experience


10. Does the organization undergo Human Resource Planning before recruitment & selection process?	[	]
a) Yes	b) No

11. Do you think the Human Resource Planning designed by your organization Aids in developing a perfect recruitment & selection policy?	[	]
a) Strongly agree	b) Agree	c) Neither agree nor disagree
d) Disagree	e) Strongly disagree

12. What is your overall opinion with respect to recruitment & selection procedure in the organization?	[	]
a) Excellent	b) Good	c) Average	d) Bad

13. What has been the time gap between interview & issue of offer?	[	]
a) Within a week	b) 2-3 weeks	c) Within a month	d) More than a month

14. Does the management evaluate the recruitment & selection programme?	[	]
a) Yes	b) No

15. Would you like to suggest any measures for the improvement of recruitment & Selection policy?
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