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Abstract 
 This abstract was includes issues and challenges 
of recruiters on recruitment. Various levels of 
recruiters based functions, types, advantages and 
disadvantages are included the main concept of this 
how they sustain in the organisation and what are 
the struggles are faced by the recruiters, is the 
main essence of this concept. Keywords: Hiring & 
developing employees, Screening, Potential 
candidates, Potential job, Talented person. 

Challenge of Recruitment (keywords): Period of 
innovation, Advertisement, Bad hire, Generic 
approach Type of Recruitment (Keywords): 
Internal and external sources, Re-Employment of ex-
employers, Promotions, Employment exchange, 
Experience Functions of Recruitment (keywords): 
Applying for single job, verifying the experience, 
Aptitude tests E-Recruitment (keywords): 
Screening the Candidate Electronically 

 

Introduction 

 The Recruitment is the process of hiring and developing employees. So, that they become 

more valuable to the organisation. Human resource management includes conducting job analysis 

planning personnel needs, recruiting the right people for the job, orienting and training, 

managing wages and salaries, providing benefits and incentives evaluating performance, resolving 

disputes , and communicating with all employees at all levels. Examples of core qualities of HR 

management are extensive knowledge of the industry, leadership, and effective negotiation skills.  

 
Recruitment 

 The recruitment process includes analyzing the recruitments of the job, aftar training 

employees to that job, screening and selecting applicants, hiring, and integrating the new 

employees to the organization.  

Objectives of Recruitment 

 Fresh blood at all levels of the organisation. 

 Fulfilment of the staffing need of the organisation in order to enable it to operate effectively 

so as to achieve its goals and objectives. 

 To attract sufficient applications from potential candidates with the skills, qualities, abilities, 

experience and competencies deemed necessary for the job. 

 To search for competent personal globally and not just within the organisation 

 To anticipate and find personal for potential jobs in the organisation. 

 To head hunt the most talented personnel of a given industry. 

 Challenge Facing the Recruiter 

 The Eight types of the challenges of Recruiters 

Market Fragmentation 

 The end client recruiter, in particular, facing the daunting task of trying to understand what 

tools and services are out there. After a sustained period of innovation, there are hundreds of 

potential solutions to the problem of how to get your job filed. 
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 Unfortunately, amongst the very good ones, there are also some very poor ones too. From job 

boards, to aggregators, to social media, to sponsored advertising, to agency recruiters, to 

resourtising, to agency recruiters, to resource’s, to RPO’s.... the list goes on. 

 Accept that each job requires a different set of solutions and the problem is magnified. 

 The challenge is to find the best combination of advertising media and technology, and apply 

the appropriate process in order to get the job filled in the most efficient and cost effective 

manner. 

 Identifying a tool or service that can centralise all your recruitment activities will bring some 

sanity to this challenging problem. 

 

Improving Efficiency during the Recruitment Process 

 Unnecessary and ineffective administration time and duplication of effort is what soaks up the 

vast majority of a recruiter’s time. 

 In particular, sourcing potentially suitable applicants and reviewing CV’s and profiles can take 

hours if not days. When calculating the cost per hire metric, many recruiters fail factor in the 

time that they spend on administrative aspects. 

 Finding ways to get more good quality applicants into your shortlist, in the fastest possible 

time, is essential. As is managing an efficient way in which you reject unsustainable 

applicant’s quickly, while protecting the corporate brand. 

 A good recruitment management system will dramatically reduce time in many administration 

areas. 

 
Candidate Experience and Protecting the Company Brand 

 Company brand is all about reputation. A style, a logo, or a company image doesn’t mean 

anything without a reputation that inspires trust. You can start to build trust in your brand 

during the recruitment process, by giving each applicant a good experience of engaging with 

you. 

 Understanding how to execute this properly seems to be one of the biggest challenges for 

employers. 

 

Avoid Making a Bad Hire 

 The person doing the recruitment on the coalface may well have a priority to get job filled 

over and above anything else. The business owner’s priority is always to find the best suited 

person for the job. That is because they realise the impact that both a good and bad hire can 

have on the company and its people. 

 PWC and KPMG surveys estimate the cost of a bad hire that leaves in the first year of 

employment to be double the salary paid to that individual. 

 By applying better due diligence in the form of screening, behavioural and cultural profiling, 

the company will ultimately make better hiring decisions. 

Improving Direct Applicant Quality 

 Every recruiter is looking for the secret sauce to this challenge. Poorly return adverts that are 

not well optimised and that do not get advertised in the best channels are at the centre of 

many companies problems here.  

 Long term strategies to build talent pools and to establish relationships with quality 

individuals ahead of trying to recruit them, is something that most companies struggle with.  
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  Time to Hire 

 My first point here is that this is the wrong metric to measure. Notice periods are beyond the 

‘recruiters’ control. So time to offer is a far more sensible metric to assess your performance 

on. 

 Job is filled more quickly, ensuring that good candidates do not get lost during the process. 

  

Measuring Performance and Results 

 Recruiters need to generate simple, accurate reports that allow them to measure 

performance and establish areas for improvement. What does not get measured, does not 

improve, but measuring the right components is equally important.  

 A good recruitment management system will provide you with detailed reports and set you on 

a course for improvement across all areas of your recruitment activities.  

 

Reduce the Recruitment Cost 

 Many companies look at agency costs as the area in which to make savings, but a good 

candidate that excels in their job can repay that cost several times over in the first year. 

However, if you can recruit the same or better quality directly, then you should do it of course.  

 Having the right tools, systems and process is critical. You also need to do your home work, 

not just in regards to your generic approach, but for each individual campaign that you run. If 

you deploy the wrong tactics to a role, there is a good chance that you will end up paying 

twice. 

 Many fixed price solutions are able to offer extremely good value for money when it comes to 

your media advertising, and some come with outstanding, and some come with outstanding 

management systems that can help you to address many of the other challenges that 

recruiters face. Look out for those offering a free trial of their service. Get online 

demonstration and ensure that you look into their fulfilment rates and case studies for clients 

in the same sector or with similar challenges to your own.  

 

Types of Recruitment 

Internal Recruitment 

 The internal recruitment is a recruitment which tasks place within the concern or 

organization. Internal sources of recruitment are readily available to an organisation. Internal 

sources are primarily three- transfers, promotions and re-employment of ex-employees. Internal 

recruitment may lead to increase in employee’s productivity as their motivation level increases. It 

also saves time, money and efforts. But a drawback of internal recruitment is that it refrains the 

organization from new blood. Also, not all the manpower requirement can be met through 

internal Recruitment. Hiring from outside has to be done. 

 Transfers 

 Promotions (through internal job posting) and 

 Re-employment of Ex-employees: Re-employment of ex-employees is one of the internal 

sources of recruitment in which employees can be invited and appointed to fill vacancies in 

the concern. 

 
External Recruitment  

 External sources of recruitment have to be solicited from outside the organization. 

 External sources are external to a concern. But it involves lot of time and money 
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 The external sources of recruitment include-employment at factory gate, advertisement, 

employment exchanges, employment agencies, educational institutions, labour contractors, 

recommendations etc... 

 Employment at factory level: This is a sources of external recruitment in which the 

applications for vacancies are presented on bulletin boards outside the factory are at the gate. 

This kind of recruitment is applicable generally where factory workers are to be appointed. 

 Advertisement: it is an external source which has got an important place in recruitment 

procedure. the biggest advantages of advertisement is that it covers a wide area of market and 

scattered applicants can get information from advertisements. Medium used is news papers and 

television. 

 Employment exchanges: there are certain employment exchanges which are run by 

government. Most of the government undertakings and concerns employ people through such 

exchanges. Now-a-days recruitment in government agencies has become compulsory through 

employment exchange. 

 Educational institutions: there are certain professional institutions which services as an 

external source for recruiting fresh graduates from these institutions. 

 Recommendations: there are certain people who have experience in a particular area.  

They enjoy goodwill and a stand in the company. There are certain vacancies which are filled by 

recommendations of such people. The biggest drawback of this source is that the company has to 

rely totally on such people which can later on prove to be inefficient. 

 Labour contractors: these are the specialist people who supply manpower to the factory or 

manufacturing plants. Through these contractors, workers are appointed on contract basis, i.e. 

for particular time period. Under conditions when these contractors leave the organisation, such 

people who are appointed have to also leave the concern. 

 Employment agencies: there are certain professional organisations which look towards 

RECRUITMENT and employment people, i.e. these private agencies run by private individuals 

supply required manpower to needy concerns. 

Functions of Recruitment 

Job Design and Development 

 The first function of the 

recruitment thus is to identify what 

the new employee will do and what 

qualifications and experience is 

necessary to complete the work tasks. 

From the identified points, the 

company develops a formal job 

description and sets a basic pay scale. 

 

Identifying and Seeking Candidates 

 Once the recruiter knows what 

type of employee the company y 

needs, he figures out what segments 

of the population might be able to do 

the job and where to recruit. For 

instance, if the completion of 

recruiting is another fun any needs an 
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information technology professional, then the recruiter may consider recruiting through 

information technology programs, journals or conferences, as well as computer repair stores. He 

gets word about the job through word of mouth, printed advertisements, website postings and 

similar tools. 

 

Receiving and Tracing Applicants 

 Potentially hundreds or even thousands of people can apply for a single job. The recruiter 

keeps track of the applications that come in through spreadsheets and databases. He tries to 

organize the information so that the candidates who appear most qualified are easy to find and 

concept. 

 

Reference and Background Checks 

 Another function of recruiting is verifying the experience and work ethic of the candidate. 

Recruiters do this by contacting the references the candidates list on their applications. They also 

do a basic background check to see if the candidate has any criminal history that might indicate 

the employee would not be able to perform the job properly or would pose a risk. 

 

Testing 

 When the recruiter has narrowed down the pool of applicants, he invites applicants to take 

basic tests. These tests are additional tools the company uses to determine if the applicant has 

the knowledge and competence necessary to do the job. The test may be hands –on or oral, but 

more often it is written. 

 

Interview 

 When a company has pool of applicants that are qualified, experienced and who scored well 

on aptitude tests, managers set up interviews. The interviews gives the managers a chance to get 

a séance of what each candidate is like and talk with each applicant in depth about is experience 

and qualifications. Interviews are very important because they show the managers how the 

employee might interact with others on the job and how professional he can be  

 
Evaluation and Hiring 

 The final functions of recruitment are the evaluation of all the information gathered about 

the candidates manager still are considering. Based on this data, the managers think critically 

about what they have learned about the applicants and what the company needs. They make a 

final hiring decision and contact the person they want they want to have the job. 

 

Electronic Recruitment 

 With human resources assuming the canter stage of competitive advantage of business 

organisations in highly competitive global economy, it is critical for every organisation to resort to 

means that offer quality recruitment solutions at competitive costs and in a faster manner.  

E-recruiting involves screening candidates electronically, directing potential hires to a special 

website for online skill assessment, conducting background checks over the internet, interviewing 

candidates via video conferencing , and managing the entire process with web-based software. 
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 Online recruitment agencies such as www.naukri.com, www.timesjobs.com, 

www.jobsahead.com, www.monsterindia.com and many more are now increasingly playing a 

curial role in finding the right person. Online recruitment is not just restricted to specific 

websites either; many major organisations are using some of e-recruitment, enabling candidates 

to e-mail there CVs to the HR department. 

 

Advantages and Disadvantages 

Internal Recruitment 

Advantages Disadvantages 

It is less costly It perpetuates the old concept of doing things 

Candidates are already oriented towards company It abets raiding 

Organisations have better knowledge about the internal 
candidates 

Candidates current work may be affected 

Enhancement of employee morale and motivation Politics play greater role 

Good performance is rewarded Morale problem for those not promoted 

 
External Recruitment 

Advantages Disadvantages 

Benefits of new skills, new talents and new 
experiences to organisations 

Better moral and motivation associated with internal 
recruiting is denied to the company. 

Compliance with reservation policy becomes 
easy. 

It is costly 

Scope for resentment, jealousies and heartburn 
are avoided 

Chances of creeping in false positive and false negative 
errors 

Process of Recruitment 

 

Conclusion 

 The recruitment is the blood of the human resource management. Recruitment is the involves 

attracting and obtaining as many applications as possible from eligible job seekers. 
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