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ABSTRACT

TOPIC’S DESCRIPTION:

After identifying the sources of HR, searching, for prospective employees and stimulating them to apply for jobs in an organization, the management has to perform the action of selecting the right employees at the right time. The objective of Selection decision is to choose the individual

who can most successfully perform the job from the pool of qualified candidates, the development of job analysis, HR planning and recruitment are necessary pre-requisites. A breakdown in any of these processes can make even the best selection system ineffective.
AIMS AND OBJECTIVES:

To identify the Selection and Recruitment Process of Consultancy Services.

Designing a primary research study.

To identify the methods and standards of recruitment process.
METHOD OF STUDY:

Data collection is a process of obtaining valuable and reliable information for the purpose of research. In the present study both Primary and Secondary data have been used for collecting information.
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                   INTRODUCTION

INTRODUCTION

“Ask leaders what their biggest challenge is, and you get the same answer: finding, attracting and keeping talented people. Ask talented people what their biggest career challenge is and you will hear the same refrain: finding good people to work with and to work for”.

Attracting new talent to the organization is a key task, especially when the talent in question is in short supply. Recruitment needs to take its place within the HR cycle as one strategy among others in a changing market place. Other strategies, such as developing current staff, should not be neglected in favour of external recruitment. Recruitment should ideally not be focused proactively on bringing into the organization the kind of skills and experience, which cannot easily be built from within. With too little external recruitment organizations processes and staff can start to stagnate. Conversely, if recruitment from outside is the only means by which senior positions are filled, internal candidates soon realize that they must leave the organization, if the want to be promoted. A well-designed recruitment process can attract good candidates and give the employer useful indications of future performance. Candidates are usually more positive about the organization if they can see a clear link between the recruitment process and job. Structured interviews, using behavioral and critical incident interviewing can be helpful as they allow specific job related areas.

Pschycometrics, which is relevant to the work content and realistic simulation, can also be useful. Simulation in particular allows managers to see a candidate performance at first hand. 

In essence, the successful attracting and recruiting of new talent means that the needs and offers of both the organization and the individual need to hurry up. The ‘fit’ has to be in right terms of skills and experience as well as values and needs. It is therefore important that both parties are as far as possible through out the recruitment process. There will inevitably be process of negotiation around those respective needs, usually overpaid or the type and level of work on offered.

MAN POWER OUTSOURCING

Outsourcing of manpower has become a common practice with companies nowadays. There is always a requirement of professionally qualified and skilled staff in any organization. With the increasing demands of the industry, there is not enough time to get into the complexities of selecting a candidate. This is where an outsourcing of manpower comes in.

Organizations both large and small are largely hiring companies to provide them with outsourced manpower. They no longer want to get into the hassles and the long process of recruiting.

Companies providing outsource of manpower take care of everything for their clients. They will browse through loads of profiles, short-list candidates, call them, test their skills according to the specified requirement and then pass them on to their clients. There are certain skills that are required for this kind of work. A professional should have excellent 

Communication skills, the ability to judge people, a good power of understanding and grasping. It is only then that he or she can select candidates for its clients.

Outsourcing of manpower is a complex job. There is a two way responsibility. Firstly to provide skilled manpower to their clients and secondly to provide good opportunities to the candidates who apply through them. This means a lot of responsibility and there has to be clarity from both ends to enable the manpower staffing companies to provide the right results to both its counterparts. It may sound easy but it is a difficult task.

Qpluslearning has a team of efficient and experienced people who have excelled in outsourcing manpower according to the requirements of their clients. Their effort is to benefit both the client and the candidate with a position which is up to the mark for both. 
RECRUITMENTPROCESS
· The HR department receives the requisition list from the employees of various departments of the company. The requisition form consists of jobs to be filled, number of persons to be employed, duties to be performed, skills and knowledge abilities, qualifications and conditions of employment, time period for joining the duties.

· This step relates to identification of sources, their locations or areas.

· Thos step involves motivating the prospective candidates to apply for the job by providing the information of job, pay scale, allowances, future prospectus, terms and conditions of employment.

· This step involves stimulating the prospective and suitable candidates to apply for the job by providing additional information to the candidates and procuring the application from the candidates.

· Evaluate the effectiveness of the step involves motivating the prospective process.

SELECTION PROCESS

Selection of personnel to man the organization is a crucial, complex and a continuing function. The ability of an organization is to attain its goals effectively and to develop upon the effectiveness of the selection program. If right personnel are selected the remaining functions of HRM becomes easier.

The employee contribution and commitment will be at optimum level and employee – employer relation will be congenial. If the right persons are selected, it is a valuable asset to the organization and if faulty selection is made the employee will become a liability to the organization.
STEPS IN SCIENTIFIC SELECTION PROCESS:

1. Job analysis

2. Recruitment

3. Application Form

4. Written examination

5. Preliminary interview

6. Tests

7. Final interview

8. Line Managers Decisions

9. Employment
NEED AND IMPORTANCE

 The primary reason for studying man power outsourcing  procedure is to update the recruitment practices undertaken by the organization. With Match point expanding across all its verticals IT, ITes, and Contractual/Temporary Staffing, its need to pay proper attention to the Recruitment and Selection process is all the more important.

The need of the project is to analyze and find the factors, which satisfy the needs and wants of various client organizations. In the present scenario, where lots of consultancies are emerging, it is very important for any consultancy to have an edge over the industry in terms of quality and services. 

            Every study is taken up for the fulfillment of some particular need or requirement. This study deals with the topic “Selection and Recruitment” in the organization and kind of different Selection procedures being followed in Selection of an individual into the organization. The study throws light into the matter because the process is important in an organization because it can bring in new blood and ideas, which may bring overall organization development.
OBJECTIVES OF THE STUDY 

· To study about the nature and importance of man power outsourcing.

· To study about how the consultants go about man power outsourcing.

· To draw conclusions and make suggestions based on the Information collected

· How Match point is going to search for prospective candidates. 

· How Match point is going to select the candidates with required skill, knowledge and abilities.

COMPANY PROFILE     
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MATCH POINT recruitment consultants 

We provide candidates to the clients in the categories of 

· lower management 

· middle management and 

· upper management 

We  give the solutions and right advisors to the clients .we give the perfect match all your problems and requirements that is why we are called as match point.

MATCH POINT recruitment is a Professional Executive Search House that specializes in recruiting Technology, Technical and Non Technical Support Professionals, from entry-level to senior management and from contract to full time permanent positions, for the Information Technology, ITES and BPO Industries. 
 MATCH POINT is comprised of former HR and Recruitment professionals with substantial industry experience. MATCH POINT is a lean, diversified and well-connected group of professionals in Hyderabad INDIA, that can provide cost-effective and complete staffing solutions to their clients with quickness, quality and quantity. If you are looking at targeting professionals from HYDERABAD, INDIA, we can prove to be a STRONG PILLAR OF SUPPORT TO your hiring Needs in Hyderabad. 

MATCH POINT has a broad network of recruiting associates across Hyderabad to fulfill large staffing assignments quickly and efficiently. Whether you need to fill a few vacant positions of programmers or want to build a new team of 100 Tech support or Non Tech executives, supervisors and managers in order to establish a new department, Process or division, MATCH POINT has the capacity and expertise to manage any size staffing project.
SERVICES OFFERED BY MATCH POINT 



OUR SERVICES INCLUDE
· Crisis Management
· Strategist
· Business Analyst

· Financial Consultant
· Legal Advisor
· Central exercise custom Consultants
· Commercial tax consultant 
· Labour Consultants
· Pollution control Consultants
OUR CLIENTS:

Sify, Fair Isaac, Mphasis, Tata Indicom, Merill Lynch, Citi Financials, Idea, Vertex, Hindustan Times, VSNL, Interglobe, Sonata Software, Vensa soft Solutions, Spectramind Solutions…
MATCH POINT ADVANTAGE:

-Flexibility 
-Statutory obligations – no longer its customer’s responsibility

-Temporary to permanent   possibility

-Staffing according to the req. of the business

-Minimum payroll accounting, tax and maintenance expenses and thus increased revenue per employee

-Access to strong database of candidates

METHODOLOGY/ APPROACH
Sources of Data the methodology used to collect the data in the organization is from two sources:

· Primary sources 

· Secondary sources

 Primary sources include the respondents from whom the required information was gathered directly and emphasis was laid on their opinion. Data was obtained through regular interaction with the functional heads and the employees.

Secondary sources were the company manuals, Internet search and the existing Recruitment manual.

With the help of these two data sources all the findings, conclusions and suggestions have been derived.

Sample Design: 

The sample size was taken as 35. The respondents were Recruiters of IT, ITES and Contractual/Temporary Staffing. The data was collected through questionnaire, which consists of 16 questions. The questions are personally asked and opinions were noted down so as to get immediate feedback.

The methodology used for the study is as follows:

· Questionnaires

· Observation

    Data regarding the study has been collected by the questionnaires and observations.

Questionnaires:

 
  It is the most commonly used method of data collection. It consists of a set of questions that are administered to a group of individuals to gather statistical information regarding a survey. It is the most critical part of the study, which helps us draw an analysis. Types of question used were:

· Open ended questions

· Closed ended questions

 Observation:

This method can be followed for data collection. The observer observes the work performance. By this we can get the required data.

 Unstructured Discussion:

Under this method of data collection the researchers personally come in contact with the respondents from whom the information is to be gathered. Certain crucial elements can also be discussed. Precise information cannot be collected from the structured questionnaire because it has only limited questions, at that time, information can be collected through this method, where the opinions of the respondents are more clear and true. 

Structured Questionnaire:

The respondents feel greater confidence in the anonymity of the questionnaire than in that of the interview. It places less pressure on the subject of immediate response. This is the reason for choosing questionnaires as one of the tools for data collection. The analysis for closed ended questions was done with Bar graphs and the analysis for closed ended was done with Pie charts.

REVIEW OF LITERATURE

REVIEW OF LITERATURE

Human resource management means employing people, developing their resources, utilizing, maintaining and compensating their services in tune with the job and organizational requirements with a view to contribute to the goals of the organization, individual and the society.

     Features of HRM:   

· HRM is concerned with employees both as individuals and as a group in attaining goals. It is also concerned with behavior, emotional and social aspects of personnel.

· HRM covers all levels (low, middle, and top) and categories (unskilled, skilled, technical, professional, clerical and managerial) of employees. It covers both organized and unorganized employees.

· It is a continuous and never ending process.

· Individual employee-goals consist of job satisfaction, job security, high salary, attractive fringe benefits, challenging work, pride, status, recognition etc.

· It is a responsibility of all line managers and a function of staff managers in an organization.

· It is the central sub-system of an organization and it permeates all types of functional management.

· It is concerned mostly with managing human resources at work.
Functions of HRM:

These are broadly classified in to two categories

1. Managerial functions       

2. Operative functions

Managerial Functions

Managerial functions of personnel management involve planning, organizing, directing and controlling. All these functions influence operative functions.

a. Planning: It is a predetermined course of action. Planning pertains to formulating strategies of personnel programs and changes in advance that will contribute to the organizational goals. In other words, it involves planning of human resources, requirements, recruitment, selection, training etc. It also involves forecasting of personnel needs, changing values, attitudes and behavior of employees and their impact on the organization.  

b. Organizing: An organization is a means to an end. It is essential to carry out the determined course of action. Complex relationships exist between the specialized departments and the general departments as many top managers are seeking the advice of the personnel manager. Thus, an organization establishes relationships among the employees so that they can collectively contribute to the attainment of company goals.

c. Directing: The next logical function after completing planning and organizing is the execution of the plan. The basic function of personnel management at any level is motivating, commanding, leading and activating people. The willing and effective co-operation of employees for the attainment of organizational goals is possible through proper direction. Tapping the maximum potentialities of the people is possible through motivation and command.

d. Controlling: It involves checking, verifying and comparing of the actual with the plans, identification of deviations if any and correcting of identified deviations.

Operative Functions:

    The operative functions of HRM are related to specific activities of personnel management viz., employment, development, compensation and relations. All these functions are interacted with managerial functions. Further these functions are to be performed in conjunction with management functions.

1. Employment: It is concerned with securing and employing the people possessing the required kind and level of human resources necessary to achieve the organizational objectives. It covers functions such as job analysis, human resource planning, recruitment, selection, placement, induction and internal mobility.

· Job Analysis: It is a process of study and collection of information relating to the operations and responsibilities of a specific job.
· Human Resource Planning: It is a process for determination and assuring that the organization will have an adequate number of qualified persons, available at proper times, performing jobs which would meet the needs of the organization and which provide satisfaction for the individuals involved.
· Recruitment: It is the process of searching for prospective employees and stimulating them to apply for jobs in an organization.
· Selection: It is the process of ascertaining the qualifications, experiences, skills, knowledge etc., of an applicant with a view to appraising his/her suitability to a job.

· Placement: It is the process of assigning the selected candidate with the most suitable job in terms of job requirements. It is matching of employee specifications with job requirements.                 
· Induction and Orientation: Induction and Orientation are the techniques by which a new employee is rehabilitated in the changed surrounding and introduced to the practices, policies, purposes, and people etc., of the organization.
2. Human Resources Development: It is the process of improving, molding and changing the skills, knowledge, creative ability, aptitude, values, commitment etc. based on present and future job and organizational requirements. This function includes:
·  Performance Appraisal: It is the systematic evaluation of individuals with respect to their performance on the job and their potential for development.

· Training: It is the process of imparting to the employees technical and operating skills and knowledge.

· Management Development: It is the process of designing and conducting suitable executive development programs so as to develop the managerial and human relations skill of employees.

· Career Planning and Development: It is the planning of one’s career and implementation of career plans by means of education, training, job search and acquisition of work experiences.
3. Compensation: It is the process of providing adequate, equitable and fair remuneration to the employees. It includes:

· Job Evaluation: It is the process of determining relative worth of jobs.

· Wage and Salary Administration: This is the process of developing and operating a suitable wage and salary programme.

· Incentives: It is the process of formulating, administrating and reviewing the schemes of financial incentives in addition to regular payment of wages and salary.

· Fringe Benefits: These are the various benefits at the fringe of the wage. Management provides benefits to motivate and to meet their life’s contingencies.

4. Human Relations: Practicing various human resources policies and programmes like employment, development and compensation and interaction among employees create a sense of relationship between the individual worker and management, among workers and trade unions and the management.  It is the process of interaction among human beings. Human relations is an area of management in integrating people into work situations in a way that motivates them to work together productively, co-operatively and with economic, psychological and social satisfaction.

· Understanding and applying the models of perception, personality, learning, intra and inter personal relations, intra and inter group relations.

· Motivating the employees.

· Boosting employee morale.

· Developing the communication skills.

· Developing the leadership skills.

· Improving quality of work life of employees through participation and other means.

· Providing a comfortable work environment by reducing fatigue, monotony, boredom and industrial accidents.

5. Industrial Relations: It refers to the study of relations among employees, employer, government and trade unions. It includes:

· Indian Labour market

· Trade Unionism

· Collective Bargaining

· Industrial Conflicts

· Worker’s Participation in Management and

· Quality Circles

          6.  Recent Trends in HRM: HRM has been advancing at a fast rate.

The recent trends in HRM include:

· Quality of Work life

· Total Quality in human resources

· HR accounting, audit and research and

· Recent techniques of HRM.

Recruitment

It is defined as a process to discover the sources of manpower to meet the requirements of the staffing schedule and to employ effective measures for attracting that manpower in adequate numbers to facilitate effective selection of an efficient workforce.
It can also be defined as the process of searching for prospective employees and      stimulating them to apply for jobs in the organization.

Recruitment is only one of the steps in the entire employment process. It is generally followed by selection. It precedes the selection function and it includes only finding, developing the sources of prospective employees and attracting them to apply for the jobs in an organization, whereas the selection is the process of finding the most suitable candidate to the job out of the candidates attracted (i.e. recruited).

Objectives:

· To attract people with multidimensional skills and experiences that suits the present and future organizational strategies.

· To infuse fresh blood with the all levels of the organization.

· To induct outsiders with a new perspective to lead the company.

· To develop an organizational culture that attracts competent people to the company.

· To search for headhunt /head pouch people whose skills fit the companies’ values.

· To devise methodologies for assessing psychological traits.

· To seek out non-conventional development grounds of talent.

· To search for talent globally and not just within the company.
Recruitment strategies
 The recruitment strategies formulated by the companies include:
· In sourcing or Outsourcing:

Companies recruit the candidates, employ them, train and develop them and utilize the human resources of these companies. This strategy is called Insourcing.Some organizations employ and develop the candidates with a view to provide the human resources to other companies which concentrate on manufacturing, servicing and such other activities.

· Vast and Fast Source:
The fast developing IT industry and high technology oriented industry invariably require vast human resources within the short span of time. The best strategy to get vast human resources immediately is Internet.





APPENDIX-I  

SOURCES OF RECRUITMENT
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Traditional sources of Outsourcing
         The sources of Outsourcing are broadly divided into internal sources and external sources. Internal sources are sources within organizational pursuits. External sources are sources outside organizational pursuits.
  Internal sources:
These sources include 
· Present permanent employees 

· Present Temporary/Casual employees   

· Retrenched   or retired employees 

· Dependents of deceased, disabled, retired and present employees.

Present Permanent Employees: organizations consider the candidates from this source to higher level jobs due to : availability of most suitable candidates for jobs relatively or equally to the external source, to meet the trade union demands and due to the policy of the organization to motivate the present employees.
 Present Temporary/Casual Employees: organizations find the source to fill the vacancies relatively at the lower level owing to the availability of suitable candidates or trade union pressures or in order to motivate them on the present job.
Retrenched or Retired Employees: Generally, a particular organization retrenches the employees due to lack of work. The organization takes the candidates for employment from the retrenched employees due to obligation, trade union pressure and the like. Sometimes, the organizations prefer to re-employee their retired employees as a token of their loyalty to the organization or to postpone some interpersonal conflicts for promotion etc.
Dependents of Deceased, Disabled, Retired and Present Employees: Some organizations function with a view to develop in the commitment and loyalty of not only employee but also his family members and to build up image and provide employment to the dependent(s) of deceased, disabled, retired employees. Such organizations find this source as an effective source of recruitment.

External Sources:

        External sources include 

· Campus Recruitment 

· Private Employment Agencies/Consultants 

· Public Employment Agencies 

· Professional Associations 

· Data Banks 

· Casual Applicants 

· Similar Organizations and 

· Trade Unions 
Campus Recruitment: Different types of organizations like industries, business firms, service organizations, social or religious organizations can get inexperienced candidates of different types from various educational institutions like colleges and universities imparting education in Science, Commerce, Arts, Engineering and Technology, Medicine, Management studies etc.

Private Employment Agencies/Consultants: Private Employment Agencies or Consultants like ABC consultants in India perform recruitment functions on behalf of a client company by charging fees. Line managers are relieved from recruitment functions so that they can concentrate on their operational activities and recruitment functions are entrusted to a private agency or consultants.

Public Employment Exchanges: The government set up Public Employment Exchanges in the country to provide information about vacancies to the candidates and to help the organizations in finding out suitable candidates.

Professional Organizations:  Professional Organizations maintain complete biodata of their members and provide the same to various organizations on requisition. They also act as an exchange between their members and recruiting firms in exchanging information, clarifying doubts etc. Organizations find this source more useful to recruit the experienced and professional employees like executives, managers, and engineers.

Data Banks: The management can collect the biodata of the candidates from different sources like employment exchange, educational training institutes, candidates etc. and feed them in the computer.

Casual Applicants: Depending upon the image of the organization, its prompt response, participation of the organization in the local activities, level of unemployment, candidates apply casually for jobs through mail or handover the applications in the personnel department. This would be a suitable source for temporary and lower level jobs.

Similar Organizations: Generally, experienced candidates are available in the organizations producing similar products or are engaged in similar business. This would be the most effective source for executive positions and for newly established organizations or expanded organizations.

Trade Unions: Generally, unemployed or under employed persons or employees seeking change in employment put a word to the trade union leaders with a view to getting suitable employment due to latter’s intimacy with the management. Management decides about the sources depending upon the type of candidates needed, time lapse period etc. It has to select the recruitment technique(s) after deciding upon the source.
GRAPHICAL INTERPRETATION OF THE QUESTIONNAIRE
	Serial No.
	Question

	1
	Are you satisfied with the recruitment procedure followed in your organization?

	Options
	% Of Options

	a) Very Much
	73.33

	b) Moderate 
	20

	c) To some Extent
	6.67

	d) To little Extent
	0
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Interpretation:

It can be inferred that majority of the fresh recruits considered the organizations’ policy to be satisfactory. This speaks volumes for the effectiveness of the organizations HR Recruitment and Selection policy. 

	Serial No.
	Question 

	2
	What are the different strategies that could be adopted to generate profiles to meet the client expectations apart from the traditional approach used at Match point?
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Interpretation:

It can be inferred that most of the employees feel that  

E Paper

Campus recruitments

Road shows

Job melas 

Are the other different strategies that Match point can implement to meet the client expectations

	Serial No.
	Question

	3
	To what extent the sources of the resources Match point has can satisfy the manpower needs of their clients?

	Options
	% Of Options

	a) Maximum
	83.33

	b) Average
	16.67

	c) Minimum
	0
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Interpretation:

     It can be inferred that majority of the employees were of the view that they satisfy the manpower needs of the clients.

	Serial No.
	Question

	4
	What is the quality standard maintained by Match point (CV conversion: Interview: joining conversion)?

	Options
	% Of Options

	a) 75:25:75
	73.33

	b) 25:75:25
	10

	c) 75:75:75
	16.67

	d) 25:75:75
	0
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Interpretation:

It can be inferred that of the sample only 73.33% of hem knew about the quality standards of Match point. We see a scope of training to educate others in understanding the same.

	Serial No.
	Question

	5
	How far does the information obtained by the procedure we follow at Match point help us get a right candidate for the right job?

	Options
	% Of Options

	a) Very Much
	73.33

	b) Moderate
	20

	c) To some Extent
	6.67

	d) To little Extent
	0
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     Interpretation:

It can be inferred that the information obtained by the procedure followed at Match point generally helps get a right candidate for the right job.

	Serial No.
	Question

	6
	What are the four major attributes that are considered when a candidate is short listed?
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Interpretation:

From the respondents it is inferred that they look at the overall fitment of the candidate like 
Communication skills                               Technical skills
Experience

CTC

Attitude
	Serial No.
	Question

	7
	According to your perception, which of the following source is the best source for recruitment?

	Options
	% Of Options

	a) Job Portals
	13.33

	b) Referrals
	26.67

	c) Head Hunting
	46.67

	d) Existing Database
	13.33
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    Interpretation:

     It can be inferred that the majority of the employees found Head Hunting to be the best source of recruitment.

	Serial No.
	Question

	8
	What is the quality of the selection in the organization?

	Options
	% Of Options

	a) Excellent
	63.33

	b) Good
	36.67

	c) Average
	0

	d) Poor
	0
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   Interpretation:

It can be inferred that majority of the employees felt that the quality of selection in the organization is excellent.

	Serial No.
	Question

	9
	What is the level of evaluation that goes in to the candidate before forwarding him/her to the client?

	Options
	% Of Options

	a) 1-3
	6.67

	b) 3-5
	10

	c) 5-7
	20

	d) 7-10
	63.33
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       Interpretation:

It can be inferred that most of the employees feel they screen the candidate to a major extent i.e. to an extent of 7-10 on a scale of 10
	Serial No.
	Question

	10
	How do you keep a check on the authenticity of a candidate?
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Interpretation:

Following are the ways generated by the employees to keep a check on the   authenticity of a candidate

Reference check

Evaluating certificates
Checking with the current company details


	Serial No.
	Question

	11
	What are the key reasons for rejections?

	Options
	% Of Options

	a) Lack of requirement awareness
	6.67

	b) Fitment problem
	46.66

	c) Inefficiency in handling resources
	0

	d) None of them (others)
	46.67
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      Interpretation:
It can be inferred that the majority of the employees feel that the fitment problem is the main cause for the rejections where as an equal number of them feel that none of the above are the key reasons for rejections.

	Serial No.
	Question

	12
	Do you think there is any need to make changes in the existing selection process?

	Options
	% Of Options

	a) Yes
	90

	b) No
	10
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         Interpretation:

It can be inferred that the majority of the employees feel that there should be a change in the 

existing selection process.

	Serial No.
	Question

	13
	According to you in which stage of the selection process changes need to be made?

	Options
	% Of Options

	a) Understanding of the requirement
	50

	b) Short listing of resumes
	40

	c) One to One interview
	10
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Interpretation:

It can be inferred that the majority of the employees feel that there should be a major change in the understanding of the requirement.
	Serial No.
	Question

	14
	What are the new types of services that could be provided to your clients?
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 Interpretation:

Following are the suggestions given by the employees in the context of providing better services to the client:

End-to-End recruitment               conducting technical interviews

Onsite recruitment                       Operational Screening
HR Outsourcing

Co-Ordination

	Serial No.
	Question

	15
	How often do you meet your deadlines (TAT) requirements?

	Options
	% Of Options

	a) Most of the times
	86.5

	b) Every time
	13.5

	c) Never
	0
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Interpretation:

It can be inferred that Match point is very prompt in meeting the TAT requirements.

	     Serial No.
	      Question

	                   16
	How do you level the rate level of client satisfaction in Match point?

	Options
	% Of Options

	a) 25%
	0

	b) 50%
	6.67

	c) 75%
	55.00

	d) 100%
	38.33




























Interpretation:

It can be inferred that most of the employees feel that the client satisfaction level is between 75 to 100%.

FINDINGS
· Companies go for Man power outsourcing because it would cost less for them to go for recruitment consultants than in house recruitment because of the time constraints faced by various organizations HR departments. 
· In going for Man power outsourcing companies want to utilize the expertise of the consultants.

· The best sources of that Match point uses are Job Portals and Referrals. The existing database is fairly sufficient to meet the current requirements. The new strategies that could be adopted are paper Ads, campus Recruitment etc.
· The major attributes that are considered before short-listing a candidate are communication skills, experience, attitude and technical skill set. A good amount of evaluation goes into a candidate before forwarding him/her to a client.
· A good amount of screening goes into a candidate so that the right candidate is placed for the right job. Also the authenticity of the candidate is checked using the reference checks in order to eliminate the candidates who are not genuine enough.
· Most of the respondents at Match point felt that minor changes need to be made to the existing selection process. Changes need to be made to the stage in which requirements are understood and the stage in which resumes are short-listed.
· The database of Match point is generated through job portals and on referral basis.
· The Recruitment and Selection process in Match point is very similar to that of its clients but interview rounds vary from requirement to requirement.

LIMITATIONS



  In understanding the study some problems were encountered such as
· The scope was limited to middle and senior management only.
· The respondents were not readily available and data was collected as per the convenience of the respondents.
· Some of the responses received have the influence of the organization.
· There was delay in getting the data, as they were busy in their work.

· The study has been constrained by limitations of time.

· The sample size is nominal to that point.

SUGGESTIONS

· Match point should use innovate methods to attract new clients such as Giving them discounts, Taking less percentages per candidate than other consultants.

· The better services that could be provided to the clients are end-to-end recruitment, co ordination, HR Outsourcing, Employee leasing.

· Focus could be put on imparting training to the facilitators on aspects of screening, interview process, operational fitment and organizational fitment.

· The current Recruitment and Selection process has to be strengthened by setting up a comparative high standard from the one that currently exists for the selection process.

· Each of the consultants should not only have expertise in any given field of recruitment, but also should have sound knowledge of other sectors of recruitment as expertise will lead to perfection in that particular field and sound knowledge will help when there are heavy walk-in-interview schedules.
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ANNEXURES

1. Are you satisfied with the recruitment procedure followed in your organization?

a) Very much

b) Moderate

c) To some extent

d) To little extent
2. What are the different strategies that could be adopted to  generate profiles to meet the clients expectations apart from the Traditional approach used at Match point?

3. To what extent the sources of the resources Match point can satisfy the manpower needs of their clients?

a) Maximum

b) Average

c) Minimum

4. What are the quality standards maintained by Match point (CV conversion: Interview conversion: Joining conversion)?

a) 75:25:75


b) 25:75:25

c) 75:75:75

d) 25:75:75
5. How far does the information obtained by the procedure we follow at Match point help us get a right candidate for the right job?

 a) Very much

 b) Moderate

 c) To some extent

    d) To little extent   
6. What are the four major attributes that are considered when a candidate is short-listed?

7.According to your perception which of the following source is the best source for recruitment?

a) Job portals

b) Referrals

c) Head hunting

d) Existing database
8. What is the quality of the selection in the organization?

a)  Excellent 

b) Good

c) Average

d) Poor
9. What is the level of evaluation that goes into the candidate before forwarding him/her to client? 

a) 1-3                                                      c) 5-7

  b) 3-5                                                      d) 7-10 

10. How would you keep a check on the authenticity of a candidate?
 11. What are the key reasons for rejections?

a) Lack of requirement awareness

b) Fitment problem

c) Inefficiency in handling resources

d) None of them (Others)

 12. Do you think there is any need to make changes in the existing selection process?

a) Yes

b) No

13. According to you, in which stage of the selection process changes need to be made?

a) Understanding of the requirement

  b) Short listing of the resumes

 c) One to One Interview

14. What are the new type of service’s that could be provided to your clients?

15. How often do u meet your deadlines (TAT) requirements?

a) Most of the times

b) Every time

c)  Never
16. How would you rate the level of client satisfaction in Match point?

a) 25%

b) 50%

c) 75%

d) 100%

55.00
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