
1

INTERNSHIP

FinalReport

31stJanuary–20thMay

SubmittedtoGoaUniversity

Forthepartialfulfilmentofcoursein

MASTEROFBUSINESSADMINISTRATION(MBA)-PART2

By

PINTOKUMARV.KEWAT

Rollno:-2025

Batch2020-2022

Undertheguidanceof

DR.SURAJVELIP

AssistantprofessorofManagementStudies

GoaBusinessSchool



2

MARCH2022

DECLARATION

IherebydeclarethatthereporthavebeendonebymyselfundertheguidanceofVikrant

Naik.

ThisworkhasnotbeensubmittedatanytimetoanyotheruniversityorInstitutefor

awardofcertificateordiploma/degree.

Place:

Date:

Signature:

(Pintokumarkewat)

(RollNo:-2025)

Signature:

(VikrantNaik)

(Guide)



3

TABLEOFCONTENT

SR.NO PARTICULARS PG.NO

CHAPTER1

1. COMPANYANALYSIS

1.1 Introduction 4-7

1.2 Visionandmission 8

2. Companyproduct 9

3. Organisationstructure 13

4. SWOTanalysis 14-16

5. VRIOanalysis 17

CHAPTER2

2.1 Industryanalyses 18-19

2.2 PESTanalyses 20-21

2.3 Porterfive(5)forcesmodel 22-23

CHAPTER3

3.1 Projecttitle:-ASTUDYONRECRUITMENTAND

SELECTIONPROCESSOFACGL

 Executivesummary

 Abstract

 Statementoftheproblem

 Introduction of Recruitment and selection

process

 Recruitmentandselectionprocess

24-44



4

 Reviewofliterature

 HistoricaldevelopmentofRecruitmentand

selectionprocess

CHAPTER4

4.1 ResearchMethology

 DefinitionofResearchmethology

 ResearchGaps

 Researchobjectives

 Needofthestudy

 Scopeofthestudy

 CharacteristicsofresearchDesign

 ResearchHypothesis

45-55

CHAPTER5

5.1 Datacollection 56-65

5.2 findings 67

5.3 Assignmenttaskandundertaking 68

5.4 Contributiontothefirm 69

5.5 learning 70

5.6 conclusion 71

references 72

QUESTIONNAIRE



5

SECTION1

1.CompanyAnalysis

1.1IntroductiontoACGL

Organisationname:-AutomobileCorporationOfGoaLimited

Established:-1980

Establisher:-EDC,GoaGovernment

Company;-PublicLtd

Areaserved:-DomesticandInternationalMarket

Website:-www.acglgoa.com

AutomobileCorporationofGoaLtd(ACGL),themajorengineeringunittobetheset

upinGoa,atinynutpicturesquestateofIndia,wasjointlypromotedin1980byTata

MotorsLtd(formerlyknownasTataEngineering&LocomotiveCo.Ltd.),thelargest

automobilemanufacturerinthecountryandEDCLtd(formerlyknownasEconomic

DevelopmentCorporationofGoa,Daman&DiuLtd.

Automobile Corporation of Goa Limited manufactures and sells sheet metal

components,assemblies,andbuscoachesinIndia.Itoperatesthroughtwosegments,

sub-assembliesandassembliesforvariousragesofautomobiles.Promotersofthis

companyareTataMotorsLtd,TatainternationalLimitedandEDC.Theyhavetwo

distinctbusinesssegmentsviz.thepressingdivision(SMD)andthebusbodydivision

(BBD).

ThePressingsegmentmanufacturespressedparts,components,andsub-assembliesfor

variousautomobiles.Thissegmentofferssheetmetalpressedcomponents.
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TheBusBodyBuildingsegmentmanufacturesbusbodiesandcomponentpartsforbus

bodies.Thissegmentprovidesluxurybuses,standardbuses,minibuses,andutility

vehicles.Thecompanyservesoriginalequipmentmanufacturersintheautomobile

sector.

AutomobileCorporationofGoaLimitedwasfoundedin1980andisbasedinSattari,

India.

BusBodyDivision

TheBusBodyDivisionsold1651busesduringtheyearunderreviewasagainst1293

busesduringthepreviousyear.Therewasaclearshiftintheproductmixinfavourof

high-end busesand demand from internationalBusinessdivision ofTataMotors

outstrippedcapacitytowardstheendoftheyear.Thedivisionalsoturnedoutastringof

newmodelsofbusesfortheFullyBuiltVehiclesdivisionofTMLforitsforayintothe

domesticbusmarket.Thecosterosionexercisewaspursuedaggressivelyresultingin

savingsofRs.205Lakhsandroyaltiesfrom unitstowhichtechnologyhasbeen

provided.earnedRs.88Lakhsfortheyear.ConsideringtheambitiousplansofTMLto

substantiallyincreaseitsvolumesintheFullyBuiltVehiclessegment,stepsarebeing

takentoscaleupcapacitiesto8busesdayduringthecurrentyear.TheCompanywill

alsoseektoupgradetechnologiesduringthecurrentyear.

TheBBD fabricatesbusbodiesontheentirerangeofcommercialvehiclesfrom the

LCVstotheMCVs.Therearetwotypesofbusesmade–viachassismountedbusesand

themonocoque(integral)buses.Inthechassismountedbuses,thebusshellsfabricated

independentofthechassisarepaintedandthenaggregatedwiththechassisbywelding

thebodycrossmemberswiththelongmembersofthechassis.Thebusshellisthen

trimmedwithallthefitmentssuchaswindows,electrical,windshields,seatsandother

trimmings.

Inthemonocoquebus,thebusismadeinacompletevehicleform withthechassis

aggregatessuchastheengine,gearbox,transmissionetc.integratedinthefullbusshell

builtin-housewithouttheneedforachassis.Asofnow,ACGL manufacturethese

busesonthefrontandrearchassismodulessuppliedbyTML.Inboththechassisbuilt

andtheintegralbuses,alargevarietyofbusesintermsofbothsizeandfitmentsare

donedependingoncustomerchoice.Thebasicdifferenceconsistsoftypeofchassis,

doorandwindowconfigurationsandawidevarietyoffitmentsfromthestandardbusto
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highendluxurycoach.

Thekeyfeatureswhichdifferentiatecompanybusesconsistofthedesignandtechnology

whichACGLhaveacquiredfrom companyJapanesecollaborators.Thedesignaimsat

optimizingweightwithoutcompromisingonthestrengthbyFiniteElementAnalysis

(FEA).Themanufacturingtechnologyforchassisbuiltbusesaimsatbuildingasemi-

integralbusbodyindependentofthechassisandthenintegratingitwiththechassisby

aggregatingthebodyshellwithchassisbywelding.Specialtechniquesofweb-welding

areusedtoweldonthechassisneutralaxissothattheroadshocksdonotget

transferreddirectlytothebody.

SheetMetalDivisions

TheSheetMetalDivisionsisinvolvedintheproductionandsaleofpressedsheetmetal

parts,sub-assembliesandassembliesforabroadrangeofautomobiles.Overthepast

fiveyears,theSMD hastakenaseriesofstepssuchasrefurbishingofplantand

equipment,installationofhigherqualitysystemsandmostimportantly,vigoroussteps

involvingandtrainingthehumanresource,whichhasresultedinavastlysuperior

operationalperformance Notwithstanding the steep logistics 4 costs and stiff

competitionfromunitslocatedclosetotheOEMs,ACGLhavedemonstratedcompany

abilitytoovercomemanyhurdles.

Therestructuringofthecomponentbusinessoverthelastfouryearshasresultedin

improvementsinqualityandproductivityandstepsarebeingtakentofurtherimprove

operationalefficienciesbyimplementationofTS16949inFY 2006.Thedivisionhas

alsobaggedaprestigiousandlongtermorderfromKomatsuCumminsEngineCo.Ltd.

Japanforsupplyofanenginecomponent.ACGLaredrawingupplanstomovecloser

tocompanymaincustomer(TataMotorsLimited)byshiftingpressingsoperationsfrom

GoatoPune.

TheprincipalproductsarePressings,Sub-assembliesandAssembliesforCommercial

Vehicles.PressingsincludeinboththeColdRolled(CR)andHotRolled(HR)Steel

suchasInstrumentPanels,MudGuards,Bonnets,Coversetc.,asalsoEngineCross

Members,Bracketsetc.Sub-AssembliesandAssembliesarePressingsusinghigherend

assemblyoperationssuchaswelding,plating,paintingandfitmentofotherpressingsor

bought-outparts.
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1.2AnalysisofVision,MissionandObjectives

Vision

 ToenhanceandmaintainHumanCapitalwhichwillmaketheorganisation,a

worldclassplayerandfurthertheinterestofallstakeholders.

 Mission

 Source,developandmaintainhumancapitalwhichwideridethecultureof

customerfocus,highperformanceandseamlessness.

 Create,learnandimplementbestinclassHRpracticesandprocessesinpursuit

ofexcellence.

 Retainandattractthetalentbyimprovingandbrandthroughemployeesdelight

andloyalty.

 Improvecommunityfriendliness.

Objectives

 Toidentifyandencourageandpromotetheeconomicgrowthofcompaniesof

ancillarydevelopmentunit.

 To carry outthebusinessofmanufacturing automobilecomponents,both

machinesandpressed,tocaterthevariousneedsofTataMotorsLtdand

AutomobileCorporationofGoaLtd.

 Tocarryoutbusinessofpressingandfabricationofbusbodystructuresonjob

work.



11

2.PRODUCTSOFACGLCOMPANY

1.LUXURYBUS

Features(providebus)ofLuxury

Bus:

1)Pleasant&Spaciousinteriors

2)LuxuriousRecliningSeats

3)ABShatrackwithACDuct&

ServiceSets.

4)Luxuryhighbackseats

5)Mobilechargingpoints

6)RoofMountedLCD

7)Refrigeratorbox

ComfortEXIntercity

Aluxurybusisdesignedwithlong-distancetravelneedsinmind.Withtheidealblendof

luxury,style,technologyandcomfort,perfectforinter-citytravel.Equippedwithseveral

new features,designedtowithstandtherigorsofIndianroadsandhighways.With

superiorcoolingandnoisereduction,thebusesensurecomfortfortravellersmaking

eventhelongestjourneyspleasurable.

2.STAFFAPPLICATIONBUS

FeaturesofStaffApplicationBus:

1Highbackseat

2FulldriversPartition

3Foldableco-driverseats

4Ergonomicdriverworkstation

TheStaffApplicationBusesprovideultimatecomfortforcommuterstravellingtooffice

orbackhome,enhancingtheaestheticappealandsafetyoftravel.Featureslikeair-

conditioningensurethatyoustayfreshevenafteratiringday.Longdistancesseem

shorterasyoureachyourdestinationinpeace-mostlyusedbycorporatesasthemost
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preferred modeoftransportfortheiremployees.Theoverallstructurehasbeen

developedtoresisttheconditionsofIndianroads.

3.SLEEPERBUS

FeaturesofSleeperBus:

1.spaciouspassengercabin

layouts

2.Shoerack&luggagespace

belowberth

3.Elegantsaloonlighting&

entertainmentprovision

4.Lower&upperspacious

berthswithsideguard,

luggagerack&sleekAC

duct*

Designedwithlong-distancetravelneedsinmind.Withtheidealblendofluxury,style,

technology& comfort,perfectforinter-citytravel,thiscoachisequippedwithseveral

new features,designedtowithstandtherigorsofIndianroadsandhighways.With

superiorcoolingandnoisereduction,thesecoachesensurecomfortfortravellersmaking

evennightjourneyspleasurable.SleeperbusisonlyavailableinACmodels.

4.AIRPORTAPPLICATIONBUS
.

FeaturesofAirportApplicationBus:

1.Provisionforwheelchair

2.Spacioussaloonarea

3.Sofaseats

Thefullyair-conditionedairportcoachesarehighonstyle,passengersenjoymaximum

comfortbeforeandaftertheflight,completesafetyiscertifiedthroughseveralfeatures
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andquality.FeaturedwithLowEntryandSemiLowflooroptionsandsufficientspace

forstandeesaswellasforluggage.Anidealchoiceforairlinecompanies.In2013this

busmanufactureinPhotoshop

5.CITYANDMOFUSSILBUSES

FeaturesofCity&Mofussil

Buses:

1.Provisionforwheelchair

2.BRTSdoors

3.Aluminiumflooring

4.PlasticMouldedseats

Designedwhilstkeepinginmindthecomfortofcitycommuters,lowfloorandbroad

doorsenablequickandeasyboardingcum alightingforpassengers,makingeveryday

travelhasslefree.TheUltra-LowFlooroptionsarealsobuiltforconvenienceofpeople

whoaredifferently-abled.Thesebusesarespacious,providingoptimum comfortfor

eventhosewhoarestanding.Moderninlooks,yetmakingintra-citytravelconvenient

andmoredignifiedthatevenbefore.
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6.SCHOOLAPPLICATIONBUS

FeaturesofSchoolBus

1.Schoolbusexclusive

identifications

2.Loweredhandstraps

3.Noticeboard/firstaidbox,2

fireextinguishers

4.Schoolseatswithunderseat,

storageforbags&tooth

guards

Afavouriterideforeverychildisatriptoschoolandbackhome.AnACGLschoolbus

isespeciallysuitedtomeetthesafetyandcomfortneedsofyoungsters.Thatisprecisely

whytheschoolbuseshavebeencombinedwithnumerousessentialfeaturesthatensurea

safejourney.Tooth-guards,semi-slidingwindows,doorwithalarm,anti-skidfloors…

thelistofchild-safetyfeaturesisextensiveanddoesnotleaveanyscopeforworry.

7.SPECIALAPPLICATIONBUS
Special Application bodies range

from mobiletrainingcoachesmobile

libraries,medical/dentalvanstohop

in-hopofftourbuses.

Thesecoachesareentirelycustomized

to suitspecificrequirements.There

aremanybusesofspecialbus:Mobile

Blood Blank Mobile Library,

TrainingCoach,Ambulance,etc.

FeaturesofSpecialApplicationBus:

1.Ambulanceinteriors

2.BloodDonorchair
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3.Generator

4.WashBasin

5.Library

6.Revolvingchairs

SHEETMETALPRODUCTS

This part is developing in

Photoshop in PlantIIin ACGL.

Theyfirstdevelopin2013.Thispart

isuseforbusforfrontfloorand

alsosupplytoTataMotors.

 EmergencyDoorandpassengerdoor
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 DriverDoor

Thispartisdevelopingin Photoshop in PlantIIin

ACGLCompany.Theydevelopin2012.OnlyPassenger

DoorissupplytoMarcopoloCompany.

MARKETSFORACGL

 AfricaCountry

 95%GulfCountries

 MiddleEast

 Brazil-sheets

 Qatar

 Kuwait

 Dubai

 Russia
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3.ORGANISATIONSTRUCTURE
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4.SWOTANALYSIS

1.STRENGTHS

 Low-cost,skilledengineeringmanpower,leadingtosuperiorcoststructureacross

processes,particularlythoserequiringsignificantdesignandengineeringinputs.

 Low-costproductDevelopmentcapabilities.

 Lowcapitalcost,attributabletoabilitytodevelopmachinetools,robotics,and

toolsfixtureatcompetitivecostinhouse.

 The presence ofstrong componentindustry and relatively high levelsof

integration..

 BestdesignsofbusesascomparetoMarcopoloandothercompetitors.

 Foreigncollaborations

2.WEAKNESSES

 Inadequateandexpensiveinfrastructure

 Manpowercost

 Lackofunderstandinginfewdepartments.

3.OPPORTUNITIES

 Sizeablelocalmarketpotential,mainlyattheutilitarianendwithspecificlocal

requirement,offersIndiancompaniesanopportunitytobuildscaleandupgrade

graduallywiththemarket

 Globalmarkets-boththroughdirectexportandoutsourcingopportunities.

 Globalmarkets-Moredemandasthebusesarewiththebestdesign.

4.THREATS
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 GlobalmajorsresortingtopredatorypricinginordertopenetratetheIndian

market

 Anyparadigmshiftsintechnologycouldincreasetechnologygapconsiderably.

 Changesintherulesandregulationofgovernmentpolicy.

 Othercompetitors.

ThisistheSWOTAnalysisofACGL.

5.VRIOANALSES

VRIO,whichstandsfor“Valuable,Rare,Inimitableandorganised”.It'saframework

whichwasdevelopedbyBirgerWernerfeltinthe1980s,anditoffersapowerfulwayto

evaluateyourvaluepropositioninlightofthecompetition.

 VRIOAnalysisofACGLCompany

RESOURCES/

CAPABILITIES

VALUABLE RARE IMITABLE ORGANISED COMPETITIVE

ADVANTAGE

Positivemarket

reputation

Yes,asthe

company

haveglobal

collaboration.

no Yes,asthere

arechances

of

uncertainties

while

exporting.

Yes Longterm

competitive

advantage

Leadershipteam Yes no No Yes Strong

competitive

advantage

Awarenessof

brand

Yes Yes,

because

insome

partthere

areless

awareness

ofbrand

no no Sustainable

competitive

advantage

Highcustomer

rating

yes Yes Yes no Strong

competitive

advantage

Theresource/capabilitiesview arguesthatvaluable,rare,inimitableandnon-suitable
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leadstocompetitiveadvantages.Thepositivemarketreputationofthecompanyhasa

valuableinthemarketandcanhavealongtermcompetitiveadvantage.

Theleadershipteamshaveagreatvaluableinthecompanyastheleaderismoreconcern

ofthecompanyandhisdecisioncanverysuitableforthecompanyandthatleadstothe

strongcompetitiveadvantage.

TheACGLhaveagreatlogoandhavegoodbrandawarenessinthemarketbutthere

arechancesandopportunitiesthatthecompanycanawarethebrandinothermarket

wheretherearelessawarenessofthecompany.

TheACGLCompanyprovideshighcustomerservicestotheirpublicwhichleadstothe

strongcompetitiveadvantagecomparetothecompany.

SECTION2

2.1.IntroductiontotheIndustry

TheIndianAutomobileindustryincludestwo-wheelers,trucks,cars,busesandthree-

wheelerswhichplayacrucialroleingrowthoftheIndianeconomy.Indiahasemerged

asAsia'sfourth largestexporterofautomobiles,behind Japan,South Koreaand

Thailand.Thecountryisexpectedtotoptheworldincarvolumeswithapproximately

611millionvehiclesonthenation'sroadsby2050.

TheEconomicprogressofthisindustryisindicatedbytheamountofgoodsandservices

producedwhichgivethecapacityfortransportationandboostthesaleofvehicles.

Thereisahugeincreaseinautomobileproductionwithacatalysteffectbyindirectly

increasingthedemandforanumberofrawmaterialslikesteel,rubber,plastics,glass,

paint,electronicsandservices.

TheautomotiveindustryinIndiaisoneofthelargestintheworldwithanannual

productionof23.96millionvehiclesinFY(fiscalyear)2015–16,followingagrowthof

2.57percentoverthelastyear.

Theautomobileindustryaccountsfor7.1percentofthecountry'sgrossdomestic

product(GDP).TheTwoWheelerssegment,with81percentmarketshare,istheleader

oftheIndianAutomobilemarket,owingtoagrowingmiddleclassandayoung

population.Moreover,thegrowinginterestofcompaniesinexploringtheruralmarkets

furtheraidedthegrowthofthesector.TheoverallPassengerVehicle(PV)segmenthas
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13percentmarketshare.

Indiaisalsoaprominentautoexporterandhasstrongexportgrowthexpectationsfor

thenearfuture.InFY 2014–15,automobileexportsgrewby15percentoverthelast

year.In addition,severalinitiativesby theGovernmentofIndia and themajor

automobileplayersintheIndianmarketareexpectedtomakeIndiaaleaderintheTwo

Wheeler(2W)andFourWheeler(4W)marketintheworldby2020.

Inthelastfew years,thepassengervehicleindustrywaslargelydrivenbystrong

economicgrowth.However,ahostofdomesticfactorssuchasincreasingfuelprices,the

weakeningrupeeandprolongedhighinterestratesledtorisingvehiclefinancingcosts,

leadingtoaslowdowninthedemandforcars.

WhilethedemandformicroorsmallSUVsprovidedaboosttoIndia'spassengervehicle

market,passengercarsalesfellduringFY 2013forthefirsttimeinadecade.Though

manufacturersofferedattractiverepaymentoptionsandhugediscountstoboostsales,

thecarindustryfacestheworstslowdowninadecade.

Tokeeppacewithslowingdemandandbridgethegapbetweensalesandoutput,leading

OEMsscaledbacktheirproductionrecentlyandblockclosureshavebecomearegular

theme in India.The marketperformance in India during 2009 and 2010 was

underpinned by naturaldemand driven by thecountry’seconomicperformance,

growingmiddleclassandlowlevelsofvehicleownership.

However,overthelastcoupleofyears,sloweconomicgrowth,risingpetrolpricesand

highinterestrates,havecreatedstrongheadwindsfortheIndianvehiclemarket.To

makemattersworse,theincreaseinexcisedutyonutilityvehicleshasdealtbodyblow

onthegrowingSUVsegment.

Consideringthesemacro-economicchallenges,PwC Autofactshasrevisedthelong-

term outlookfortheIndianlightvehiclemarket.Themarketisnowexpectedtoreach

nearly6millionby2019,since
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Indiastillfacessignificanthurdlesontheroadtogreaterlevelsofmotorisation,which

arelikelytoberesolvedovera10-to20-yearplanninghorizon.

2.2PESTAnalysis

 PoliticalFactors

Thestateregulation ofpublictransportsectorpresentsmanylimitationsand has

possiblenegativeimpactonpublictransportindustry.

TheIndianautomobileindustryhasattractedmanyinvestors.Allthesearepooledin

threemainregionsdespitetheexpensivesizeofthecountry.Thisisduetothefactthat

theseareasaremoredevelopedascomparedtootherregions.Thegovernmenthasa

handinthisbecauseithasinvestedinthedevelopmentoftheseregions.Politically

speaking,theautomobileindustryhasgreatlybenefitedfrom thegovernmentofIndia.

Thegovernmenthassetupbodieswhichhelptheautomobileindustryincarryingout

researchanddevelopment.Thesebodiesalsomaintainamonitoringsystem forthe

automobileindustry.

 EconomicFactors

Increaseinnumberofpeople,whoownprivatecarspossiblenegativeimpactonthe

publictransportindustry.Consumerconfidencehasdecreasedasaresultofeconomic

downturnandpeopleareseekingsavingsintheireverydaylifepossiblepositiveimpact

onthepublictransportindustry.Petrolpriceshaveonaveragebeenincreasingandthey

arelikelytogrow untilthepetrolrunsoutpossiblepositiveimpactonthepublic

transportindustry.Increaseintheaveragedisposableincomeofbothfamiliesand

individualsindicatesthatmorepeoplecanaffordtobuyanduseaprivatecarpossible

negativeimpactonthepublictransportindustry.

Indiahasalsobeenexperiencingeconomicgrowthatanaverage6%andtheautomobile
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industrycontributes22% totheGDPofthecountry.Thismakesitaveryimportant

incomegeneratingactivityforthecountry.Thisgrowthhasrippleditswaytocreate

consumersasthereisahugegrowingmiddleclassinIndia.Thisclassofpeopleis

increasinglypurchasingautomobilesandthisisevidentintheincreasedsalesofcertain

vehiclesinthepastdecade.

Withouteconomicgrowth,Indiawouldnotbeabletoattractasmanyforeigninvestors

intheautomobileindustry.Itisthusimportantforthecountrytosustainthisupward

growthasitwillaffectallitsmanufacturingindustries.Additionally,thepriceofcertain

crucialcommoditieshasalso influenced theautomobile.Crudeoiland petroleum

productsalwaysaffecttheautomobileindustries.Riseintheworldmarketpriceofthese

productsmakesthingsexpensiveandthistricklesdowntoautomobilemanufactureas

wellasmaintenance.
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 SocialFactors

Greater focus on environmental issues and sustainable development puts

environmentally and friendly electrictrainsin an advantageousposition possible

positiveimpactonthepublictransportindustry.Growingpopulationandnumbersof

visitors/tourists/immigrantsimplyincreasingdemandfortransportservicespossible

positiveimpactonthepublictransportindustry.

Peopleseektheconvenience,personalcomfortandsocialstatusthatmainlyprivatecars

ortoacertaindegree,taxiscanofferpossiblenegativeimpactonthepublictransport

industry.Peoplehavelesstimeandseekefficientwaysoftransportinthecity,where

publictransportpossessesadvantagessuchasrailandbuslanesthatavoidtrafficjams

possiblepositiveimpactonthepublictransportindustry.

Indiaisfastbecominganautomobileindustryhubbecauseofitslargepopulation.This

formsabustlingmarketforthemanufacturers.Thetastesofthepopulationsmayvary

butmanufacturersalwaystake note ofthe fastselling automobilesand create

appropriatedesigns.Forinstance,inthepastthreeyears,therehasbeenasurgeoftwo-

wheelervehiclesbecauseoftheirconveniencein thecountry.Many automobile

industrieshavecreatedthesevehiclesfordomesticconsumers.

 TechnologicalFactors

Rapid developmentin communication and computer technologies,for example:

increasinguseofteleworkingandtheinternetenablespeopletoworkfrom homeand

nothavetocommutetoofficei.e.ATAC(AustralianTeleworkAdvisoryCommittee),

2005possiblenegativeimpactonthepublictransportindustry.

Theautomobileindustryhasgrownbecausethereareseveraltechnologicalinventions.

Theseareusednotonlyinmanufactureofthevehiclesbutalsotoreduceexpensesfor

thevehiclebuyers.Thegovernmentisalsohelpinginresearchanddevelopmentto

ensurethatbothproducersandconsumersarehappyandencouragedtoinvestinthe

automobileindustry.
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2.3 PORTER’SFIVE(5)FORCESMODEL

PorterFive(5)ForcesModelwasproposedbyMichaelE.Porterin1970.Thepurpose

wasto assessand evaluatethecompetitivepositioningand strengthsofbusiness

organisations.

ThemodelhasthreeHorizontalcompetitiveforces(ThreatofsubstituteProductsor

services,thethreatofnewentrantsandrivalryamongexistingfirms)andtwovertical

forces(BargainingpowerofbuyersandBargainingpowerofSuppliers).

1.INDUSTRYRIVALRY:LOW

 Lownumbersoffirminthemarket

 Businessesquicklyadapttothegrowthofthemarketleavingnoroom fortheir

competitors.

 Thereareeasierandlonger-termopportunitiesinothermarkets.

2.THREATFORNEW ENTRY:LOW

 Highstart-upcostse.g.vehicles,maintenance,insurance,design,etc.

 Competitionseconomiesofscale,leadingtohigherswitchingcostsifanother

firmentersthemarket.

 Governmentalenvironmentalpoliciestoadhereto.

3.THREATFROM SUBSTITUTES:HIGH

 Substituteserviceperformanceandqualitiesisequal/superiortobusese.g.uber

andtaxiswillofferabetterandquickerservicethanabus.

 Substitutesservicespricesarelowerorequal

 Busesmaystruggletomaintaintheircustomerbase.

4.THREATFROM SUPPLIERS:LOW
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 Buyerpurchasesproductsuppliesinvolume.

 Busesemployvehicleengineerspecialiststoensuretheygetthecorrectproducts

andthemostfortheirmoney.

5.THREATFROM CUSTOMERS:HIGH

 Substitutesareavailablee.g.uber,taxisandbike

 Buyerspurchasetheirbusticketsinhighvolumee.g.monthly,quarterlyand

yearlybussavers.

 Importantforthecompanytoprovidehighstandards.

 Importanttoensurecustomersatisfactionandretention.
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CHAPTER3

PROJECTTITLE

ASTUDYONRECRUITMENTANDSELECTIONPROCESSOF

ACGL
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EXECUTIVESUMMARY

Ioptedforthisparticulartopicnamed“Recruitment&Selection”because

recruitmentandselectionprocedureshavetakenadramaticchangeinthe

industry.Human resource isresponsible forgiving birth to human

embalmers.Thecorefunction ofan organization isRecruitmentand

Selectionbecausetheorganizationdoesn’twanttobeabadrecruiterby

selectingmanpowerthatmighthavethepotentialtospoilthelongearned

goodwillorcorporateimageandalsoincurheavyrecruitmentcostson

them.

Recruitmentreferstotheprocessofattracting,screening,andselecting

qualifiedpeopleforajobatanorganizationorfirm.Forsomecomponents

oftherecruitmentprocess,mid-andlarge-sizeorganizationsoftenretain

professionalrecruitersoroutsourcesomeoftheprocesstorecruitment

agencies.Itistheprocesstodiscoversourcesofmanpowertomeetthe

requirementofstaffingscheduleand to employeffectivemeasuresfor

attracting thatmanpowerin adequate numbersto facilitate effective

selection ofan efficientworking force.The main objective ofthe

recruitmentprocessistoexpeditetheselectionprocess.

Selectionontheotherhand,istheprocessofpickingindividualswhohave

relevantqualificationsto filljobsin an organization.Thepurposeof

selectionistopickupthemostsuitablecandidatewhowouldmeetthe

requirementsofthejobinanorganizationbest,tofindoutwhichjob

applicantwillbesuccessful,ifhired.Tomeetthisgoal,thecompany

obtainsandassessesinformationabouttheapplicantsintermsofage,

qualifications,skills,experience,etc.theneedsofthejobarematchedwith

theprofileofcandidates.

However,Recruitmentisanimportantpartofanorganization’shuman
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resource planning and theircompetitive strength.Competenthuman

resourcesattherightpositionsintheorganizationareavitalresourceand

canbeacorecompetencyorastrategicadvantageforit.

Theobjectiveoftherecruitmentprocessistoobtainthenumberandquality

ofemployeesthatcanbeselectedinordertohelptheorganizationto

achieveitsgoalsandobjectives.Withthesameobjective,recruitmenthelps

tocreateapoolofprospectiveemployeesfortheorganizationsothatthe

managementcanselecttherightcandidatefortherightjobfromthispool.

Ihave also applied few research tools in the projectsuch as the

questionnaire,interview methodtoobtainviewsoftherespondentsand

thereby,haveanalysedthefactorbyapplyingcolumnar,bar& piecharts.

However,Ifacedafew limitations---suchassampleconstraint,time

constraint,respondentsdidn’ttakethequestionnairemethodseriouslyand

sowereveryreluctantinansweringthequestions.Thus,Iwouldliketo

concludethatfrom myprojectIhavedefinitelyunderstoodthatemployee

recruitment&selectionisthebasicsofanorganization.
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ABSTRACT

Betterrecruitmentandselectionstrategiesresultinimprovedorganizational

outcomes.With referenceto thiscontext,theresearch paperentitled

RecruitmentandSelectionhasbeenpreparedtoputalightonRecruitment

andSelectionprocess.Themainobjectiveistoidentifygeneralpractices

thatorganizationsusetorecruitandselectemployeesand,todetermine

howtherecruitmentandselectionpracticesaffectorganizationaloutcomes

atAUTOMOBILE CORPORATION OF GOA LIMITED.Themain

objectiveofthisProjectistoidentifygeneralpracticesthatorganizations

usetorecruitandselectemployees.Thestudyalsofocusitsattentionto

determine how the recruitment and selection practices affect the

organizationaloutcomesandprovidesomesuggestionsthatcanhelp.Data

analysishasbeendonewithstatisticaltoolsliketables,graphs,piecharts,

bardiagrams.

Keywords:Recruitment,Selection,Reference,Interview,qualification,

reference.
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3.1STATEMENTOFPROBLEM

 PROJECTPROBLEM

AfterhavinganinsightintheACGLunitIIithasbeenobservedthatrecruitmentand

selectionarefailingtoprovideaspecificjobdescription.Alsofailingtogiverecruitment

therightamountoftime.Ithascometoanoticethatthecompanyisusingsame

recruitmentprocessasearlier.
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3.2.INTRODUCTION

Successfulhumanresourceshouldidentifyhumanresourceneedsintheorganization.

Recruitmentisthe discovering ofpotentialcandidatesforactualoranticipated

organizationalvacancies.Or,from anotherperspective,itisalinkingactivitybringing

togetherthosewithjobstofillandthoseseekingjob.Theidealrecruitmenteffortwill

attractalargenumberofqualifiedapplicantswhowilltakethejobifitisoffered.

Itshould also provideinformation so thatunqualified applicantscan self-select

themselvesoutofjobcandidacy;thisis,agoodrecruitingprogram shouldattractthe

qualifiedandnotattracttheunqualified.Thisdualobjectivewillminimizethecostof

processingunqualifiedcandidates.

AccordingtoEdwinBFlippo:-Recruitment as “the process of searching for

prospective employees and stimulating them to apply for thejobsinthe

organization.”

AccordingtoYoder:-Recruitment is a process to discover the sources of

manpowertomeetthe requirementofthestaffingscheduleandtoemployeeeffective

measurestoattractingthatmanpowerinadequate number to facilitate effective

selection ofaneffectiveworkforce.
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 Recruitment

 Recruitmentistheprocessofattractingprospectiveemployeesandstimulating

themforapplyingjobinanorganization.

 Recruitmentistheprocessofhiringtherightkindsofcandidatesontherightjob

Recruitmentandselectionactivityispredominantlydealtwithintwofields:

 Agenerallyprescriptivehumanresourcemanagementorpersonnelmanagement

viewpointandavery technicalpsychology literature that focuses on the

validity(absoluteandrelative)ofdifferentformsofrecruitmenttechniques,such

ascompetencymodelling,interviewsandvarioustypesofpsychometrictesting

MethodsofRecruitment

Therearevariousmethodsofrecruitmentbutforthesakeofsimplicity,theyhave

beencategorizedundertwobroadheadings.

 InternalRecruitment

 ExternalRecruitment

BenefitsandImportanceofRecruitment:

 Helpstocreateatalentpoolofpotentialcandidatesforthebenefitsofthe

organization

 Toincreasesthepoolofjobseekingcandidatesatminimumcost.

 Ithelpsto increasethesuccessrateofselection processbydecreasingtheno

ofvisitsqualifiedoroverqualifiedjobapplicants.

 Helpsinidentifyingandpreparingpotentialjobapplicantswhowillbethe

appropriatecandidatureforthejob.

 Finallyithelpsinincreasingorganizationandindividualeffectivenessofvarious

recruitingtechniquesandforallthetypesofjobapplicants.
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Selection:

 Selectionistheprocessofpickingindividualswhohaverelevantqualificationsto

filljobsinanorganization.

 Selectionismuchmorethanjustchoosingthebestcandidate.Itisanattemptto

strikeahappybalancebetweenwhattheapplicantcanandwantstodoandwhat

theorganizationrequires.

 ImportanceofSelection:

Selectingtherightemployeesisimportantforthreemainreasons:performance,costs

andlegalobligations

Performance:Employeeswithrightskillswilldoabetterjobforanycompanyandfor

theowner.Employeeswithouttheserequisiteskillsorwho areabrasivewould not

perform effectivelyandthecompanyperformancewillsuffertoagreatextent.Sothere

isatimetoscreenoutundesirablesandtochoosethebetterandperfectcandidate

thatcaneffectivelycontributetocompanysuccess.

Cost:Itisimportantbecauseitiscostlytorecruitandhireemployeesso cost-benefit

ratio have tobe considered while hiring ofemployeesinordertoavoidany

unnecessarywastageofmoneyandthevaluableresources.Thetotalcostofhiring a

managercouldeasilybe10 timesashighasonceone addsearchfees,interviewing

time,referencechecking,andtravelandmovingexpenses.
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RecruitmentandSelectionProcess

1.Folderinthesystem

2.Approvalofmanpoweracquisitionform

3.Interviewassessmentform

4.Joboffer

5.Documentation-atthetimeofjoining

6.UpdatingofnewemployeesdatainSAPsystem.

7.Joiningannouncing

8.Appointmentletter

9.Probationary–confirmationapprovalnote

10.Confirmationletter

11.UpdatinginSAPsystemofconfirmation.

Thedifferencebetweenrecruitmentandselection:

Recruitmentisidentifyingand encouragingprospectiveemployeestoapplyforajob

andSelectionisselectingtherightcandidatefrom thepoolofapplicants.
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3.2REVIEW OFLITERATURE

ARTICLE:EFFECTIVERECRUITMENTBYREFERENCECHECKMETHOD

AUTHOR:NGOVINET

SOURCE:http://EzineArticles.com/?expert=NgoVinet

OBJECTIVE:TO STUDY THE PURPOSE OF USING REFERENCE CHECK

METHODINTHERECRUITMENTPROCESS

SUMMARY:Checkingcandidates'informationviareferenceisanessentialstepina

recruitmentprocess.However,manycompaniesdonotpaymuchattentiontosuchan

importantthing.

Recruitersshouldcheckcandidates'informationlikeachievements,behaviorintheir

previouscompanies..

Informationthatneedscheckingis:

 Candidates'behaviour/habits thatcan badly affectyour departmentor

company'sactivities.

 Achievements which candidates mention to be theirs butin fact,those

achievementsbelongtothewholeteam.Awfully,somecandidatesmakeupsuch

achievements.

 Reasonswhycandidatesdonotworkforthepreviouscompanies.

 Candidates'salaryintheirpreviouscompanies.

 Relationshipamongcandidatesandtheircolleaguesormanagers.

Recruiterscaneasilychecksuchinformationbycallingreferees.Themoreimportantthe

positionis,themorecarefullytheyhavetocheckthereference.Inanycircumstances,

recruitersshouldhighlyappreciateandfocusonthereferencecheck.By2-3minutecalls,

itisquitedifficulttoknowmuchaboutcandidates'achievementsorproblems.Sothey

shouldspendatleast20minutesforthecallplan.Thequestionstheywillaskreferees

aboutcandidatesare

1.Howlonghaveyouworkedwithhim?Whatishisability?
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2.Whatarethemainstrengthsandweaknessesofhim?

3.Whatdo you think in generalabouthiscompetenceand whatarehismain

achievements?

4.Couldyoupleasetellmetherelationshipbetweenhim andhismanagers,inferioror

colleagues?

5.Doyouknowwhyhewantstochangehisjobatthistime?

Recruitershadbettersaythankstotherefereesforspendingtimetalkingtothem and

ensurethattheywillkeepsecretaboutthetalks.

Sometimes,refereesdonotwanttosharenegativeinformationaboutcandidates.Ifthe

recruitersareprofessionalandcleverwhentalking,refereeswillagreetosharewiththem

theinformationtheyneed.Recruitersshouldtalktothemostappropriatepeoplelike

candidates'directmanagers,co-workersorinferioristhebestway.Theoneswhoknow

candidatesatpresentaremoresuitablethantheoneswhoknew them 10yearsago.

Normallytherecruitersjustneedtofindinformationfrom 3recentcompaniesthat

candidates have worked.The recruiters must remember that candidates'past

achievementsarethebestmirrorreflectingtheirfutureachievements.

RELEVANCE TO THE PROJECT:Thisarticlehelpsustounderstandthat

Referencecheckinrecruitmentprocessisasimplestepthatdoesnottakesomuchtime

butcanhelptosavemoneyandtakesomemoreinformationthatisnotmentionedin

thecandidates'applicationsorinterviews.
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ARTICLE:SETTINGUPAFORMALRECRUITMENTANDHIRINGPROCESS

AUTHOR:JEROME BALADAD (WEB CONTENT WRITER AND EX-HR

PRACTITIONER)

SOURCE:http://EzineArticles.com/?expert=Jerome_Balada

OBJECTIVE:TO STUDY THEINFLUENCETO THEDIRECTIONSON HOW

RECRUITMENTANDSELECTIONISDONEINANYORGANISATION

SUMMARY:Someorganizationscalledtheprocess"recruitmentandselection."But

thereisconsensusamongcredentialedHRPractitionersonhowtobestputinplacethe

mosteffectiverecruitmentandhiringprocesstohelpaccomplishingthegoalsofthe

organization.Theauthorhasculledfrom hismanyyearsofexperiencedoingHR

recruitmentandhiringworktosuggeststepsthathebelieveswouldbehelpfultothose

interestedinhavingformalrecruitmentandhiringprocessinplace.

Ontheover-all,thefollowingstepsarefollowedwhenonewouldliketoputinplacea

formalrecruitmentandhiringprocess:

1)First,defineandclarifythestrategyoftheorganizationrelatedtoHumanResource

(HR)management.Thisstrategyhastocomefrom thetop-levelleadersandmanagers

oftheorganization,followingthesize.

2)Dependingonthesizeoftheorganizationtherehastobesomeoneresponsibletotake

chargeforrecruitmentand hiring activitiesin theorganization.Hewillalso be

empoweredtomakedecisionsrelatedrecruitmentandhiring.Thispersonhastobea

directreportoftheCEOandtheChiefHRExecutiveinthemeantime.

3)Assignwhoelsewillbeinvolvedintherecruitmentandhiringprocess.Thiscanbea

standingcommitteeofleadersandmanagersoraseparategroup..

4)Comeupwith“organizationalchart,"thejobdescriptions,andthepayscaleandits

differentgrades.

5)Theresponsiblepersonwhoisempoweredtodorecruitmentandhiringwillhaveto

identifythevacancies,orthejobsthathavenotbeenfilledup,orwithoutincumbents.

6)TheChiefHR Executivewilldecidehow thevacancieswillbefilledup.From the
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mostcriticalpositionsthathavetobefilleduptothelesscriticalone.Thiscanbedone

byusingin-houserecruitmentorbypostinganonlineorprintadvertisementorby

hiringaprofessionalrecruiter.

7)Thegroupreferredtoinnumber"3"willthenbetaskedtoacceptapplications..He/

Shewillhavetoread,evaluateandstudyallapplicationsreceivedwithinacertaintime

frame.It'ssuggestedtoconsidercandidateswhoaremostqualifiedandreadytodothe

jobatonce.Fromtheseapplicationsreceived,atentativeshortlistwillbemade.Incase

ofin-houserecruitment,atentativeshort-listwillhavetobedrawnup.Thislistwillbe

madeupoftheapplicantstobeconsideredforinterview.

8)Therecruiterwillthenhavetostartgettingintouchwiththetentativeshortlisted

candidatesbyfixingascheduleforaninitialinterviewwitheachoneofthecandidates,

oragroupinterview.

9)Conducttheinitialinterview.Duringtheinterview date,thecandidateswillfillup

applicationform ifyouhaveoneto"gettoknow eachother"thefirsttimewiththe

purposeoffeelingouteachotherifbothpartiescanworktogetherintheorganization.

10)Therecruiterwillthenhavetodecidewhoamongthecandidatesareworthtakinga

moreseriouslookbyusingcertaintoolslikePsychologicaltesting

11)Comeupwithadefiniteshortlistforfinalinterview.

12)Ifnobodyqualifies,ornoonecanbeincludedintheshortlist,thentherecruitercan

repeatstepnumber"6,"orstudyotherrecruitmentoptions.Orannounceforreferralsof

applicantsfrom otheremployeesintheorganization.Orputonholdtherecruitment

process,andcontinueatamoreappropriatetime.

13)Ifthere'sastrongshortlist,therecruitercanproceedwiththehiringprocesswith

approvalandfinalitybythe.TheCEO willmakehis/herdecisiondependingonthe

recommendationsoftheChiefHRexecutiveandthemembersofthegroupreferredto

innumber"3"

14)Makeajoboffer.Confirm ifthecandidatewillaccepttheoffer.Ifthere'sa

negotiationonthecompensationpackage,thenthishastobeclarifiedandcompleted

first.Havethehireesubmittherequiredlegaldocumentstobeabletostartworking

withtheorganization.Agreeonwhichdatetostartwiththejob.
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15)makesurethedeskorplaceofworkhasbeencleanedoutandreadyforthenext

employeeadayortwobeforethestartofemployment.Prepareallthetools,office

suppliesthatwillbeusedbythenewhire.

16)Announcethenameandrelevantjobdetailsofthenewhiredwiththerestofthe

organizationtoensurethateveryonehasbeentoldaboutchangesthatmaybebrought

aboutbythejoiningofanewhired.

17)makesureyouhavesomeonetospendatleasttwohourswiththenewhiredonthe

firstdayofonthejob.Orevenspendlunchtimeorbreaktimewiththenewhired,as

soonaspossible.Thiscanbeeitherthedirectsupervisor,orevenoneoftheother

employeesoftheorganization.He/Shebuddiesupwiththenewhiredtobetterexplain

aboutthecultureoftheorganization.

RELEVANCE TO THE PROJECT:Thisarticlehelpstounderstandthestepsof

formalrecruitmentandhiringprocessthatwouldbehelpfulinmakingacompany’s

efficiency,developmentand profit.Ithelpsin assessing theemployeesfortheir

integration& retentionandalsoinfluencestheexistingemployees& theorganization's

performance.
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ARTICLE:RECRUITMENTASTHEMOSTIMPORTANTASPECTOFHUMAN

RESOURCEMANAGEMENT

AUTHOR:JONES,DAVID A.;SHULTZ,JONASW.;CHAPMAN;DEREK S.

(2006)

SOURCE:RECRUITING THROUGH JOB ADVERTISEMENT:THE EFFECT

OF COGNITIV ELABORATION ON DECISION MAKING INTERNATIONAL

JOURNALOFSELECTIONANDASSESSMENT,VOLUME14,NUMBER2,pp..

...167-179(13)

OBJECTIVE:TOSTUDYTHERECRUITMENTANDSELECTIONPROCESSAS

THEMOSTIMPORTANTASPECTOFHUMANRESOURCEMANAGEMENT

SUMMARY:HumanResourceManagementtheoriesfocusonmethodsofrecruitment

and selection and highlighttheadvantagesofinterviews,generalassessmentand

psychometrictestingasemployeeselectionprocesses.Therecruitmentprocesscouldbe

internalorexternalorcouldalsobeonlineandinvolvesthestagesofrecruitment

policies,advertising,jobdescription,jobapplicationprocess,interviews,assessment,

decision making,legislation selection and training.Successfulrecruitmentmethods

includeathoroughanalysisofthejobandthelabourmarketconditionsandinterviews

aswellaspsychometricteststodeterminethepotentialitiesofapplicants.Various

techniquesofselectionincludevarioustypesofinterviews,intrayexercise,roleplay,

groupactivity,etc.

Recruitmentisalmostcentraltoanymanagementprocessandfailureinrecruitmentcan

createdifficultiesforanycompanyincludinganadverseeffectonitsprofitabilityand

inappropriatelevelsofstaffingorskills,labourshortages,orproblemsinmanagement

decision making.Therecruitmentprocesscould itselfbeimproved by following

managementtheorieslike-Rodgerssevenpointplan,Munro-Frasersfive-foldgrading

system,psychologicaltests,personalinterviews,etc.

Recruitmentrequiresmanagementdecisionmakingandextensiveplanningtoemploy

themostsuitablemanpower.Theselectorsaimistorecruitonlythebestcandidateswho

would suitthecorporateculture,ethicsand climatespecificto theorganization.

Managementwouldspecificallylookforpotentialcandidatescapableofteamwork.The

processofrecruitmentdoesnotendwithapplicationandselectionoftherightpeople
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butinvolvesmaintainingandretainingtheemployeeschosen.TheoriesofHRM may

provideinsightsonthebestapproachestorecruitmentalthough-14-companieswill

havetousetheirinhousemanagementskillstoapplygenerictheorieswithinspecific

organizationalcontexts.

RELEVANCE TO THE PROJECT:This article helps us to understand that

Competition among businessorganizationsforrecruiting the bestpotentialhas

increasedfocusoninnovation,andmanagementdecisionmakingandstrategicplanning.

WecanalsounderstandthatHumanManagementresourceapproacheswithinany

businessorganizationarefocusedonmeetingcorporateobjectivesandrealizationof

strategic plans through training of personnelto ultimately improve company

performanceandprofits.
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3.3HISTORICALDEVELOPMENTOFRECRUITMENTANDSELECTION

Intheearlieststagesofanintervention,recruitmentdecisionsoftengetmadeonthe

basisofwhoisstandingintherightplaceattherighttimewiththerightlookonhis/her

face.Asthesituationmatures,wehavetothinkmorecarefullyaboutpickingtheright

peopleforlonger-term rolesincludingmiddleandseniormanagement.Theintegrityof

therecruitmentandselectionprocesshelpstoensuresustainabilitybybuildingastrong

andbalancedteam,demonstratingtheOrganization’sneutrality,promotingitsgood

nameandservingasanexampleforpartners.Youmayfindthatoneofthefirstroles

youneedtofulfilisaHRadministratortohelpachievethesegoals.

Herearethemajorstagesinthiscycle:

1.DefiningtheRequirement

Decidewhatvacancyyouhave.Ifyouneedtofillanewrolequicklyyoumightfindit

helpfultoadaptoneofthemodelsprovidedhere:

Taskanalysis:

Drawupadetailedlistoftasksthatthepersonwillhavetodo.Thishelpsindetermining

thequalitiesandqualificationsgenuinelyrequiredforthejob.

Jobdescription:

Produceanoutlineofthebroadresponsibilities(ratherthandetailedtasks)involvedin

thejob.

Personspecification:

Decidewhatskills,experience,qualificationsandattributessomeonewillneedtodothe

jobasdefinedinthetaskanalysisandjobdescription.
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2.Attractingapplications

Yourfileofpreviousapplicantscanbeagoodplacetostart.

Advertising:phraseyourannouncementinawaythatmakesclearwhatthejobinvolves

and thetypeofperson needed.Avoid anystipulations,which could beseen as

discriminatorye.g.-19-applyinganagerestriction,whichisnotnecessary.Youcan

displayanoticeinternallyand/oratyourgate,inthelocalnewspaperorwithamessage

onthelocalradiostation.

ApplicationForm:awell-designedformcanelicitinformationabouttheperson'sability

andwillingnesstodothejob.Donotaskforirrelevantinformation.Makeitclearon

theform thatapplicantsshouldconsiderthepointsinthejobdescriptionandperson

descriptionwhenapplying.Allowenoughspaceontheformforapplicants'answers,and

indicatewhethercontinuationsheetscanbeused.Stateclearlyontheform theclosing

dateforapplications.ForseniorpositionsasupportingletterorCV mayalsobe

required;ifthisisthecaseindicatethekindofinformationsought.

Backgroundinformation:

Provide applicants with clear,up-to-date and accurate information about the

organization,itswork,itsprioritiesandthejob.Clearlyindicatetheclosingdatefor

applicationsandtheshortlistingandinterviewdates.
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3.Selection

Selectyourcandidate.Beobjectiveandunbiased.Choosethepersonwhobestfitsyour

personspecification.

Shortlisting:assessapplicationsonthebasisofthepersonspecification(standardforms

canbeveryhelpfulatthisstage).Guardagainstbiasanddiscrimination-ensurethat

youselectforinterviewthosewhomatchthespecifications,regardlessofage,sex,race

etc.,andthatthespecificationsarenotthemselvesdiscriminatory.

Interviews:Interviewyourshort-listedcandidates.Rememberthatyourjobisnotonly

toassessthebestcandidateforthejob,butalsotocreateagreatimpressionofyour

organization.Theamountandqualityoftheinformationthatyouestablishwillbe

largelyduetotheeffectivenessofyourquestions.Useopenquestions(e.g.tellme

about...howyou...whydidyou...talkmethrough...aredo)andprobefrom thegeneral

tothespecific.Avoidanyquestions,whichcouldbeconsidereddiscriminatoryeg:

askingonlyfemalecandidateswholooksaftertheiryoungchildren.Ifyouthinksucha

questionisrelevant-askitofallcandidateswhohavechildren.
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4.Candidateassessments:

Theinterviewwillprovideyouwithsomeinformationbutcheckitoutbeforeofferinga

job.Waysinwhichyoucoulddothisinclude:

Askthecandidatetoshow youexamplesofpreviouswork,doapresentation,acase

study,sometestsorfullassessment.Testscanbedonebeforetheintervieworafterthe

interview.Itdependsonthenumberofcandidatesbeinginterviewedandthetypeofjob.

Takingupreferences:Youmusthavethespecificpermissionoftheapplicanttodoso,

particularlyifyouwishtocontacttheircurrentemployer.Ifyouneedthem quickly,try

phoning.

5.MakingaJobOffer:-Ifyouthinkyouhavefoundtherightcandidate,it’stimeto

makethejob-offer.Foryoursuccessfulcandidate:

 Prepareandsendtheappropriatedocumentation

 Makeuptheemployee'spersonnelfile;and

 Arrangetheinductionplan.

6.Induction:-

Helpyournewrecruittosettleinquicklyandbecomeproductiveassoonaspossible.
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CHAPTER4

RESERCHMETHOLOGY

DefinitionofResearch

Researchisanorganizedandsystematicwayoffindinganswerstoquestions.

SYSTEMATIC becausethereisadefinitesetofproceduresandstepswhichyouwill

follow.Therearecertainthingsintheresearchprocesswhicharealwaysdoneinorder

togetthemostaccurateresults.

ORGANIZEDbecausethereisastructureormethodingoingabouttheresearch.Itisa

plannedprocedure,notaspontaneousone.Itisfocusedandlimitedtoaspecificscope.

FINDING ANSWERS istheendofallresearch.Whetheritistheanswertoa

hypothesisorevenasimplequestion,researchissuccessfulwhenwefindanswers.

Sometimestheanswerisno,butitisstillananswer.

QUESTIONSarecentraltoresearch.Ifthereisnoquestion,thentheanswerisofno

use.Research isfocused on relevant,useful,and importantquestions.Withouta

question,researchhasnofocus,drive,orpurpose.

 THEOBJECTIVESOFRESEARCH

Togainfamiliaritywithaphenomenonortoachievenewinsightsintoit–Exploratory

orFormulativeResearch.

Toportrayaccuratelythecharacteristicsofaparticularindividual,situationoragroup
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–DescriptiveResearch.

Todeterminethefrequencywithwhichsomethingoccursorwithwhichitisassociated

withsomethingelse–DiagnosticResearch.

Totestahypothesisofacausalrelationshipbetweenvariables–Hypothesis-Testing

Research.
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 RESEARCHGAPS

Studyhavebeendoneafterreviewingseveralarticlesbasedonresearchtopicthatis

“recruitmentandselectionprocess”,identifygapsrelatedtorecruitmentandselection

Example,isACGLfulfillingrecruitmentandselectionwithrespecttotheirinterestand

requirementswhichtheyarelookingfrommanagementintheprocessofRecruitment.

Manystudiesrelatedtosametopichavecoveredexternalresearchsuchasfactors

affecting recruitmentrateby comparing financialsecurity with othercompanies,

concentratingothercompanies’sourceswithrespecttorecruitingandselectingrate.

Theyhaveexaminedfactorsinternalfactorswhichlikelytoimprovefirst.Internal

factorssuchasemployeeselectionprocess.
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 RESEARCHINFORMATION

II.Objectives

1.TheprimaryobjectiveofthestudyistoanalysetheprocessofRecruitmentand

Selectionintheindustries.

2.Tomakeastudyonthemostpreferablyusedrecruitmentsourceinthecompanies.

(internal/external)whetherisitincaseofjunior,middleorseniorlevel.

3.Tounderstandtherecruitmentstrategiesfollowedbythecompanies.

4.Toidentifythetypesofinterviewsconductedbythecompanies.

5.Tounderstandthestepsofrecruitmentprocedurefollowedbythecompanies.

6.Tostudytheimportanceofthefactorsthatinfluencestherecruitmentpolicy.

7.ToanalysethechallengesthecounteredbytheHRofthecompanies.

8.Tomakeastudyonthecrucialfactorsresponsiblefortheselectionprocess.

9.Toassesstheconditionsresponsibleformakingtheselectionproceduresuccessful.

10.Toknowthestepsoftheselectionprocessfollowedbythecompanies.

11.Toknowwhetherinductioniscarriedonbythecompanies.

12.Toassesstheimportanceofbothrecruitment&selectioninHRM.

13.Tostudytheemployeesatisfactorylevelwiththeexistingrecruitmentpolicyin

theindustry.

14.To find the reasons for accepting the offer in the respective selected

industries.
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 NEEDOFTHESTUDY

Recruitmentandselectionprocessinanorganizationisimportantinordertoattractan

effective and talented workforce.Thisisimportantbecause itwould ultimately

determinethesuccessofthebusinessandwouldaffectthewholeorganizationoperation.

ThestudyconductedintheAUTOMOBILECORPORATION OFGOALIMITED is

tofindtherecruitmentandselectionprocess.

ScopeoftheStudy

ThepresentstudyonRecruitmentandselectionprocesshelpstogetclearpictureabout

theemployeeRecruitmentandselections.

ThisinturnhelpsthemanagementtoFormulatesuitablepolicytorecruittheemployees

whichhelpsfordeveloping

OrganizationbyincreasingtheirproductivitylevelIthelpstheemployeestogetmore

InterestedtowardstheirworkbyImprovingtheirself-development.
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 CHARACTERISTICSOFRESEARCH

 Researchisdirectedtowardsthesolutionofaproblem.

 Researchisbaseduponobservableexperienceorempiricalevidence.

 Researchdemandsaccurateobservationanddescription.

 Researchinvolvesgatheringnew datafrom primarysourcesorusingexisting

dataforanewpurpose.

 Researchactivitiesarecharacterizedbycarefullydesignedprocedures.

 Researchrequiresexpertisei.e.,skillnecessarytocarryoutinvestigation,search

therelatedliteratureandtounderstandandanalysethedatagathered.

 Researchisobjectiveandlogical–applyingeverypossibletesttovalidatethe

datacollectedandconclusionsreached.

 Researchinvolvesthequestforanswerstounsolvedproblems.

 Researchrequirescourage.

 Researchischaracterizedbypatientandunhurriedactivity.

 Researchiscarefullyrecordedandreported.

PROJECTNAME

 ASTUDYONRECRUITMENTANDSELECTIONPROCESSOFACGL

COMPANYNAME

 AUTOMOBILECORPORATIONOFGOALIMITED



54

 RESEARCHDESIGN

Researchdesigncanbethoughtofasthestructureofresearch--itisthe"glue"that

holdsalloftheelementsinaresearchprojecttogether.Theelementsofaresearchdesign

include:

ObservationsorMeasures:

Thesearesymbolizedbyan'O'indesignnotation.AnO canrefertoasinglemeasure

(e.g.,ameasureofbodyweight),asingleinstrumentwithmultipleitems(e.g.,a10-item

self-esteemscale),acomplexmulti-partinstrument(e.g.,asurvey),orawholebatteryof

testsormeasuresgivenoutononeoccasion.Ifyouneedto-25-distinguishamong

specificmeasures,youcanusesubscriptswiththeO,asinO1,O2,andsoon.

TreatmentsorPrograms:

Thesearesymbolizedwithan'X'indesignnotations.TheX canrefertoasimple

intervention(e.g.,aone-timesurgicaltechnique)ortoacomplexhodgepodgeprogram

(e.g.,anemploymenttrainingprogram).Usually,anotreatmentcontrolorcomparison

grouphasnosymbolforthetreatment(someresearchersuseX+andX-toindicatethe

treatmentandcontrolrespectively).Aswithobservations,youcanusesubscriptsto

distinguishdifferentprogramsorprogramvariations.

Groups:Eachgroupinadesignisgivenitsownlineinthedesignstructure.ifthe

designnotationhasthreelines,therearethreegroupsinthedesign.

AssignmenttoGroup:

Assignmenttogroupisdesignatedbyaletteratthebeginningofeachline(i.e.,group)

thatdescribeshowthegroupwasassigned.Themajortypesofassignmentare:

R=randomassignment

N=non-equivalentgroups

C=assignmentbycut-off

Time:Timemovesfrom lefttoright.Elementsthatarelistedontheleftoccurbefore

elementsthatarelistedontheright.
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StepsintheResearchDesignProcess

Thestepsinthedesignprocessinteractandoftenoccursimultaneously.Forexample,

thedesignofameasurementinstrumentisinfluencedbythetypeofanalysisthatwillbe

conducted.However,thetypeofanalysisisalsoinfluencedbythespecificcharacteristics

ofthemeasurementinstrument.

Step1:DefinetheResearchProblem:

Problem definitionisthemostcriticalpartoftheresearchprocess.Researchproblem

definitioninvolvesspecifyingtheinformationneededby-26-management.Unlessthe

problem isproperlydefined,theinformation produced bytheresearch processis

unlikelytohaveanyvalue.Thebasisgoalofproblem clarificationistoensurethatthe

decisionmaker’sinitialdescriptionofthemanagementdecisionisaccurateandreflects

theappropriateareaofconcernforresearch.Ifthewrongmanagementproblem is

translatedintoaresearchproblem,theprobabilityofprovidingmanagementwithuseful

informationislow.

Step2:EstimatetheValueoftheInformation:

A decision makernormallyapproachesaproblem with someinformation.Ifthe

problem is,say,whetheranewproductshouldbeintroduced,enoughinformationwill

normally have been accumulated through pastexperience with other decisions

concerningtheintroductionofnewproductsandfrom variousothersourcestoallow

somepreliminaryjudgmentstobeformedaboutthedesirabilityofintroducingthe

productinquestion.Therewillrarelybesufficientconfidenceinthesejudgmentsthat

additionalinformationrelevanttothedecisionwouldnotbeacceptedifitwereavailable

withoutcostordelay.Theremightbeenoughconfidence,however,thattherewouldbe

anunwillingnesstopayverymuchorwaitverylongfortheaddedinformation.

Step3:SelecttheDataCollectionApproach:

Therearethreebasicdatacollectionapproachesinmarketingresearch:(1)secondary

data,(2)surveydata,and(3)experimentaldata.Secondarydatawerecollectedforsome

purposeotherthanhelpingtosolvethecurrentproblem,whereasprimarydataare

collectedexpresslytohelpsolvetheproblemathand.
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Step4:SelecttheMeasurementTechnique:

There are four basic measurementtechniques used in marketing research:(1)

questionnaires,(2)attitudescales,(3)observation,and (4)depth interviewsand

projectivetechniques.

PrimaryMeasurementTechniques

I. Questionnaire – a formalized instrumentforasking information

directly from a respondent concerning behaviour,demographic

characteristics,levelofknowledge,and/orattitudes,beliefs,and

feelings.

II.AttitudeScales–aformalizedinstrumentforelicitingself-reportsofbeliefs

andfeelingsconcerninganobject(s).

A.RatingScales–requiretherespondenttoplacetheobjectbeingratedat

somepointalonganumericallyvaluedcontinuum orinoneofanumerically

orderedseriesofcategories.

B.CompositeScales–requiretherespondentstoexpressadegreeofbelief

concerningvariousattributesoftheobjectsuchthattheattitudecanbe

inferredfromthepatternofresponses.

C.Conjointanalysis–derivethevalueanindividualassignstovarious

attributesofaproduct.

I.Observation–thedirectexaminationofbehaviour,theresultsofbehaviour,

orphysiologicalchanges.

II.Projective Techniques and Depth Interview – designed to gather

informationthatrespondentsareeitherunableorunwillingtoprovidein

responsetodirectquestioning.

A.ProjectiveTechniques–allowrespondentstoprojectorexpresstheirown

feelingsasacharacteristicofsomeoneorsomethingelse.

B.DepthInterviews–allow individualstoexpressthemselveswithoutany
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fearofdisapproval,dispute,oradvicefromtheinterviewer.

Step 5:SelecttheSample:Mostmarketingstudiesinvolveasampleor

subgroupofthetotalpopulationrelevanttotheproblem,ratherthana

censusoftheentiregroup.

Step6:SelecttheModelofAnalysis:Itisimperativethattheresearcherselect

theanalytictechniquespriorto collecting thedata.Oncetheanalytic

techniquesareselected,theresearchershouldgeneratefictionalresponses

(dummydata)tothemeasurementinstrument.

Step7:PreparetheResearchProposal/Report:Theresearchdesignprocess

providestheresearcherwith a blueprint,orguide,forconducting and

controllingtheresearchproject.

RESEARCHHYPOTHESIS

 AlternateHypothesis(H1):

Ifemployees’recruitmentandselectionprocessissatisfied,thentherecouldbechances

ofgoodperformancebytheemployees.

 Alternativehypothesis(H2):

Ifemployees’recruitmentandselectionprocessisnotsatisfied,thentherewillbeno

betterperformancebytheemployees.

 Alternativehypothesis(H1)

Ifrecruitmentandselectionprocessisincreasing,thentimeandprocessofselectionwill

belate.

 Alternativehypothesis(H2)

Ifrecruitmentandselectionprocessisnotdoneproper,thanthecompanywontthe

bettercandidatewhoisentitletoperformthejobwell.
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IV.DataCollection

Datareferstoacollectionoforganizedinformation,usuallytheresultsofexperience,

observationorexperiment,orasetofpremises.Thismayconsistofnumbers,words,or

images,particularlyasmeasurementsorobservationsofasetofvariables.

V.DataSources

Therearetwotypesofdatasourcesavailabletotheresearchprocesses.

1.Primarydata.

2.Secondarydata.

1.Primary Data theprimary data iscollected by using primary methodssuch

questionnaires,interviews,observationsetc.Forthisstudyquestionnairesare used

to collectprimary data from theemployeesoftheindustries.We knowrelatively

littleon asystematic basisabouthoworwhyorganizationschoosetousedifferent

combinationsofthesestrategies,thoughsomeoftheresultsreported inthestudyof

recruitmentandselectionand inlargefirmsofferssomepointersthatareworthy

of further exploratory research,particularly among small and medium sized

organizations.

Nowadaysemployeessuggeststhatpersonalitytestsarenowbeingroutinelyused

forsomeoccupationsin 19percentofworkplaces,andperformancetestsarebeing

usedinRecruitmentandselectionin46%ofworkplaces.Personalitytestingseemstobe

concentrated in larger workplaces and used uponprofessional,managerial,and

salesstaff;and performancetesting concentrated again in largerworkplacesbut

used forprofessionalandadministrativestaff.Amongthesampleoflargeemployers

theoverallrelativeranking ofimportanceofdifferentskill/suitability Assessment

methodswasasfollows:

1.Interview

2.Workexperience

3.Performance/competencytest

4.Qualifications

5.Assessmentcentre

6.Personality/aptitudetest.
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2.SecondaryData:-

Secondarydataiscollectedfrom variousJournals,books,websites,Government

reports,Newspapers,andotherresearchreports.

LIMITATIONS

1)Sampleconstraint.

2)Timeconstraint.

3)Respondentsdidnottakethequestionnairemethodseriously.

4)Respondentswereverymuchreluctantinanswerthequestion.
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DATAANALYSESANDINTERPRETATION

1.Analysisaboutthesourceofrecruitmentinthecompany?

PARTICULARS NO.OFRESPONDENDS
External 16
Internal 21
Both 13
Total 50

Interpretation:

From theabovetableandgraphitisobservedthat,16respondentshaveaccepted
thatthecompanyisfollowingexternalrecruitmentsourcesand21respondentshave
acceptedtheircompanyisfollowinginternalrecruitmentsourcesand13respondents
haveexpressedthattheircompanyisadoptingbothinternalandexternalrecruitment
sources.
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2.Analysisabouttheattributestakenintopreferenceforrecruitmentandselection

procedure.

PARTICULARS NO.OFRESPONDENDS
Experience 10
Qualification 25
Both 15
Other 10
Total 50

Interpretation:

Itisobservedthat,10membersexpressedthat,theircompanygivespreferenceto

experiencedcandidates.25membersexpressedthat,theircompanygivespreferenceto

qualifiedcandidates.15membersexpressedthat,theircompanyisgivingpreferenceto

bothexperienceandqualificationcandidatesand10membersareacceptedthattheir

companygivespreferencetoothercriteria.
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3.AnalysisaboutthemainsourcesofselectionofACGL?

PARTICULARS NO.OFRESPONDENDS
Written 10
Groupdiscussion 5
Interview 20
Alltheabove 15
Total 50

Interpretation:

Itisobserved that10 membersofthetotalrespondentshaveexpressed that,their

company is following written tests 5members of the totalrespondents have

expressed that,theircompanyisfollowinggroupdiscussions,20membersofthetotal

respondentshaveexpressed that,theircompanyisfollowinginterview,15members

ofthetotalrespondents haveexpressedthat,their company is following allthe

abovetestsasmainsourceofselection.
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4.Analysisabouttheperiodofrecruitmentoftheorganization.

PARTICULARS NO.OFRESPONDENDS
Quarterly 18
Half-Yearly 21
Annually 13
Whenwerequired 8
Total 50

Interpretation:

Itisobservedthat18membershaverespondedthatthecompanyrecruitsemployees

quarterly.21members of total respondents haveexpressed that the company

recruitsemployeeshalf-yearly,13membersoftotalrespondentshaveexpressedthat

thecompanyrecruitemployeesannually,and8membersoftotalrespondentshave
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expressedthatthecompanyrecruitemployeeswhenevertheyrequired.
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5.Analysisaboutthereasonforacceptingtheofferintheorganization.

PARTICULARS NO.OFRESPONDENDS
Relocation 12
Relationwithemployer 12
Decentsalary 15
Opportunitiesforgrowth 2
Jobsecurity 2
Identificationwiththecompany 7
Total 50

Interpretation:

From theabovegraph,wecanunderstandthat12membersoftotalrespondentsare

selected this organization for relocation12members oftotal respondents are

selected this organization for the reason of Relationship with

employer,15membersoftotalrespondentsareselectedthisorganizationfordecent

salary,2membersoftotalrespondentsareselected thisorganization forsecurity,7

membersoftotalrespondentsareselected thisorganization forgrowth,2members

oftotalrespondentsareselectedthisorganizationforidentification.
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6.RecruitmentprocedurefollowedbytheCompanies.

RecruitmentprocedurefollowedbytheCompanies. %

Centralized 40

Decentralized 60

total 100

Interpretation:

EveryCompanyhasitsown criteriaofenumeratingrecruitmentprocedurewhich

dependsuponthecompany’scapacity&financialability.
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Observation:Respondents from the Companies Surveyed hasresponded in the

followingway:Themostpreferredrecruitmentprocedureiscentralization.Thereason

behindsuchcauseiscompany’scapacity&financialability.

Conclusion:Asobservedearlier60% oftheemployeesofACGLareinfavourofthe

centralizationasitkeepsthemunderthecontactofwiththeheadquarters.

Iwishtosuggestthatthecompaniesshouldpayattentiontofollowthedecentralized

procedureasitenablethecompanytoexpanditself& atthesametimeitreleasesthe

pressureonthetoplevelmanagement.
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7.Typeofinterviewstobeconductedtoprovideofferletter.

18)Whatarethetypesofinterviewsconductedinyourcompany? %

a)Panelinterview 8

b)stressinterview 2

c)groupinterview 11

d)one-on-oneinterview 65

e)telephonicinterview 14

Interpretation:

EveryCompanyhasitsowncriteriaofenumeratingthetypesofinterviewstobetaken

intoconsiderationwhilerecruitingemployees.

Observation:Respondents from the Companies Surveyed hasresponded in the

followingway:Themostpreferred interview isone-to-oneinterview,followed by

telephonicinterview,groupinterview,panelinterview&stressinterview.

Conclusion:Asobservedearlier65% oftheemployeesofACGLareinfavourofthe
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„one-to-oneinterview‟tobetakenintoconsiderationwhilerecruitinganemployee.I

wishtosuggestthattheindividualsupportingthe„one-to-one‟interviewindicatesthat

theywanttofaceseldom pressureaspossible.Companiesshouldpayattentiontothe

stressinterviewwhereanindividual’sstressfacingcanbeexposed.

8:Numberofinterviewstobeconductedtoprovideofferletter.

PARTICULARS %

ONE 35%

TWO 60%

THREE 3%

MORETHAN3 2%

Interpretation:

Every

Company has

itsowncriteria

ofenumerating

the numberof

interviewstobe

taken into

considerationwhilerecruitingemployees.

Observation:Respondents from the Companies Surveyed hasresponded in the

followingway:Themostpreferrednumberofinterviewsistwo,followedbyone,three

&morethanthree.

Conclusion:Asobservedearlier60% oftheemployeesofACGLareinfavourofthe

numberofinterviewstobetakenintoconsiderationwhilerecruitinganemployeeistwo.

Iwishtosuggestthattheindividualssupportingthetwonumbersofinterviewsdenote

thattheywanttofaceseldomnumberofinterviewsaspossible.Companiesshouldlimit
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thenumbersofinterviewstothreeinordertodecreasetherecruitment& atthesame

timereducethepressureontheselectedemployee/s.

9.Shouldinductionprocedurebecarriedon?

Shouldinductionprocedurebecarriedon? %

Yes 95

No 5

Total 100

Interpretation:

EveryCompanyhasitsowncriteriaofenumeratingtheinductionprocedure.

Observation:Respondents from the Companies Surveyed hasresponded in the

followingway:95% oftherespondentshavevotedfortheinductionprocedure&

surprisingly5% areagainstsuchprocedurewhichisverymuchusefulforanewcomer.

Onethingistobementionedhereisthat5%includesmainlythetoplevelemployees.
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Conclusion:Asobservedearlier95% oftheemployeesofACGLareinfavourofthe

inductionprocedure.Iwishtosuggestthattheindividualssupportingtheinduction

denotethatithelpsthemtogetaccustomedwiththeworkingenvironment,subordinates

&theimmediatesupervisor.Asmentionedthattoplevelemployees(5%)areagainstit

asthecompanyhastobearacertaindegreeofcost.
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10.Formofinductionprocedure.

PARTICULARS %

Structureandformal 50%

informal 50%

Interpretation:

EveryCompanyhasitsowncriteriaofenumeratingtheformofinductionprocedure.

Observation:Respondents from the Companies Surveyed hasresponded in the

followingway:50% oftherespondentshavevotedfortheinformalinductionprocedure

& surprisingly50% areagainstsuchprocedurewhichisverymuchhelpfulforanew

comer.

Conclusion:Asobservedearlier50% oftheemployeesofACGLareinfavourofthe

informalinductionprocedure.Iwishtosuggestthattheindividualssupportingthe

informalinductiondenotethatithelpsthem togetaccustomedwiththeworking
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environment,subordinates&theimmediatesupervisorquicklyincomparisontoformal

induction.
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FINDINGS

Thefindingsfromtheanalysisincludingcharts,bars,andgraphsarelistedasfollows:-

1.Thecompanyconsidered portalsasthemostimportantmedium ofhiring

employeesandthenemployeereferencesarealsoactastheimportantsourceof

recruitingpeople.

2.Theemployeesconsidertheemployeereferencesareoneof themost reliable

source of hiring thenew employees andalso tosomeextentportals,but

beforehiringfrom portalsthereferencesprovided there are need tobe

confirmedasIdidduringmytrainingperiod.

3.The mostimportantfeature incompany’srecruitment& selection policyis

thatweneedtotakeinconsiderationtheratiobetweentheturn-upandline-

up candidates,and afteranalysisIfounditmostoftheemployeesarealso

holdingthesameopinion.

4.Afteranalysisofthecompanyselection procedureIfound outthecompanyis

usingquiteeffectivemethod ofdoingselectionofcandidatesand they always

take inconsideration the cost-benefitratiowhichisquiteimportantfrom the

longperspectiveofhiringemployees.

5.Theratioof selectedcandidates tojoining candidatesis quiteeffectiveand

highestinnumberastheemployeesbeingselectedare also ofthe view that

theyareanalysedproperlyandeffectively.

6.Theemployeethinksand they preferjob portalwebsitesasa sourceof

recruitment

7.Recruitmentandselectionshouldbeeffectiveintheorganization.

8.Mostofthecandidateareattendinginterviewandtheyhavebeentaken3rounds

soitsenlargehelpingthemproductivityofthecompany.

9.Traininganddevelopmentmethodareeffectivelyorganizedtowardsexcellence

soitsshowsgoodoutputinorganizationpersonalperformance.

10.HR policies,procedures,andHR managerarecontributingpositivefavourfor
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helpingtheorganizationclimate&culture.

11.Mostoftheemployeesintheorganizationaresatisfiedthecurrentrecruitment

method.
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Assignments/Tasksundertaken

Objectives

Todevelop,learnand improvenewsetsofskills.InACGL,Igetagoodexperienceof

work.

WorkDoneHRdepartment

 InHR department,myjobwastocheckthegratuityform,PFNomineeforms,

etc.Thefilesneededpropercheckedandputtingtheminaccordancetotheticket

number.

 Touploadthetimeandattendancedataasperthedateonthesitecalledas

SAVIOR.Tokeeptherecordofemployees.

 Totypethenamesofalltheemployeeswhoaregoingoutbytakingoutgoing

passandalsohalfdaynamesofemployees.

 ToremoveprintoutsandhowtoscanandalsohowtoXerox.

 Writinglettersforemployeeswhohavesomeproblemsoranyissue.
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Contributiontothefirm

MymentorMrSachinNaiksiraskedmetofindoutproblemsandthesolutionforthe

problemswithinfourmonthsinthedepartments.Ihadfindoutamajorproblemsthey

areasfollow:-

InCanteen:1)Lotoffoodisbeingwastedeveryday.

2)Thewatercoolersarenotworkingproperly.

3)Theseatersareinverybadcondition.

4)TheCameraswhicharethereincanteenareinwrongdirection

5)Dailywagwoman’saretheretocleantheyjustkeepwastingtheirtime.

InHRDepartment:-

1)Noproperunderstandingbetweentheofficersascomparetootherdepartments.

2)Wantquickresultswithoutproperwork.

3)Lackofunderstanding.

ThisallproblemsIfacedinthecompanyandmysolutionfortheproblemsareasfollow.

InCanteen:-

1)Foodshouldbeperpaironlyaspertheneed.

2)Watercoolersshouldrepair.

3)Incanteennewseatersshouldbut.

4)CamerasshouldbeinproperpositionwherefoodisprepaidInsteadofwherefoodis

beingeaten.

5)Mustkeepwatchonthewoman’sworkingingardenandCanteen.
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HRDepartment:-HRdepartmentisaplacewherethereshouldbeagoodunderstanding

betweentheemployeessotheymustforgettheirpersonaldifferencesandimprovetheir

relationship.

Myfeedback:-MyMentorMrSachinNaiksirappreciatemyworkandsaidhewill

lookintotheproblemsandtrytosolveproblemshewashappywithmyperformance

offered meto join asaApprenticeship and said studyhard chooseHR asyour

specialisationandcomebackinACGL.
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Learning

ItwasagreatlearningexperienceworkingwithACGL.Undergoing16weeksof

traininghasmademeself-confident.DuringmyBachelorofBusinessAdministration

courseIwastaughttheoreticalmeaningsofconcepts.Butworkinginthecompanyhas

enabledmetounderstandtheseconceptsthroughpracticaltasksassignedtome.I

attainedknowledgeandexperienceduringmyinternshipthoughthetasksIperformed

atwork.AswellasIlearnedthemanagementprocedureofthecompany.

Igotexposuretovariousotherworkrelatedtasks.Thisinternshiphasaddedvalueto

mylifeintermsofgrowthanddevelopmentasanindividual.Andthetrustofthe

mentoronmewhileperformingtheworkmadememoreconfidenttoperform thetask

assigntome.Forfirstyearonlyexposetodoingbigworkslikeweldingoperating

machine,scanning,Xerox,uploadingtheattendancestatusonsitecalledasSaviouretc.

wasaverygoodexperienceforme.Performingandcompletingthetaskwiththegiven

periodwasastresselementin8weeksoftrainingofInternship.

Duringmy16weeksofinternshipIobservedthatthereisgoodrelationshipand

coordinationbetweentheemployeesandtheemployer.Butinsomecasestheyneedto

improvetheirrelationship.Thereisunderstandingbetweenthestaffaswellasthe

workerwhichhelpsinsmoothfunctioningofthecompany.

LastbutnottheleastitwasaverygoodexperiencespeciallyacompanylikeACGLand

gotto learn manythingsin practicalwhich willhelp mein buildingmyfuture

endeavours.InternshipinACGLthoughtmeaverybiglessonthatis:-Beforetakingany

decisioninacompanyaswellasinpersonallifeweshouldthinktwiceandmustgive

timetothesituationandfindthesolutiontotheproblemasearlyaspossible.
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CONCLUSION

ThemainthingthatIwanttoconclude firstlyis thatwith thehelp ofanalysis,

feedbackgeneratedthroughquestionnaireIfoundthatthecompanyisfollowingan

effectiveRecruitmentandSelectionprocesstomaximumextent.Aspermystudy,out

ofthevariousmethodsofsourcingcandidates,thebestoneis–gettingreferencesvia

referencesandnetworking.Intheprocess,Icameacrossvariousexperienceswherethe

roleofan HR and therelevanttraitshefindsin thecandidatesweredisplayed.

Companyshouldfocusonlongterm consistentperformanceratherthanshortterm.

Theemphasistowardstrainingandenhancingskillsofrecruitersneedstobemoreand

alsoconsistent.EventhoughanHRmanagerhasmanychallengestofacein orderto

ensure thatthe human resourcedepartmentcontributes to the bottom-line and

emergesasastrategicpartnerinthebusiness,itis“Talentacquisition”,thatisthekey

determining factor in how well and Human resourcedepartmentcontributes

towardstheachievementoftheoverallobjectiveoftheorganizationandthereforeisa

dauntingtaskforanyHRmanager.
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APPENDIX

Questionnaireonrecruitment&selection:-

NameoftheRespondent:

Age:

Department:

Designation:

Tenureinservice:

1.Analysisaboutthesourceofrecruitmentinthecompany?

PARTICULARS NO.OFRESPONDENDS
External
Internal
Both
Total

2.Analysisabouttheattributestakenintopreferenceforrecruitmentandselection

procedure.

PARTICULARS NO.OFRESPONDENDS
Experience
Qualification
Both
Other
Total

3.AnalysisaboutthemainsourcesofselectionofACGL?

PARTICULARS NO.OFRESPONDENDS
Written
Groupdiscussion
Interview
Alltheabove
Total
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4.Analysisabouttheperiodofrecruitmentoftheorganization.

PARTICULARS NO.OFRESPONDENDS
Quarterly
Half-Yearly
Annually
Whenwerequired
Total

5.Analysisaboutthereasonforacceptingtheofferintheorganization.

PARTICULARS NO.OFRESPONDENDS
Relocation
Relationwithemployer
Decentsalary
Opportunitiesforgrowth
Jobsecurity
Identificationwiththecompany
Total

6.RecruitmentprocedurefollowedbytheCompanies.

RecruitmentprocedurefollowedbytheCompanies. %

Centralized

Decentralized

total

7.Typeofinterviewstobeconductedtoprovideofferletter.

18)Whatarethetypesofinterviewsconductedinyourcompany? %

a)Panelinterview

b)stressinterview

c)groupinterview

d)one-on-oneinterview

e)telephonicinterview

8:Numberofinterviewstobeconductedtoprovideofferletter.
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PARTICULARS %

ONE

TWO

THREE

MORETHAN3

9.Shouldinductionprocedurebecarriedon?

Shouldinductionprocedurebecarriedon? %

Yes

No

Total

10.Formofinductionprocedure.

PARTICULARS %

Structureandformal

informal

*THANKYOUFORYOURTIME*


