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ABSTRACT 

The purpose of this study is to evaluate that value. Previous examinations of these methods have often 

taken the form of case studies that focus on the recruitment outsourcing practises of a particular firm. 

International recruitment and technical recruitment, the two most common forms of recruitment 

outsourcing situations, are also discussed at length. Concerns like international recruitment and technical 

recruitment may be driving factors and potential implications on the efficacy of recruitment outsourcing. 

There was also substantial data suggesting that just a small portion of the hiring process should be 

outsourced. For instance, primary interviews based on a sample should be conducted internally, whereas 

application processing is better off being outsourced. The findings may be applied to a variety of business 

contexts since the sample was not limited to a single organisation. This analysis's scope allows for new 

insights into the underlying problems with recruiting outsourcing. 
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INTRODUCTION 

More than ninety-five percent of Indian businesses want to make future hires using innovative 

recruitment strategies, according to data gathered over the internet. Five percent of companies have no 

further hiring requirements for the foreseeable future. Just 10% of these businesses rely substantially on 

independent contractors. After covid-19, there was a dramatic increase in the number of persons actively 

seeking jobs. The good news is that many employees worldwide are willing to fully compensate their 

employers for any damage they may have caused by working during the corona pandemic. The lack of 

access to conventional human resources makes it difficult to manage such a vast volume of applications. 

According to "the boss magazine's" exhaustive reporting, the following is true. Recruiting and hiring 

procedures are at risk from the introduction of new technologies, according to a number of studies, and 

this problem is not expected to be fixed until at least 2020. Companies may be slow to adopt new 

recruitment technologies due to a lack of enthusiasm for change or a lack of qualified staff. Modern 

employment practises in 2020 were criticised as inefficient and costly as recently as 2018. In the wake of 

the pandemic, however, several sectors, notably production and performance, have realised the immense 

financial advantages of adopting technology. 

Most businesses have human resource management down as one of their top priorities. To bring in new 

employees, recruitment is the first step in HR's process. There is a process called "selection" that must be 

done to locate the most qualified candidate for a job position. Selection is the next stage after hiring. 

Methods used to manage people may be divided into two categories: recruiting (the excellent) and 

selection (the bad). Several studies have proven that ethical recruiting procedures are crucial for any 

organisation to succeed in today's competitive business environment. 
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LITERATURE REVIEW 

Nikhil Chabbra et.al (2020) By 2025, millennials are expected to make up 75 percent of the global 

labour force. The technical and social changes that have altered our planet have made this generation 

unique and unforgettable. Compared to previous generations, they have quite different needs, goals, and 

priorities. There has been a dramatic increase in the use of the internet and social media in the previous 

several years. The millennial generation has been cited as a major contributor to this rapid expansion. 

Bringing people together and drawing attention to pressing problems are two of social media's greatest 

strengths. Most millennials spend a significant portion of their day engaging in online social activities. 

The author of this report hopes that his or her findings will pave the way for more studies on how 

organisations may use social media to attract and retain employees who share their values and ambitions. 

The author of the report set out to provide more context for the strategies companies use to increase their 

pool of applicants. The methodological backbone of this investigation is secondary data collected from 

analytical reports, scientific publications, and other published works. When considering the potential of 

social media, we also use several case studies. The findings of this study have significant implications for 

our understanding of how human resources departments use social media and other cutting-edge methods 

to attract, attract, and interact with suitable individuals. 

Mrs.A. Mary Francina et.al (2018) Every company should put considerable effort into keeping its 

employees, particularly the best ones. This is not only a severe setback for the company, but it also 

necessitates starting again with hiring and training a new staff. Retaining staff members means doing 

everything you can to prevent good personnel from leaving. Stress, lack of trust and support, insufficient 

recognition, a lack of growth opportunities, and unjust compensation are only few of the most prevalent 

reasons individuals opt to quit their professions. This article's goal is to take a look at how Indian IT 

companies are trying to retain their best workers from jumping ship to a competitor. Talent management 

strategies have proved successful in boosting retention rates by improving worker satisfaction. 

Mamta Mohapatra et.al (2017) Data is being used in the hiring process now, rather than the more 

intuitive methods that were commonplace in the past. Fortunately, analytics may be able to assist with 

this issue by incorporating both statistical data and human judgement into the hiring process. This study 

highlights the need for analytics in the recruitment process and reveals issues with the current method of 

hiring in the ITES business. The recruitment funnel is used to reveal snags in the hiring process, and a 

variety of metrics are utilised to measure the success of the company's campus and lateral hiring tactics. 

In addition, it provides suggestions for effective recruitment channels based on the standard of 

applications gained via them. The characteristics of successful employees have been studied by 

examining the correlation between hiring practises and assessments of workers' productivity on the job. 

Further, the company's future goals and recruitment tactics are detailed. 

Subhash c. Kundu et.al (2015) Primary data from 426 individuals in India compares the hiring 

procedures of Indian and multinational companies in the country. Authors of this study used a latent trait 

model to find that although internet-based recruitment is on the increase, direct applicants, placement 

consultants, and employee referrals are still the most preferred choices in both MNCs and Indian 

businesses. Companies of all sizes and kinds in India and the United States seldom employ temporary 

staffing and newspaper advertisements as sources of new hires. Both MNCs and Indian enterprises 

(hence referred to as "organisations") lay great emphasis on tests of written communication, general 

interviewing skills, and specialised competencies when hiring new personnel. However, MNCs used 

psychological tests and technical interviews more often than Indian businesses. Both the implications and 

limitations of this study were discussed. 

METHODOLOGY 

Research structure 

The primary technique of collecting information for this research was a survey conducted with the help of 

Henry ry, the professional organisation for HR experts in Finland. The study's major goal is to gain 

understanding into the thought processes of top-level company leaders from a variety of sectors. There is 

a shortage of high-quality, relevant data to support the employment of a quantitative research technique to 

the study of recruitment process outsourcing since it is still an emerging field of study. Therefore, it is 
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essential to gather more information before administering the survey. The major objective is to compile 

an explanation database, with a focus on the practicalities of outsourcing the employment procedure. 

 

Figure 1: A Classification tool for mixed-method designs 

 

Research Objective:  

The purpose of this case study is to obtain an understanding of Exception Aire Technologies' recruiting 

and selection procedures, as well as the efforts taken to address the problem of sluggish or delayed 

recruitment and better achieve the company's objectives, with a focus on the most urgent requisitions. 

Data Sources and Collection 

The secondary data comes from a variety of sources, such as books, journals, and the Internet. Case 

studies and operational methods of individual companies are gleaned from secondary data sources. 

Employees in the information technology industry complete out a survey to offer essential information on 

hiring practises. 

Sampling  

The sampling process was designed to be as painless as possible. The sample for the research consisted 

mostly of Indian IT companies. We wrote to IT companies in Chennai, Hyderabad, and Bangalore in an 

effort to get them on board. About 77.1% of the companies surveyed provided a response. About a fourth 

to a little more than half of each company's HR professionals working in recruitment had finished the 

survey. Since everyone in the group is helping with recruitment, it seems sense to choose only one. 

DATA ANALYSIS  

Averages, standard deviations, and percentages are used to display the data. Testing the veracity of the 

hypotheses is done with the use of the rank correlation and the t test for means and proportions. To assure 

statistical significance, we used a limit of 5%. The SPSS programme is used for the statistical analysis. 

Challenges Faced by HR Managers–Across Organization Type  

Can we generalise how challenging it is to be a human resources manager in either an Indian company or 

a global corporation? Examining Table 1 highlights the top five challenges encountered by Indian HR 

managers: 

 Change management (71.4%) 

 High employee expectations (66.7%)  
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 Industrial relations (61.9%) o Retention of talent (57.1%) and  

 Recruitment, identification & hiring of right talent (57.1%)  

Actually, it's the other way around for MNCs. Talent retention (75%), finding and hiring the right people 

(71.4%), meeting the expectations of current and prospective employees (67.9%), raising pay (58.4%), 

and managing change (51.8%) ranked among the highest. One exception is compensation growth, which 

made it into the top 10 for Indian companies. Despite this, the rank correlation is positive (0.736) and 

significant (p.05), indicating that the sequence of the challenges is reasonably stable. 

Table 1: Challenges Faced by HR Managers–Across Organization Type 

S.NO Challenges Indian(N=21) MNC (N=56) 

% Rank % Rank 

1 Retention of Talent 57.1 4.5 75.0 1 

2 Recruitment 

identification &hiring 

of right talent 

57.1 4.5 71.4 2 

 Leadership 

Management 

development 

23.8 9.5 39.3 6.5 

3 Rising Compensation 33.3 8 58.9 4 

4 Availability of Skilled 

Local Resources 

9.5 11 3.6 11.5 

5 High employee 

expectations 

66.7 2 67.9 3 

6 Employee engagement 4.8 12 3.6 11.5 

7 Culture building 38.1 7 32.1 9 

8 Change management 71.4 1 51.8 5 

 

Use of recruitment outsourcing 

First, we learn how often Finnish enterprises use outsourcing for HR tasks. For the purpose of 

determining whether or not the firms receiving the quantitative survey outsourced their recruitment, the 

following question was devised: 

Question 1: The hiring procedures at my company/organization include: 

 

Chart 1: Question 1 (quantitative Survey) 

The research suggests that around 50% of recipient companies engaged in RPO. Surprisingly, just 2% of 

recipients said that all of their recruiting was outsourced, despite the fact that 50% of organisations use 

recruitment outsourcing. According to the available literature, most organisations continue to conduct 

their own recruiting even if RPO is becoming more common. Since the survey did not ask about 
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company size, it is plausible that a substantial number of respondents come from small and medium-sized 

enterprises (SMEs), who are less likely to employ recruitment outsourcing. However, a higher rate of 

RPO use than expected was uncovered. 

Scale of human resources outsourcing 

Question 2 was helpful because it made us think about additional HRO operations after we had looked at 

recruitment outsourcing in more detail in the previous question. 

Question 2: In my company, the following of the HR processes are outsourced: 

 

Chart 2: Question 2 (quantitative survey) 

Responses to Question 2 were often used as examples. Payroll processing is one of the most outsourced 

HR functions, occurring in 49.3 percent of cases. However, there were also many instances when HRO 

was not used at all. Since 47.4 percent of respondents said they didn't outsource HR, we may assume that 

around 20 percent of those who do outsource payroll do so for other reasons as well. Those that reported 

outsourcing a greater variety of HR duties were more likely to have done so in the areas of assessment, 

personnel selection, and employee development. The full inventory is provided in Appendix IV. 

Stages of recruitment for outsourcing 

One of the paper's main issues is addressed in the fourth question, which is about the effects of 

outsourcing recruitment at different stages. 

Question 3: Which of the following parts of the hiring process lend themselves most naturally to 

outsourcing? 

 

Chart 3 
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a) Recruitment systems  

b) Announcement stage (posting descriptions, etc.)  

c) Analysis of the recruitment material (CVs, cover letters etc.)  

d) Initial interviews (group interviews, assessment centers etc.) 

 e) Primary interviews  

f) Final applicant evaluation  

g) Post-Hire (Contracts, legal issues, communication to IT/security/etc.)  

h) Recruitment should not be outsourced 

Recruitment outsourcing planning and process 

We started our in-depth interview and quantitative survey by talking about the processes and factors 

unique to recruiting that influence the overall strategic planning process. 

Every outsourcing project begins with drafting a statement of work (SoW). It's a plan that lays out the 

responsibilities of both the client and the company providing outsourcing services (OSP). That is, if this 

plan were put into effect worldwide. Throughout the whole outsourcing process, this SoW was used as a 

guide, and it was noted that it was not considerably revised. However, the contract was revised after the 

event to address any issues that may have developed due to outsourcing. 

The perceived resource intensity of the recruitment process is a critical element when deciding whether 

or not to outsource a certain project. This statement was designed to assess how survey respondents felt 

about the topic at hand: 

Question 4: When done in-house, recruitment uses a lot of time and energy. 

 

Chart 4: Question 8 (quantitative survey) 

The goal of this investigation was not to find evidence to support an untruthful claim. Examining the 

views of firms and HR experts on the nature of the recruitment process, however, may provide light on 

the importance of the process to businesses. Recruiting is an activity that may be outsourced if there is 

any indication that the recipient views it as time-consuming or resource-intensive. More over half of the 

people in the sample agreed with this statement. A similar amount of people who indicated general 

suspicion about RPO could also say "no" to this question. In this instance, though, the number of 

dissenters was much higher. 
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CONCLUSION 

To begin, it can no longer be denied that outsourcing the hiring process is a common business strategy 

used by today's firms and organisations. In this survey, almost half of the HR professionals reported that 

their organisations used outside help with hiring. In this paper, we break down the hiring process into its 

component pieces and analyse them separately within the context of outsourcing. Survey findings that 

separated out individual stages show that this is a valid point of view. To get an accurate assessment of 

RPO, it is necessary to first catalogue and then compare the numerous targets that businesses have set for 

themselves. Traditional forms of outsourcing, such as industrial offshoring, are often motivated by cost 

reductions and centralization, whereas RPO's rationale is more complex and situation-specific. In 

addition to tactical benefits, RPO has the potential to enhance certain procedures and efficiency. There 

are two main reasons why an organisation would decide to outsource its recruiting efforts: to save money 

and/or get access to specialised knowledge. 
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