
•What is recruitment? Explain 

various sources of recruitment.
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Meaning and Definitions :

Recruitment is the process of searching for prospective employees and stimulating 
them to apply for the jobs in the organisation. Recruitment refers to the attempt 
of getting interested applicants and providing a pool of prospective employees 
so that management can select the right person-for the right job from this pool. 
Recruitment is a positive process because it increases the selection ratio by 
attracting a large number of applicants for the advertised jobs. Recruitment 
enables the management to select suitable employees for different jobs. In 
simple terms, recruitment is understood as the process of searching for and 
obtaining applicants for jobs, from among whom the right people can be 
selected.

◼ Recruitment is defined as, "the process of finding and attracting capable 
applicants for employment. The process begins when new recruits are 
sought and ends when their applications are submitted. The result is a 
pool of applicants from which new employees are selected."

◼ According to Dale S. Beach, "Recruitment is the development and maintenance 
of adequate manpower resources. It involves the creation of a pool of available 
labour upon whom the organisation can draw when it needs additional 
employees."



Purposes and Importance :

◼ The general purpose of recruitment is:

◼ (1) To provide a pool of potentially qualified job candidates.

◼ (2) Increase the pool of job candidates at minimum cost.

◼ (3) Help increase the success rate of the selection process by 
reducing the number of visibly under-qualified or overqualified job 
applicants.

◼ (4) Help reduce labour turnover in the future.

◼ (5) Determine the present and future requirements of the organisation 
in conjunction with its personnel planning and job-analysis activities.

◼ (6) Begin identifying and preparing potential job applicants who will be 
appropriate candidates.

◼ (7) Increase organisational and individual effectiveness in the short 
term and long term.

◼ (8) Evaluate the effectiveness of various recruiting techniques and 
sources for all types of job applicants.



Factors Governing Recruitment :
Factors influencing recruitment include external and internal factors:

A. External Factors :

(1)The supply and demand of specific skills in the labour market.

(2)When the unemployment rate in a given area is high, the 
company's recruitment process may be simpler.

(3)Labour-market conditions in a local area are of primary importance 
in recruiting for most non-managerial, supervisory and middle-
management positions. However, so far as recruitment for executive 
and professional positions is concerned, conditions of all India 
market are important.

(4)Legal consideration: We have central and state Acts dealing with 
labour. They cover working conditions, compensation, retirement 
benefits, and safety and health of employees in industrial 
establishments. There are Acts which deal with recruitment and 
selection.

(5)The company's image is also important in attracting large number 
of job seekers.



Internal Factors :
There are certain internal forces, which need to be considered while recruitment:

(1) Recruiting policy : One such internal factor is the recruiting policy of the 
organisation whether internal or external.

(2) Temporary and part-time employees : Another related policy is to have 
temporary and part-time employees. An organisation hiring temporary and part-
time employees may not be able to attract sufficient applications.

(3) Local citizens : In multinational corporations (MNCs), there is the policy relating 
to the recruitment of local citizens.

(4) Human Resource Planning : A company must follow the programme of Human 
Resource Planning for the purpose of quick and easy recruitment. Effective HRP 
greatly facilitates the recruiting efforts.

(5) Size : Size is another internal factor having its influence on the recruitment 
process. A large organisation will find recruiting less difficult.

(6) Cost : Cost of recruiting is yet another internal factor that has to be considered. 
Careful HRP and forethought by recruiters can minimise recruitment costs. One 
cost-saving measure, for instance, is recruiting for multiple job openings 
simultaneously. Evaluating the quality, quantity and costs of recruitment helps 
ensure that it is efficient and cost-effective 



Sources of Recruitment 

◼ Internal Sources: Internal recruitment seeks applicants for 
positions from those who are currently employed. Internal 
sources include present employees, employee referrals, former 
employees, and former applicants.

◼ There are two important internal sources of recruitment namely : 
(i) transfers and (ii) promotions.

◼ (i) A promotion is the transfer of an employee to a job that 
pays more money or one that enjoys some preferred status. A 
promotion involves reassignment of an employee to a position 
having higher pay, increased responsibilities, more privileges, 
increased benefits and greater potential.

◼ Promotion leads to shifting an employee to a higher position 
carrying higher responsibilities, facilities, status and pay. The 
employees can be informed of such a vacancy by internal 
advertisement.



◼ (ii) Transfers : Another way to recruit from present 

employees is transfer without promotion. Transfers are 

often important in providing employees with a broad-

based view of the organisation, necessary for future 

promotions. Transfer involves the shifting of an employee 

from one job to another. 

◼ (iii) Family and Friends of Employee : This can be a 

good source of internal recruitment. This source is 

usually one of the most effective methods of recruiting 

because many qualified people are recruited at a very 

low cost to the company.

◼ (iv) Previous employees : Former employees are also 

an internal source of applicants.



advantages

◼ The following are the advantages :

◼ (1) It promotes greater loyalty and morale among the 
employees.

◼ (2) It encourages competent individuals who are ambitious.

◼ (3) It improves the probability of a good selection, since 
information on the individual's performance is readily available.

◼ (4) When carefully planned, promoting from within can also act 
as a training device for developing middle-level and top-level 
managers.

◼ 5) Those chosen internally are familiar with the organisation.

◼ (6) It encourages self-development among employees. They 
look forward to higher posts.

◼ (7) It also creates a sense of security, stability and continuity of 
employment.

◼ (8) It eliminates the chances of hasty decisions.

◼ (9) It is a cheaper source of recruitment as compared to 
external sources.



demerits

◼ Internal sources of recruitment have certain demerits also. 
These are listed below :

◼ (1) When vacancies are filled through internal promotions the 
scope for fresh blood entering the organisation is reduced.

◼ (2) The advantage of hiring outsiders who may be better 
qualified and skilled is denied.

◼ (3) The employees may become lethargic if they are sure of 
time-bound promotions.

◼ (4) The spirit of competition among the employees may be 
hampered.

◼ (5) Promotion also results in inbreeding which is not good for 
the organisation.

◼ (6) There are possibilities that the internal sources may "dry 
up". It may be difficult to find the requisite personnel from within 
an organisation.



External Recruitment :

◼ (1) Advertisements : These constitute a 

popular method of seeking recruits as many 

recruiters prefer advertisements because of 

their wide reach. Advertisement in local or 

national newspapers and trade and 

professional journals is generally used when 

qualified or experienced personnel are not 

available from other sources. Advertisement 

gives the management a wider range of 

candidates from which to choose.



◼ (2) Educational Institutions : Direct 

recruitment from educational institutions for jobs 

which require technical or professional 

qualifications has become a common practice. 

A close liaison between the company and 

educational institutions helps in getting suitable 

candidates to man various positions. This is 

also known as `Campus Recruitment'.



◼ (3) Professional or Trade Associations : Many associations provide 
placement services for their members. These services may consist of 
compiling job seeker's lists and providing access to members during 
regional or national conventions. Further, many associations publish or 
sponsor trade journals or magazines for their members. These 
publications often carry classified advertisements from employers 
interested in recruiting their members. Professional or trade associations 
are particularly useful for attracting highly educated, experienced or 
skilled personnel. Another advantage of these sources is that recruiters 
can zero in on specific job seekers, especially for hard-to-fill technical 
posts.

◼ (4) Management Consultants : Management consultancy firms help the 
organisations to recruit technical, professional and managerial 
personnel. They specialise in middle-level and top-level executive 
placements. They maintain data bank of persons with different 
qualifications and skills and even advertise the jobs on behalf of their 
clients to recruit right type of personnel.



◼ (5) Write-ins are those who send written enquiries. 
These job seekers are asked to complete application 
forms for further processing.

◼ (6) Radio and Television : Radio and television are 
used generally by Government departments only. Radio 
and television can be used to reach certain types of job 
applicants such as skilled workers.

◼ (7) Competitors : Rival firms can be a source of 
recruitment. This is called `poaching'. This method 
involves identifying the right people in rival companies, 
offering them better terms and luring them away. For 
instance, several executives of HMT left to join Titan 
Watch Company. This is ethically wrong. Clearly, this 
trend needs to be stopped. This is a challenge for the 
HR manager.



◼ (i) External sources provide a large number of applicants. This 
permits the enterprise to have a free hand in making the right choice 
of candidates.

◼ (ii) The enterprise can expect to get fresh, talented candidates from 
outside. This means introduction of new blood and new ideas, into 
the enterprise.

◼ (iii) Internal candidates have to compete with external candidates 
for the higher jobs. It serves as inducement for the existing 
employees to show better performance.

◼ Limitations of External Recruitment :

◼ (i) Recruitment from outside may cause dissatisfaction and 
frustration among the existing employees who aspire for promotion.

◼ (ii) External recruitment, takes more time than the internal 
recruitment since the enterprise has to publicise the vacancies and 
wait for response of prospective candidates.

◼ (iii) The prospective candidates from outside may or may not be 
good for the enterprise. There is no guarantee that the enterprise will 
be able to attract suitable applicants even after advertisement.

◼ (iv) It is very costly to recruit staff from external sources.F.Selection 
procedure


