
 

 

International Journal for Multidisciplinary Research (IJFMR) 

E-ISSN: 2582-2160   ●   Website: www.ijfmr.com   ●   Email: editor@ijfmr.com 

 

IJFMR250345643 Volume 7, Issue 3, May-June 2025 1  

Effective Recruitment Strategy to Improve Your 

Hiring Process 

Ms. Pooja Parihar1, Prof. Dhruv Sharma2 

 

1Student, 2Assistant Professor 
1, 2School of Management & Commerce, Vikrant University, Gwalior 

Abstract         

Recruitment and selection are essential functions within human resource management, playing a 

critical role in ensuring that organizations bring in the right talent to support their strategic goals. 

As competition for skilled and experienced professionals increases, companies face growing 

challenges in identifying and attracting top candidates. To address this, many businesses are 

turning to innovative recruitment strategies and advanced tools such as Human Resource 

Information Systems (HRIS). These technologies streamline and speed up the hiring process, 

making it more efficient and effective. 

Recruitment focuses on drawing in a broad pool of qualified applicants by promoting job openings 

through various channels, including online job boards, social media, and employee referrals. It 

aims to ensure there are enough suitable candidates to choose from. Selection, on the other hand, 

is the process of evaluating those candidates and choosing the one who best fits the role and the 

company culture. This step often involves interviews, assessments, background checks, and 

reference verifications. Both recruitment and selection need to be carried out carefully and 

systematically to ensure the company hires individuals who can contribute positively to its success 

and long-term objectives. 

Keywords: Applicant Tracking System, E-Recruitment, Forecasting, Recruitment Channels, 

Referral Recruitment, Staffing, Strategic Human Resource, Trend Analysis, Zahara Tours 

 

INTRODUCTION 

Hiring the right people is one of the most important steps in running a successful business. This is 

especially true for small businesses, which often have limited time and resources. Unlike large 

companies that may have full HR teams and structured systems, small business owners need to be extra 

careful when choosing employees. A wrong hiring decision can be costly and hard to fix. 

That’s why it’s essential to take time to hire carefully and to understand the employment laws that apply. 

Being aware of legal rules during hiring helps avoid problems and makes the process smoother and more 

effective. 

To attract the best people, a business needs a strong recruitment plan. This plan should explain how the 

company will reach out to, and choose, suitable candidates. No matter if a company is local or 

international, the goal remains the same: find the right people for the right roles so they can do their best 

work. 
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Recruitment is the process of attracting skilled candidates. Selection is the next step, where the company 

reviews these candidates to find the best fit for the job. Both steps are crucial and must work well 

together for a business to build a strong team. 

In Human Resource Management (HRM), recruiting and selecting staff is a key function. The people a 

company hires directly affect how well the business performs. There are various ways to recruit and 

select employees—some are quick and affordable, others are more time-consuming and costly. A 

company must balance these options to stay efficient. 

Recruitment covers everything from finding job applicants to hiring and onboarding them. This process 

is usually managed by the HR department, and the people responsible might have job titles like HR 

Manager, Talent Acquisition Lead, or Recruitment Head. 

To improve their hiring strategies, companies may work on better communication with candidates, 

building a pool of potential future hires, preparing for leadership needs, using better interview methods, 

or adopting new hiring technologies. 

One important decision companies face is whether to hire temporary or permanent workers. This 

depends on how long the company expects to need extra help. Temporary workers are often hired 

through staffing agencies and may cost more per hour but don’t receive long-term benefits like health 

insurance or paid leave. Once their agreement ends, they usually can’t maintain unemployment benefits. 

Employment terms for temporary workers also vary by country. 

In India, hiring temporary workers is common in many industries to meet seasonal or short-term needs. 

For short-term jobs in other countries, employment conditions depend on the contract and company 

policy. Workers may be offered short-term bonuses, but benefits differ widely across companies. 

Globally, many businesses use short-term or project-based employment to deal with changing 

workloads. In overseas jobs, especially in the Middle East, short-term contracts are common in 

industries like tourism and hospitality, were demand changes seasonally. Workers are hired through 

fixed-term contracts that include details like salary, job duties, and benefits. These contracts also help 

with getting the proper work visas. 

In countries like those in the Gulf region, a large part of the workforce is made up of expatriates. Many 

are hired on renewable two-year contracts. At the end of each period, the employer can decide whether 

to extend the agreement, depending on business needs. This system is a key part of how these economies 

operate, especially in fields like construction, retail, and travel. 

Objectives of the Study 

● To explore the components of an effective recruitment strategy. 

● To analyze the impact of recruitment strategies on hiring efficiency. 

● To provide practical recommendations for improving the hiring process. 
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LITERATURE REVIEW 

Martin S. Bressler (2014): A strong business strategy relies heavily on building an organization filled 

with skilled and motivated employees who are aligned with the company’s mission and objectives. 

While many companies claim to hire top talent, they often fall short in practice, leading to low employee 

engagement. According to data cited by Kismet Consulting from the U.S. Bureau of Labor Statistics, 

about 66% of employees in U.S. companies are either disengaged or not actively contributing to 

business goals, with some even working against them. Poor hiring decisions can be extremely costly, 

with some estimates suggesting the cost could reach up to ten times the employee’s annual salary. Tony 

Hsieh, former CEO of Zappos, once stated that hiring mistakes had cost his company over $100 million, 

largely due to negative effects like reduced productivity and morale. This paper explores commonly 

used hiring practices and provides recommendations for improving recruitment strategies to enhance 

organizational performance and avoid expensive hiring errors. 

Gholston, Sylvia (2015): It aimed to gather insights from various studies on effective strategies for 

hiring employees regardless of their social background. It revealed that many businesses lack clear 

hiring approaches, leading to uncertainty in the recruitment process. The study’s purpose is to offer 

useful strategies that can help hiring managers improve their recruitment practices. Using these strategic 

methods, business leaders can build better hiring systems that not only strengthen their companies but 

also positively impact the communities they serve. 

Lori R. Kogan & Peter W. Hellyer et al.  (2015):Hiring the right staff is one of the most important yet 

challenging tasks for veterinary clinic managers and owners. To make better hiring choices, many are 

now using more in-depth screening methods such as interviews, background checks, personality tests, 

and even checking candidates’ social media and professional profiles online. However, research from an 

anonymous online survey shows that veterinarians use these tools less often compared to other fields. 

This suggests a need for more training opportunities for both current veterinarians and veterinary 

students on how to effectively use a wider range of hiring methods. One growing issue is the use of 

social media in evaluating job candidates. Although only a few veterinarians currently check applicants' 

online profiles, many plan to do so in the future. Since many students are unaware that their online 

activity can impact their job prospects, it's important to include lessons on hiring tools and online 

professionalism (also called e-professionalism) in both veterinary education and continuing professional 

development programs. 

Paul Gamble (2017):Moving from military service to a civilian job can be a difficult and overwhelming 

process for many skilled veterans. This study looked at how leaders from three Fortune 500 companies 

in the Washington, D.C. area successfully recruit and hire veterans. The research was based on the 

person-organization fit theory, which focuses on how well an individual matches a company's culture 

and needs. Through interviews and document analysis, three main themes were identified: educating 

both veterans and company leaders, and building relationships with strategic partners. The results of the 

study can help business leaders who currently lack veteran hiring strategies learn how to better attract 

and employ talented veterans. It also highlights the benefits veterans can bring to a business and helps 

veterans understand how to better prepare for civilian careers. 

https://www.ijfmr.com/


 

 

International Journal for Multidisciplinary Research (IJFMR) 

E-ISSN: 2582-2160   ●   Website: www.ijfmr.com   ●   Email: editor@ijfmr.com 

 

IJFMR250345643 Volume 7, Issue 3, May-June 2025 4  

Cheryl Founchious Brown (2017):Manufacturing industry leaders are increasingly worried about the 

lack of skilled workers and the mismatch between what employer’s need and what job seekers can offer. 

To address this, hiring managers need effective strategies to attract qualified candidates. This study 

looked at how hiring managers at a manufacturing company in Southeastern South Carolina successfully 

recruited skilled production workers. Using human capital theory—which focuses on the value of 

employees’ skills and knowledge—the study gathered data from interviews with three managers and 

reviewed company documents, like policies and the employee handbook. 

The analysis revealed four key strategies: building partnerships with educational institutions to improve 

recruitment, focusing on community-specific hiring, offering training in computer numerical control 

(CNC) as a benefit, and providing competitive pay based on skill levels. These methods helped the 

company attract more skilled workers. On a broader level, the findings suggest that using these strategies 

can help companies improve their workforce and productivity, which can also support the economic 

growth of local communities. 

Robert T. Solomon (2019): Using social media sites during hiring without clear strategies can result in 

misuse of applicant information or even lead to unfair hiring practices. This case study explored how 

some HR professionals in the southeastern U.S. successfully used social networking sites to improve 

their hiring processes. The study was based on signaling theory and involved interviews with eight HR 

professionals who had been using social media for hiring for at least three years. Researchers also 

reviewed company documents and took notes during interviews to understand the strategies used. Key 

themes included how professionals use both personal and professional social media, as well as concerns 

about legal risks. The findings aim to help HR professionals use social media more effectively and 

ethically during recruitment, which can support fairer hiring and contribute positively to society.  

Anna Ouattara (2022):High employee turnover increases costs for companies and lowers their profits. 

In the transportation industry, hiring managers who don’t have strong recruitment and retention 

strategies may struggle with keeping employees, which affects business performance. This study, based 

on Herzberg’s two-factor theory, explored how transportation hiring managers in Eagan, Minnesota 

successfully hired and retained workers. Interviews and company documents from three managers were 

analyzed, and three main themes were found: the types of hiring and retention strategies used, how 

effective those strategies were, and how managers handled challenges in the process. One major 

suggestion from the study is for transportation companies to build partnerships with universities and 

colleges to find new talent. The study also suggests that having a more stable workforce can benefit 

society by reducing the need for government support and increasing local tax revenues that fund 

community services. 

Krishna Mohan Avancha (2024):Hiring new employees and keeping the current ones are both 

essential for a company’s long-term success. While hiring brings in new skills and ideas, retaining 

employees helps maintain consistency, lowers expenses, and supports business stability. This paper 

looks into the key aspects of hiring and employee retention, highlights the costs involved in both 

processes, and includes methods for calculating the total cost to the company (CTC) for hiring, as well 

as the benefits gained from retaining skilled workers. It also stresses the importance of having flexible 

and adaptable workplace policies that address the diverse needs and experiences of employees. 

https://www.ijfmr.com/
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PLANNING AND FORECASTING 

The staffing and selection process begins with workforce or workers planning. This involves identifying 

which positions a company needs to fill and deciding how those positions will be filled. Ideally, this 

planning should align with the company’s long-term strategies and business goals. A strong recruitment 

plan goes beyond just numbers or statistics—it not only considers job vacancies and available resources 

but also focuses on applying effective hiring practices to attract the right talent. 

Human resource preparation is a key part of the generally human resource management system. The 

effectiveness of this system directly affects the quality of employees within the organization. To 

understand how well a company manages its human resources, it is essential to evaluate the planning 

process. This is a forward-looking activity that helps companies figure out what kind of employees they 

will need in the future, both in terms of quantity and quality. It also ensures that the organization is ready 

to convene its goals by having the right people in the right roles at the right time. 

This process includes analyzing current human resources, predicting future staffing needs, and making 

plans to meet those needs. It also takes into account factors such as the organization's long-term 

objectives, expected changes in business activities, and trends in the job market. A good human resource 

plan supports the company in hiring employees with the right qualifications, experience, and skills.  

Human resource planning involves several key steps: identifying current staff and their capabilities, 

forecasting future needs based on business plans, and taking actions to fill any gaps. These actions could 

include recruitment, employee training, skill development, and even retraining existing staff. Walker 

(1980) described human resource planning as the process of analyzing a company’s future staffing needs 

in a changing environment and taking the necessary steps to meet those needs. 

In summary, human resource preparation helps companies make certain they have the right number of 

employees with the right skills to convene current and future business demands. It also helps 

organizations stay flexible and competitive by preparing for changes such as new technologies, market 

competition, or shifts in customer demand. 

DIFFICULTIES IN RECRUITING 

Recruiting new employees involves more than just putting up job ads or contacting employment 

agencies. It’s actually a detailed process with several important parts. First, recruitment should align 

with the company's overall business plans. For instance, if a company is planning to grow or open new 

offices in other countries, it must plan ahead to figure out how and when it will hire the people needed to 

support that growth. 

Second, different jobs may require different hiring methods. Some recruitment strategies work better for 

certain roles than others, so it's important to choose the right approach depending on the type of position 

being filled. 

Third, recruitment results are also affected by other factors, such as the company’s internal policies, 

work environment, or employee benefits. Even if the recruitment process is well-managed, poor internal 

https://www.ijfmr.com/
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practices can make it harder to attract or keep good employees. 

Fourth, effective recruitment often includes pre-screening applicants from the very beginning. This 

could mean clearly stating the job requirements in the job posting or giving applicants a realistic idea of 

what the job involves during the first contact. This step helps avoid wasting time on candidates who are 

not genuinely interested or qualified for the role. 

Fifth, the company’s public image plays a big role in recruitment. If a company has a bad reputation—

especially around issues like diversity and inclusion—it may struggle to attract talented candidates. To 

improve this, companies can advertise in media that reaches diverse audiences, create inclusive job ads, 

and involve a variety of recruiters in the hiring process. 

OLD-STYLE RECRUITMENT TO E- RECRUITMENT 

The history of recruitment goes back to ancient times and was closely linked to early forms of personnel 

management. In ancient Sparta, recruitment took the form of training all male citizens from a young age 

to become soldiers. This military-focused society created a well-organized system to develop and 

manage its human resources, helping Sparta become one of the strongest forces in ancient Greece. 

Recruitment as we know it today started during World War II. When many men left for war, 

employment agencies were created to fill job vacancies with those who remained. After the war, these 

agencies continued to help returning soldiers find jobs, often based on the new skills they had gained. 

In the mid-20th century, new laws introduced equal opportunity hiring, making discrimination in 

recruitment illegal. This changed how companies conducted interviews and selected candidates. 

Modern recruitment now focuses on finding the best-fit candidate for a job. Many companies use 

behavioral interviews to judge how applicants might perform. Technology has also played a big role—

tools like Applicant Tracking Systems (ATS) make it easier to manage applications. 

The increase of the internet in the 1990s changed recruitment. Companies moved away from newspaper 

ads and started posting jobs online, reaching a global audience. Today, staffing continues to evolve with 

social media. Platforms like LinkedIn agree to recruiters to connect with active and inactive job seekers 

instantly. 

Looking ahead, recruitment is expected to keep changing. Social media and technology now let even 

small businesses hire talent directly, often without needing an agency. However, specialized recruitment 

firms still play a key role in matching the right talent with niche roles. The key to success in the future 

will be adaptability and making the most of new tools and methods. 

EFFECTIVERECRUITMENT STRATEGY TO IMPROVE YOUR HIRING 

PROCESS 

1. Identify the Role to Be Filled 

Start by clearly understanding which position needs to be filled. This should come from proper 

workforce planning and predicting future staffing needs. 

https://www.ijfmr.com/
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2. Consider the Cost and Benefits of Recruitment 

Think about the time, effort, and money spent on each recruitment method. Choose the ones that give 

the best results for your investment. 

 

3. Use Employee Referrals 

Encourage your current employees to refer to people they know. Referred candidates often fit better with 

company culture and stay longer. 

 

4. Value Great Candidates 

Treat top applicants with the same respect and attention you would give to important customers. Good 

candidates have options, so make sure they feel appreciated. 

 

5. Train Your Interviewers 

Make sure your hiring team knows how to interview well. They should be skilled at asking the right 

questions and making fair decisions. 

 

6. Create a Positive Hiring Experience 

From the first contact to the final decision, make the hiring process smooth and professional. A positive 

experience leaves a good impression, even if the candidate isn’t hired. 

CHALLENGES IN IMPLEMENTING EFFECTIVE STRATEGIES 

1. Resistance to change from traditional HR teams. 

2. Budget constraints in implementing technology. 

3. Ensuring unbiased AI algorithms. 

4. Maintaining candidate privacy and data security. 

 

RECOMMENDATIONS 

1. Align recruitment with long-term strategic goals. 

2. Invest in employer branding and employee value propositions (EVPs). 

3. Regularly update job descriptions and competency models. 

4. Use data analytics to continuously refine the hiring process. 

5. Train hiring managers to conduct effective and unbiased interviews. 

6. Improve onboarding processes to ensure better integration of new hires. 

CONCLUSION 

An organization can only achieve its goals if it hires people who are both capable and motivated to 

contribute. That’s why staffing is such an important part of a company’s success. When unemployment 

is low, hiring becomes even more challenging because job seekers have more choices, and wages tend to 

increase due to higher demand. 

A good recruitment system helps make sure there are enough applicants for each job. When this system 

works well, the company has a wide selection of candidates and can pick the best one. However, it only 
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succeeds when the chosen candidate actually joins the company. 

The final stage in the hiring process is selection. This step is complete when the best-suited candidate is 

chosen and offered the job. In many organizations, the selection process helps fill roles on time, but 

there can still be concerns about finding the right fit or the overall quality of new hires. 

To create a strong recruitment plan, companies need to plan carefully. This includes outlining how 

recruitment will be done, what kind of candidate information is needed, and how selection decisions will 

be made. Staffing plays a central role in human resource management, as it ensures that employees are 

aligned with the company's strategic goals. If staffing is weak, even the best HR programs—like training 

or development—won’t be fully effective. As one HR expert said, "Good training can’t fix a bad hire." 
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