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ABSTRACT 

The purpose of this research was to compare the hiring practices of IT consulting firms and IT 

sector businesses, highlighting the challenges, solutions, and potential areas of improvement. 

The research gathered information from one hundred respondents by means of questionnaires 

and interviews with IT and consulting firms located in Rajasthan. The study concludes by 

stressing the need of aligning recruiting strategies with business goals, optimizing processes, 

and effectively allocating resources in order to attract and retain top talent and maintain 

competitiveness. The research also aimed to provide guidance on hiring procedures 

optimization for HR professionals, recruiters, and organizational leaders. The research looked 

at several areas of recruiting dynamics, such as attitudes about external recruitment sources 

and organizational reputation, challenges including drawn-out interview procedures, and 

demographic profiles and typical approaches. It achieved this by using a mixed method 

approach that included literature studies, industry reports, interviews, and surveys. The 

findings indicate that strategic alignment between recruiting strategies and business goals is 

critical for successful talent acquisition and retention in the fiercely competitive IT sector. 

Keywords: IT Sector, IT consulting, Recruitment strategies, Rajasthan, HR Specialists, 

recruitment sources 
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1. INTRODUCTION  

The IT sector, sometimes referred to as the information technology industry, is made up of a 

wide range of businesses involved in the development, implementation, and maintenance of 

software, hardware, and other technologies [1]. This industry is crucial to modern economies 

because it promotes efficiency, productivity, and innovation in a variety of industries. A wide 

variety of goods and services, such as software development, cloud computing, cybersecurity, 

artificial intelligence, and data analytics, are offered by IT companies. They may be big 

international corporations or little start-ups [2]. 

Conversely, IT consulting firms concentrate on providing advice and consultancy services to 

businesses seeking expertise in technology-related domains. These businesses often assist 

clients in locating and implementing IT solutions that are specially designed to satisfy their 

particular needs and objectives. They may provide services including project management, 

digital transformation, system integration, creation of IT strategies, and technological 

instruction. IT consulting businesses usually collaborate directly with customers to achieve 

organizational goals, optimize operations, and enhance their technological capabilities [3]. 

For technological innovation to progress and for businesses to adapt to the rapidly evolving 

digital world, the IT sector and IT consulting firms are indispensable [4]. Understanding these 

companies' hiring practices is essential to comprehending how they draw in, select, and keep 

employees in order to meet objectives and maintain market competitiveness [5]. This 

comparative analysis's goal is to examine and evaluate the employment practices used by 

various businesses, offering light on their approaches, challenges, and possible areas for 

improvement [6]. 

1.1.Understanding the importance of recruitment 

Recruitment is the process of identifying and selecting qualified candidates for available jobs 

within an organization. It is crucial to the growth of any enterprise [7]. It minimizes attrition, 

increases morale, ensures access to competent people, and prepares employees for changes [8]. 

Gaining a comprehensive grasp of the candidate, client, and recruiting market will help you 

find comprehensive solutions to recruitment problems [9]. While recruiting is the first step 
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toward building a high-performing team, underestimating its importance may have costly 

consequences, such as increased training costs, employee turnover, lower productivity, and 

potential disruptions [10]. Businesses should invest in a robust recruiting strategy if they want 

to succeed in the long run. 

• Impacts of effective recruitment strategies on business growth 

Organizations that are successful depend on efficient recruiting strategies to provide them with 

the workforce they need for success [11]. They may eventually save businesses a significant 

amount of money and time when applied correctly. Let's take a closer look at how recruiting 

strategies impact your company. 

• Addressing skill gaps and future talent needs: Talent shortages in the rapidly 

evolving business environment of today may hinder a company's capacity to expand 

and maintain its competitiveness [12]. By identifying these gaps and filling them with 

competent personnel, a well-structured recruiting plan helps organizations be ready for 

future challenges and chances for development. It also considers the need for skills in 

the future. 

• Attracting top talent and gaining a competitive advantage: A firm has to attract top 

talent with focused marketing and compelling job descriptions in order to become an 

employer of choice [13]. This will boost its competitive advantage and provide it with 

the advantage it needs in today's fiercely competitive business world. 

• Retaining skilled employees and reducing turnover rates: By using hiring strategies 

that fit the position and the company culture, low turnover rates may be attained [14]. 

Companies may determine a candidate's long-term commitment by evaluating their 

goals for their career, motivations, and cultural fit. Being open and honest about career 

progression throughout the recruiting process encourages employees, fosters loyalty 

and trust, and sets reasonable expectations—all of which contribute to the growth of 

the company. 

• Leveraging recruitment as a driver for business expansion: Strategic recruiting is a 

powerful tool for business expansion; it allows companies to expand their reach, locate 

talent in underserved areas and industries, and draw in new business [15]. By market 
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penetration and diversity, a well-executed recruiting plan may establish a presence, 

draw from local talent pools, and promote development. 

• Enhancing employer branding and reputation: Recruiting strategies significantly 

improve employer branding and reputation by creating a compelling employee value 

proposition and a positive brand [16]. This brings in clients, investors, and business 

partners, enhances the company's image, and opens up development opportunities by 

attracting exceptional candidates who share the aims, objectives, and fundamental 

values of the organization. 

1.2. OBJECTIVES OF THE STUDY  

• To comprehend the hiring and selection procedures currently in place at a few 

Rajasthani IT organizations.  

• To determine the sources and various approaches used in Rajasthan's IT industry for 

hiring.  

• To assess employee satisfaction with recruitment and selection processes at a few 

Rajasthani IT organizations. 

2. LITERATURE REVIEW  

Gope, Elia, and Passiante (2018) [17] research looked at how HRM procedures affect 

knowledge management capacity in the Indian IT sector. Effective HRM practices, such as 

systems for training, performance evaluations, development, and awards, were shown to 

enhance corporate knowledge management skills and promote innovation and competitive 

advantage. The research emphasized the need for IT organizations to adopt comprehensive 

HRM strategies that attracted and retained personnel while promoting continual education and 

information exchange. It also emphasized the need of aligning HRM with knowledge 

management objectives in the rapidly evolving IT sector. 

Vedapradha et al., (2019) [18] research on artificial intelligence (AI) in recruiting 

demonstrated the shift from outdated methods to more efficient ones. Predictive analytics, 

chatbots, and automated resume screening were among the applications that were highlighted. 

Among the advantages were shorter recruiting times, better applicant experiences, and higher 
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match accuracy across jobs. However, the research also examined ethical concerns related to 

AI, such as algorithmic transparency and data privacy. The research highlighted how important 

it is to adopt cutting-edge technology to be competitive in the labor market, which contributed 

to the growing body of information on artificial intelligence (AI) in HRM. 

Greckhamer et al., (2018) [19] study looked at using qualitative comparative analysis (QCA) 

in strategy and organization research to analyse organisational complexity by looking at 

different causative elements. It provided a comprehensive understanding of organizational and 

strategic dynamics by exposing several paths that might ultimately lead to the same location. 

The article provided guidance on doing QCA, including how to calibrate data, make truth 

tables, and analyze the results. It also addressed case selection and causal asymmetry. The work 

contributed to the corpus of methodological literature by offering helpful advice and details to 

researchers that employ QCA. 

Leighton et al., (2021) [20] study looked at social media and snowball sampling as alternatives 

for finding research volunteers. It highlighted how successful these methods are in reaching 

out to a range of populations, distributing recruitment materials more quickly, and encouraging 

dynamic participant participation. Snowball sampling and social media helped to boost the 

number of participants. The research also addressed potential biases and ethical concerns, such 

as sample representativeness and participant privacy. It contributed to the growing body of 

information on innovative recruiting strategies by providing real-world examples and outcomes 

of these strategies. 

3. RESEARCH METHODOLOGY  

3.1.Data Collection Methods 

1. Primary Data  

As part of the research approach, surveys and interviews were used to gather primary data. 

While interviews offered qualitative insights into recruiting processes, strategies, and factors 

affecting employee satisfaction, surveys concentrated on demographic data, recruitment 

sources, methods, and satisfaction levels. The desired information and the research method 

dictated the number of interviews. The main objective of the data collection was to offer a 



 

 
 
 

56 | P a g e  
 

Airo National Research Journal 

Peer-Reviewed  

Multidisciplinary 

ISSN: 2321-3914 

Volume:2      Issue:2 

May 2024 

Impact Factor:11.9 

Subject: Commerce 

thorough grasp of the dynamics and hiring procedures in the IT industry and IT consulting 

organizations. 

2. Secondary Data  

The study approach required the use of secondary data sources, such as industry reports and 

literature studies. Reviews of the literature offered context, conceptual frameworks, and 

perspectives on hiring practices in the IT industry and consulting organizations. They provided 

guidance for interviews and survey questions that were consistent with accepted beliefs. 

Additionally, by placing findings within the larger research framework, these evaluations made 

it possible to compare the results with those of earlier investigations. Supplementary 

information about current trends, obstacles, and innovations in recruitment procedures was 

provided by secondary data from academic journals, industry reports, and reliable sources. 

Integrating different sources allowed the research to expand and deepen, leading to a thorough 

grasp of the subject and well-informed analysis and interpretation of the results.. 

3.2.Sampling Strategies 

Purposive sampling was still used in the study to choose IT enterprises in Rajasthan so that 

both IT sector companies and IT consulting firms would be represented. A focused strategy 

was employed within the chosen businesses to find and attract recent workers and participants 

in the recruitment process. 

3.3.Sample Size  

For the data used in the analysis, 100 respondents made up the sample size. The people who 

answered questions about hiring practices, preferences, and attitudes in the IT industry and IT 

consulting firms were represented in this sample size, which took into account a variety of 

demographic factors. 

4. DATA ANALYSIS 

The respondents' demographic details offer insightful information about their profiles. The 

sample's gender distribution is reasonably equal, with 45% of respondents being female and 

55% of respondents being male. When it comes to age, 50% of the respondents are between 

the ages of 20 and 35, followed by 17% who are between the ages of 18 and 20 and 31% who 



 

 
 
 

57 | P a g e  
 

Airo National Research Journal 

Peer-Reviewed  

Multidisciplinary 

ISSN: 2321-3914 

Volume:2      Issue:2 

May 2024 

Impact Factor:11.9 

Subject: Commerce 

are older than 35. 74% of the sample's respondents are urban residents, with semi-urban 

residents making up 21% of the sample and rural residents making up the lower percentage of 

5%. 

Table 1: Respondent's demographic details  

Demographic Characteristics Number of Respondents Percentage of Respondents 

Gender 

Male 55 55 

Female 45 45 

Age 

18 up to 20 17 17 

20 up to 35 52 50 

Above 35 31 31 

Domicile 

Urban 74 74 

Rural 5 5 

Semi Urban 21 21 

Education Level 

Diploma 13 13 

Graduate 63 63 

Post Graduate 24 24 

Experience 

0 up to 5 years 61 61 

5 up to 10 years 31 31 

10 up to 15 years 4 4 

15 years and above 4 4 

Annual Income 

Up to 5 lakh 70 70 

5 up to 10 lakh 25 25 

10 lakh and above 5 5 
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Figure 1: A visual representation of the respondent's percentage of demographic 

characteristics  

In terms of education, 63% of the respondents are graduates, followed by postgraduates (24%), 

diploma holders (13%), and undergraduates (24%). Regarding work experience, a large 

proportion of respondents (61%) have had work experience for 0–5 years, followed by 31% 

for 5–10 years, and lesser percentages (4%) for 10–15 years and 4% for more than 15 years. 

Lastly, the distribution of yearly income reveals that 70% of respondents make up to Rs. 5 lakh, 

25% make between Rs. 5 and Rs. 10 lakh, and 5% make more than Rs. 10 lakh. This thorough 

summary makes it evident what the respondents' demographic makeup is, which makes it easier 

to analyze and evaluate the data in the future. 

Table 2: Your company uses any program to track applications. 

Particulars Number of Respondents Percentage of Respondents 

Resume Passing 21 21 

Bulk Upload Resume 20 20 

Keyword Search 21 21 

Flexible Applications Form 14 14 

Other 14 14 

Not Known 9 9 

No Software Used 2 1 
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Figure 2: A graphical representation of the proportion of software used for application 

tracking in your company 

According to the research, there was a roughly similar preference among the 21 respondents 

for "Resume Passing," "Bulk Upload Resume," and "Keyword Search" when it came to 

submitting job applications. "Other" and "Flexible Applications Form" were the other 

possibilities, indicating that some responders might have different approaches. Just 9% of 

respondents did not know which way they preferred to apply for jobs, while 1% of respondents 

did not use any software at all. According to the statistics, businesses ought to provide a variety 

of application channels in order to cater to the varying interests and requirements of their 

candidate pool. Only a tiny percentage(9%) and a tiny percentage(1%) submitted their job 

applications without using any software at all. 

Table 3: demonstrating the extensive testing and interviewing procedures used by the 

company 

Particulars Number of Respondents Percentage of Respondents 

Strongly Agreed 14 14 

Agreed 46 46 

Neutral 12 12 

Disagreed 23 23 

Strongly Disagree 5 5 
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Figure 3: A graphical representation of the percentage of tests administered and the time of 

the organization's interview procedure 

Information obtained from a survey questionnaire reveals the opinions or views of participants 

regarding a claim or topic. Sixty percent of respondents agreed with the statement or question, 

with 14 respondents (14%) and 46 respondents (46%) scoring "Strongly Agreed" or "Agreed". 

The "Neutral" category, which denotes no strong opinion or a leaning toward agreement or 

disagreement, was just 12% of respondents (12 respondents, 12%). Of the respondents, five 

indicated they "strongly disagreed," and 23 (or 23%) said they "disagreed." With a sizeable 

percentage disagreeing or strongly disagreeing, this indicates a wider range of sentiments 

within the questioned population than a primarily favorable or neutral feeling. These insights 

can aid in analysis or decision-making and are crucial for understanding the variety of 

perspectives held by the surveyed population. 

Table 4: Consultancies handle the hiring process 

Particulars Number of Respondents Percentage of Respondents 

Strongly Agree 20 20 

Agree 52 52 

Neutral 24 24 

Disagree 4 4 

Strongly Disagree 0 0 
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Answers to a survey's questions reveal the thoughts of those who answered. The majority of 

respondents, 72%, indicated broad agreement with the statement or question by selecting 

"Strongly Agree" (20%, 20%) or "Agree" (52%, 52%). There were a lot of "Neutral" 

respondents (24 respondents, 24%) who did not have a strong view or who leaned toward 

agreement or disagreement. Just 8% of respondents disagreed with the statement, with 4% 

stating they "disagree" and 0% stating they "strongly disagree." There was minimal 

disagreement among respondents, who viewed the remark or question primarily positively or 

neutrally. The viewpoint distribution of the questioned population is shown by this 

interpretation, which is helpful for analysis and decision-making. 

Table 5: The consulting firm's sole authority is to hire 

Particulars Number of Respondents Percentage of Respondents 

Strongly Agree 15 15 

Agree 45 45 

Neutral 24 24 

Disagree 16 16 

Strongly Disagree 0 0 

 

Figure 4: A visual depiction of the proportion of consultants with the sole authority to hire 
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Responses to surveys provide respondents' opinions on a certain claim or subject. 60% of 

respondents said they "Agree" (45 respondents, 45%) or "Strongly Agree" (15 respondents, 

15%) with the statement or topic. A quarter of the respondents (24 respondents, 24%) expressed 

no strong preference or view, falling into the "Neutral" category. Nevertheless, 16 respondents 

(16%) said they disagreed, making up 32% of the sample. Nobody expressed "Strongly 

Disagree." According to the data, a minority of respondents disagreed with the remark or issue, 

while the majority had no opinion at all. These revelations aid in understanding the range of 

viewpoints within the community polled and support further study or decision-making. 

Table 6: background investigation 

Particulars Number of Respondents Percentage of Respondents 

Strongly Agree 21 21 

Agree 45 45 

Neutral 16 16 

Disagree 18 18 

Strongly Disagree 0 0 

The information displays the opinions of survey participants on a given claim or subject. The 

majority of respondents, or 66%, indicated broad agreement with the statement or topic by 

selecting either "Strongly Agree" (21 respondents, 21%) or "Agree" (45 respondents, 45%). 

The smaller number of respondents (16%) who classified as "Neutral" (16 respondents, 16%) 

showed no strong opinions or a tendency to agree or disagree. About 18% of respondents (18 

respondents) selected "Disagree" when they didn't agree with the statement. Notably, no 

respondent selected "Strongly Disagree." A small percentage of respondents disagreed with the 

statement or problem, whereas the majority had positive or neutral opinions. These perceptions 

facilitate decision-making or subject analysis by providing insight into the distribution of 

opinions among the questioned population. 

Table 7: Appropriate candidate for the proper job increases productivity. 

Particulars Number of Respondents Percentage of Respondents 

Strongly Agree 40 40 

Agree 15 15 
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Neutral 24 24 

Disagree 21 21 

Strongly Disagree 0 0 

The information displays the opinions of survey participants on a given claim or subject. The 

statement or topic was agreed upon by a significant majority of respondents, 64%, who either 

"Strongly Agree" (40 respondents, 40%) or "Agree" (15 respondents, 15%) with it. A quarter 

of the respondents (24 respondents, 24%) expressed no strong preference or view, falling into 

the "Neutral" category. Twenty-one percent of respondents (or 21) indicated that they disagreed 

with the statement, with a "Disagree" response. Notably, no respondent selected "Strongly 

Disagree." According to the data, a minority of respondents disagreed with the remark or issue, 

while the majority had no opinion at all. These perceptions facilitate decision-making or subject 

analysis by providing insight into the distribution of opinions among the questioned population. 

Table 8: Hiring through outside sources raises the recruiting expense. 

Particulars Number of Respondents Percentage of Respondents 

Strongly Agree 25 25 

Agree 50 50 

Neutral 2 2 

Disagree 23 23 

Strongly Disagree 0 0 

The information displays the opinions of survey participants on a given claim or subject. 75% 

of responders agreed with the statement or topic, with 25 responding 25% or 50 respondents 

50% saying they "Agree" or "Strongly Agree." Just 2% of respondents selected the "Neutral" 

option, which denotes a lack of agreement or a strong opinion. Of the respondents, 23% (23), 

indicated that they disagreed with the statement by marking their views as "Disagree". Notably, 

no respondent selected "Strongly Disagree." According to the data, a minority of respondents 

disagreed with the remark or issue, while the majority had no opinion at all. These perceptions 

facilitate decision-making or subject analysis by providing insight into the distribution of 

opinions among the questioned population. 
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Table 9: The organization's reputation affects 

Particulars Number of Respondents Percentage of Respondents 

Strongly Agree 22 22 

Agree 41 41 

Neutral 21 21 

Disagree 16 16 

Strongly Disagree 0 0 

 

Figure 5: Visual Representation of the Organization's Image Percentage Influences 

The information displays the opinions of survey participants on a given claim or subject. The 

majority of respondents, or 63%, indicated that they agreed with the statement or topic by 

selecting "Strongly Agree" (22 respondents, 22%) or "Agree" (41 respondents, 41%). A sizable 

portion of respondents (21%) expressed a "Neutral" stance, which denotes a lack of conviction 

or a propensity for agreement or disagreement. Specifically, 16 respondents, or 16% of the 

sample, marked their ballots as "Disagree" when they disagreed with the statement. Notably, 

no respondent selected "Strongly Disagree." According to the data, a minority of respondents 

disagreed with the remark or issue, while the majority had no opinion at all. These perceptions 

facilitate decision-making or subject analysis by providing insight into the distribution of 

opinions among the questioned population. 
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5. CONCLUSION  

According to a poll on recruiting practices in consulting companies and the IT sector, the 

majority of respondents are young professionals with graduate degrees and little work 

experience. While utilizing recruitment software, a number of strategies like "Resume 

Passing," "Bulk Upload Resume," and "Keyword Search" are often used. However, a 

significant portion of participants express dissatisfaction with the interview procedure, 

suggesting the need for improved procedures. Despite this, consultancies' employment policies 

are usually accepted. An organization's reputation has a big impact on recruitment, and 

employer branding plays a big part in that. The increase in recruiting costs related to external 

recruitment indicates the need for cost-effective alternatives or internal talent development 

initiatives. Effective candidate-job matching is also emphasized. 
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