The legal Environment

The  different legistrative policies governing child labour,night shift,bonded labour,child labour,contract labour,reservation,

The factories Act,1948: The act prohibits the employment of women(night work,underground work,carrying heavy load,ect.and child labour(below 14 years of age)in certain jobs.

The Apprentices Act,1961: The act prohibits for a machinery to lay down syllabi and specific period of training,mutual obligation of apprentices and employees etc.The responsibility for engagement of apprentice lies solely with the employer.The apprentice,after serving a contractual term of training ,can be taken on regular rolls.The Act,as amended in 1986,provides for revised rates of compensation during the apprenticeship period and for failure on the part of the employer to execute the terms of the contract.
Th employment Exchange act 1959: The Act requires all employers to notify the vacancies arising in their establishment to prescribed employment exchange before they are filled. The Act covers establishment in Public Sector and non agricultural establishment employing 25 or more workers in the private sector.

The Contract Labour act, 1970: The Act is applicable to every establishment employing 20 or more persons.It tries to regulate the employment condition of contract labour in certain establishment and also provides for the abolition of contract labour in certain circumstances.
Bonded Labour System (Abolition) Act 1976: The Act provides for the abolition of bonded labour (system of forced labour liquidate debts payable to parties who are bent on exploiting the vulnerability of the victim or his family member.
Sources of Recruitment:
Internal Requirement:

 Person who are already working in an organization constitute the internal sources. Retrenched employees, retired employees ,dependents of deceased employees may also constitute the internal sources.Whenever any vacancy arises,someone from within the organization is upgraded,transferred,promoted or even demoted.

External Sources:

1. Employees working in other organization. (Employee Reference). 

2. Employment Exchange

3. campus interview

4. Consultancies

5. advertisement

6. Walk in

Method of Recruitment:

Internal Method:


Many organization prefer to fill vacancies through promotions or transfers from within wherever possible .Promotion involves movement of an employee from a lower level position to a higher level position accompanied by changes in duties, responsibilities, status and value.

Job Posting
:
 Job Posting is another way of hiring people from within. In this method, the organization publicises job opening on news paper and Job portal.

Employee Reference:

It is the recommendation from a current employee regarding a job applicant. The logic behind employee referral is that “it takes one to know one”. Employees working 

In the organization, in this case are encouraged to recommend the names of their friends working in other organization for a possible for a possible vacancy in the near future.
Direct Method:

1. Campus Recruitment.


It is a method by visiting and participating in college campuses and their placement centres. Here the recruiter visits reputed educational institution such as IITs,IIMs,colleges and universities with a view to pick up job aspirants having requisite technical or professional skills.
In direct Methods:

1. Advertisement 

     Third Party Method:
     1.Consultancies

     2.Employment Exchange

     3.Gate Hiring and contractors:
          Gate hiring blue collar employees, present themselves at the factory gate and offer their services on a daily basis,hiring through contractor,recruiting through word of mouth publicity are still in use-despite the many possibilities for their misuse-in the small scale sector in India.
    4.Walk in’s

Internet Recruitment

Evaluation of the Sources of Recruitment:
Companies have to evaluate the sources of recruiting carefully-

looking cost,

Time,

Flexibility

Quality and other criteria 

And most important Fund for the recruitment iosProcess.They cant afford to fill all their vacancies through a particular source.To facilitate the decision making process in this regard,companies rely on the following:
Time Lapse Data(TLD):They show the time lag between the date of requisition for manpower supply from a department to the actual date of filling the vacancies in that department.

For Eg:

           A company’s past exp may indicate that the avg no.of.days from the appilication to  interview is from 10 , from interview to offer is 7 from to acceptance is 10 and from acceptance to report for work is 15.There fore ,If the company starts the recruitment and selection process now, it wound require 42 days before the new employees joins its ranks. Armed with this information the length of the time needed for alternative sources of recruitment can be ascertained –before pinning hopes on a particular source that meets the recruitment objectives of the company.
Yield Ratio:
These ratios indicate the no.of leads/contacts needed to generate a given no.of.hires at a point at time.

For Eg:

      If the company needs 10 management trainees in the next six months it has to monitor past yield ratios in order to find out no.of candidates to be contacted for this purpose .On the basis of past Exp, to continue the same ex: the company finds that to hire 10 trainees ,it is raised 20 offers.If the interview to offer ratio is 3:2,then 30 interview must be conducted.If the invitees to interview ratio 4:3 then, as many as 40 candidates must be invited.lastly if contacts or leads needed to identify suitable trainees to invite are 5:1 ratio,then 200 contact be made.Based on this information, the company can construct the recruiting yield ratio, as shown below:
Recruitment Yield Pyramid:
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