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ABSTRACT: The study examines recruitment procedures using business analytics at Integrated Personnel Services, 

focusing on data-driven hiring practices. Analytics improves candidate sourcing, screening, selection, decision-making, 

efficiency, and workforce planning. Data collected through structured questionnaires was analyzed using percentage 

analysis, chi-square, and correlation methods. Findings reveal improved recruitment effectiveness, accuracy, and 

productivity, while challenges include limited technical knowledge and data issues. The study recommends advanced 

analytics tools and employee training to strengthen recruitment practices and outcomes. 
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I. INTRODUCTION 

 

Recruitment is a fundamental HR function involving the identification, attraction, screening, and selection of suitable 

candidates. It supports workforce development and organizational effectiveness by aligning employee capabilities with 

business objectives. Recruitment procedures include manpower planning, job analysis, sourcing, screening, testing, 

interviews, verification, selection, and onboarding. Recruitment may be internal or external, while modern methods 

include e-recruitment, executive search, contract staffing, and temporary recruitment. Effective recruitment ensures 

transparency, reduces hiring time and costs, improves candidate quality, and supports organizational needs. Integrated 

Personnel Services provides professional staffing solutions by combining structured recruitment procedures with modern 

techniques to enhance hiring efficiency and effectiveness. 

 

Statement of the Problem 

Traditional recruitment methods often cause longer hiring time, higher costs, and inefficient decision-making. 

Recruitment data is not effectively utilized to identify suitable candidates or evaluate hiring sources. Limited use of 

business analytics can reduce hiring quality and increase turnover. Therefore, analytics should be adopted to improve 

recruitment efficiency, reduce costs, and support data-driven hiring decisions. 

 

Objectives of the Study 

The objectives of this study are 

1. To examine and understand the existing recruitment and selection procedures followed at Integrated Personnel 
Services Ltd. 
2. To analyze key recruitment performance metrics such as time-to-hire, cost-per-hire, selection ratio, and offer 
acceptance rate using business analytics. 
3. To understand the role and importance of business analytics in modern HR recruitment practices. 
4. To evaluate the effectiveness of various recruitment sources in selecting suitable candidates. 
5. To study the role of business analytics in improving recruitment efficiency. 
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Scope of the Study 

1. The study covers the recruitment procedures followed at Integrated Personnel Services, Chennai, and evaluates their 
effectiveness in selecting suitable candidates. 
2. It examines the application of business analytics in recruitment, including recruitment sources, methods, and its role 
in improving efficiency and decision-making. 
3. The study also covers key recruitment metrics such as time-to-hire, cost-per-hire, selection ratio, and offer acceptance 
rate. 
 

Limitations of Study 

1. The study is limited to Integrated Personnel Services Ltd, restricting wider generalization. 
2. The sample includes 98 HR respondents, limiting representation of population. 
3. Questionnaire and interview responses may reflect personal opinions and perceptions. 
 

II. REVIEW OF LITERATURE 

 

In a study made by Myla Rajyalaxmi, (2023) titled Human Resource: Recruitment and Selection Process, published in 

IJNRD, Volume No. 8, Issue no.10, pages 118 -132, it was concluded that in Effective staff management requires a 

coherent Human Resource Management system covering workforce planning, employee development, performance, and 

retirement processes. 

 

Another study made by T. Santhosh et.al, (2024) titled A Study on Employee Recruitment And Selection Process in Abt 

Private Limited, Coimbatore, published in Journal of Human Resource Management, Volume No.13, Issue no.4, pages 

42-51, it was concluded that employees who receive timely recognition and motivation experience job satisfaction and 

remain committed to organizational growth and development. 

 

Yet another study made by Ms. Ritika Gupta, (2024) titled A Study on Recruitment and Selection process and its 

Evaluation Indi hire Pvt. Ltd., published in Journal of Emerging Technologies and Innovative Research, JETIR, vol. 11, 

issue 3, pages 460-467, it was concluded that Organizations increasingly use electronic recruitment alongside diverse 

selection methods to improve staffing efficiency, effectiveness, and minimize operating costs. 

 

Another study made by Syed Irabat Abbas et.al, (2021) titled Critical Review of Recruitment and Selection Methods: 

Understanding the Current Practices, published in Annals of Contemporary Developments in Management & HR, vol. 3, 

issue 3, pages 46-52, it was concluded that different recruitment and selection approaches are still actively used and a 

significant rise can be seen in the use of electronic mediums for staffing procedures. 

 

Company Profile 

Integrated Personnel Services Limited (IPS Ltd), established in 2004, is a leading Indian recruitment and staffing 

company founded by Raghuvir Prasad Goyal and Sandeep Kaur Goyal. It provides permanent, temporary, contract 

staffing, RPO, payroll, and HR consulting across diverse industries. Headquartered in Mumbai with branches across India 

and international operations, IPS uses digital platforms, ATS, and analytics to deliver efficient recruitment, Talent 

sourcing, and workforce solutions. 

 

Global Scenario 

The global recruitment industry supports organizational growth by attracting and managing Talent. Technology, AI, ML, 

automation, and Applicant Tracking Systems have transformed recruitment. Business analytics helps organizations 

evaluate time-to-hire, cost-per-hire, quality-of-hire, and retention. Remote work, employer branding, diversity, candidate 

experience, and data security are also becoming important. 

 

National Scenario 

India has a large and diverse Talent pool, supporting recruitment across IT, healthcare, manufacturing, banking, retail, 

and education. Recruitment has shifted from traditional methods to digital platforms, job portals, social media, and 

analytics. Staffing agencies, campus recruitment, automation, and ATS improve efficiency, while skill gaps and 

employee attrition remain major challenges. 
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State Scenario 

Tamil Nadu has strong recruitment demand due to its diversified industries and educational infrastructure. Companies 

increasingly use structured selection methods, digital platforms, recruitment agencies, and business analytics. However, 

skill mismatches, technological changes, and employee attrition remain concerns. 

 

Future Outlook 

Recruitment is expected to become more technology-driven through AI, automation, predictive analytics, remote hiring, 

skill-based recruitment, cloud systems, and improved candidate experience. Organizations adopting innovative and data-

driven strategies can gain competitive advantage despite emerging skill and workforce challenges. 

 

III. RESEARCH METHODOLOGY 

 

Research methodology refers to the procedures and techniques used to identify, select, process, and analyses information. 

It includes the research type, data collection methods, analytical tools, and techniques used for conducting the study. 

 

Research Design 

The study adopts a descriptive research design, which provides a detailed and accurate description of the characteristics 

and behaviour of the selected population. 

 

Source of Data 

Primary data were collected through questionnaires from employees. Secondary data were obtained from internet sources, 

the company website, and relevant journals. 

 

Research Approach 

The study follows the survey method, collecting information from selected respondents through structured questions. 

 

Research Instrument 

A questionnaire was used as the research instrument for collecting primary data. 

 

Sample Plan 

The sample plan consists of the sample unit, sample size, and sampling procedure. The sample unit comprises employees 

of Integrated Personnel Services Ltd. The study selected 98 respondents from a population of 120 employees using simple 

random sampling, giving each respondent an equal chance of selection. 

 

Tools Used for Analysis 

Percentage Analysis: Percentage analysis compares data and examines demographics, analytics awareness, usage, and 

organizational performance. 

Percentage = 
𝐍𝐨.𝐨𝐟 𝐑𝐞𝐬𝐩𝐨𝐧𝐝𝐞𝐧𝐭𝐬 𝐢𝐧 𝐚 𝐂𝐚𝐭𝐞𝐠𝐨𝐫𝐲𝐓𝐨𝐭𝐚𝐥 𝐍𝐨.𝐨𝐟 𝐑𝐞𝐬𝐩𝐨𝐧𝐝𝐞𝐧𝐭𝐬  x 100 

 

Chi-Square Test: Chi-square determines whether variables are associated, including analytics usage, performance, 

awareness, decision-making, and departmental usage. 

χ² = ∑  (𝟎𝐢− 𝐄𝐢)²𝐄𝐢  

 

Correlation Analysis 

Correlation analysis is a statistical tool used to measure the relationship between two variables. It is denoted by “r” and 

shows the strength and direction of the relationship. It helps to identify whether variables such as business analytics usage 

and organizational performance are related 

 

 

 

 

 

 

 

r = 
𝒏 (∑ 𝒙𝒚)−(∑ 𝒙) (∑ 𝒚)√ [𝒏 ∑ 𝒙𝟐− (∑ 𝒙)𝟐 [𝒏 ∑ 𝒚𝟐− (∑ 𝒚)𝟐 
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Data Analysis and Interpretation 

Data analysis involves systematically organizing and examining data to answer research questions, often using visual 

tools like tables and charts. Data, collected through various methods, is meaningless until analyzed. Analysis identifies 

patterns and insights through techniques like classification and comparison. Interpretation gives meaning to findings, 

aligns them with research goals, and generates insights for informed decision-making and future studies. 

 

Table: 1 Age 

 

Age No. of Respondents % 

Below 25 years 20 21 

25-30 years 35 36 

31-35 years 16 16 

36-40 years 15 15 

Above 40 years 12 12 

Total 98 100 

 

From the above table, it is interpreted that 20% of respondents are below 25 years, 36% are 25-30 years, 16% are 31-35 

years, 15% are 36 – 40 years and 12% are above 40 years. 

 

Table: 2 Gender 

 

Gender No. of Respondents % 

Male 52 53 

Female 46 47 

Total 98 100 

 

From the above table, it is interpreted that, 53% of the respondents are Male and 47% of the respondents are Female. 

 

Table: 3 Education Qualifications 

 

Education Classifications No. of Respondents % 

Undergraduate 75 77 

Postgraduate 23 23 

Total 98 100 

 

From the above table, it is interpreted that 77% are Undergraduate and 23 % completed Post Graduation. 

 

Table: 4 Department 

 

Department No. of Respondents % 

Recruitment 53 54 

HR Operations 17 17 

Training and Development 16 16 

Administration 12 13 

Total 98 100 

 

From the above table it is interpreted that 54% belong to recruitment department, 17% to HR Operations, 16 % to Training 

and Development and 13% to Administration Department. 
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Table: 5 Work Location 

 

Work Location No. of Respondents % 

Head Office 30 31 

Branch Office 46 47 

Remote / Work from home 22 22 

Total 98 100 

 

From the above table it is interpreted that 31% are located at Head Office, 47 % at Branch Office and 22% are located in 

remote areas (Home). 

 

Table: 6 Work Experience 

 

Work Experience No. of Respondents % 

Less than 1 year 49 50 

1-3 years 29 30 

3-5 years 14 14 

5-10 years 4 4 

Above 10 years 2 2 

Total 98 100 

 

From the above table it is interpreted that 50% are have work experience less than 1 year, 30% with 1 – 3 years, 14 % 

with 3 – 5 years,4 5 with 5 – 10 years and 2% above 10 years. 

 

Table:7 Types of Hiring handled 

 

Types of Hiring handled No. of Respondents % 

Contract Staffing 30 31 

Permanent Staffing 25 26 

Temporary Staffing 23 23 

Part Time Staffing 20 20 

Total 98 100 

 

It is interpreted that 31% of hiring as contract staffing, 26% as permanent staffing, 23% as temporary staffing and 21% 

as part time staffing. 

 

Table:8 No. of Recruitment Analytics training attended 

 

No. of Recruitment Analytics training attended No. of Respondents % 

None 13 13 

One 30 31 

Two 25 26 

Three 20 20 

More than three 10 10 

Total 98 100 

 

It is interpreted that 13% of respondents not attended training, 31% attended 1 training, 26% attended 2 training, 20 % 

attended 3 training and 10% attended more than 3 training.  
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Table:9 Usage of Recruitment Analytics Software 

 

Usage of Recruitment Analytics Software No. of Respondents % 

Yes 85 87 

No 13 13 

Total 98 100 

 

It is interpreted that 87 % of respondents are using and 13 % are not using recruitment software.  

 

Table: 10 Respondents agreements with implementation of Recruitment Analytics 

 

Influencing Factors by using Recruitment 

Analytics 

Strongly 

Agree 
Agree Neutral  Disagree 

Strongly 

Disagree 

Res* % Res* % Res* % Res* % Res* % 

Clearly Defined Recruitment Analytics 24 25 51 53 11 11 2 2 10 9 

Clear Job Descriptions before Hiring 35 36 43 44 12 12 1 1 7 7 

Well-structured Recruitment Process 30 31 47 48 13 13 3 3 5 5 

Clear Communication with candidates 38 39 43 44 9 9 1 1 7 7 

Systematic Interview Process 34 35 41 42 11 11 4 4 8 8 

Skill and Qualification based Selection 38 39 42 43 7 7 3 3 8 8 

Properly Recorded and Maintained Data  34 35 50 51 7 7 1 1 6 6 

Sufficient Time for Hiring 42 43 39 40 8 8 1 2 8 7 

Preparing periodical Recruitment reports 36 37 42 43 7 7 4 4 9 9 

Improvement in Recruitment Efficiency 38 39 41 42 9 9 1 1 9 9 

Performance is measured using KPIs 42 42 32 33 17 18 3 3 4 4 

Clients satisfied with Analytics  38 39 45 46 10 10 2 2 3 3 

Better Recruitment Decisions 42 43 36 37 12 12 2 2 6 6 

 

Res* Respondents 

The table shows that recruitment analytics positively influences several recruitment factors. Clear job descriptions record 

the highest “Agree” response at 44%, followed by clear communication with candidates (44%) and well-structured 

recruitment processes (48%). Properly recorded data records 51% Agree, while clearly defined recruitment analytics has 

53% Agree, the highest overall. Other strongly influenced variables include skill- and qualification-based selection (39% 

Strongly Agree), sufficient hiring time (43%), periodical recruitment reports (43%), and improved recruitment efficiency 

(39%). Performance measurement using KPIs records 42% Strongly Agree, while client satisfaction with analytics shows 

46% Agree. Better recruitment decisions record 43% Strongly Agree and 37% Agree. Overall, the findings indicate that 

recruitment analytics influences data management, recruitment efficiency, decision-making, candidate communication, 

structured selection, KPI measurement, and client satisfaction. The highest variables are clearly defined recruitment 

analytics, proper data maintenance, structured recruitment processes, and improved recruitment decisions, demonstrating 

the important role of analytics in strengthening recruitment effectiveness. 

 

IV. CHI SQUARE TEST–I 

 

A Chi-Square test is a statistical test that is used to compare observed and expected results. 

Relationship between Gender and Satisfaction in Overall Recruitment Process 

Null Hypothesis: (H0) 

There is no significant relationship between gender and satisfaction in overall recruitment process. 

Alternative Hypothesis: (H1) 

There is significant relationship between gender and satisfaction in overall recruitment process. 

Observed Frequency: The observed frequency for the Chi-Square Test is given in the table below: 
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Table 11: Observed Frequency 

 

 Satisfaction in overall Recruitment Process 
Total 

Gender Strongly Agree Agree Neutral Disagree Strongly Agree 

Male 20 24 5 1 2 52 

Female 18 21 5 1 1 46 

Total 38 45 10 2 3 98 

 

Source: Primary Data 

Expected Frequency = 
𝐑𝐨𝐰 𝐓𝐨𝐭𝐚𝐥 𝐱 𝐂𝐨𝐥𝐨𝐮𝐦 𝐓𝐨𝐭𝐚𝐥𝐆𝐫𝐚𝐧𝐝 𝐓𝐨𝐭𝐚𝐥  

 

The Calculation is as follows 

1. Row1Total×Column1Total/Grand Total  = 52x38/98 = 20.16 

2. Row1Total×Column2Total/Grand Total  = 52x45/98 = 23.88 

3. Row1Total×Column3Total/Grand Total  = 52x10/98 =   5.30 

4. Row1 Total × Column4 Total / Grand Total  = 52x  2/98 =   1.06 

5. Row1 Total × Column5 Total / Grand Total  = 52x  3/98 =   1.59 

6. Row2 Total × Column1 Total / Grand Total   = 46x38/98 = 17.84 

7. Row2 Total × Column2 Total / Grand Total   =  46x45/98 = 21.12 

8. Row2 Total × Column3 Total / Grand Total   = 46x10/98 =   4.70  

9. Row2 Total × Column4 Total / Grand Total   = 46x  2/98 =   0.94 

10. Row2 Total × Column5 Total / Grand Total  = 46x  3/98 =   1.41 

 

Table 11: Expected Frequency 

 

 Satisfaction in overall Recruitment Process 
Total 

Gender Strongly Agree Agree Neutral Disagree Strongly Agree 

Male 20.16 23.88 5.30 1.06 1.59 52 

Female 17.84 21.12 4.70 0.94 1.41 46 

Total 38 45 10 2 3 98 

 

χ² = ∑  (𝟎𝐢− 𝐄𝐢)²𝐄𝐢  

 

Table 12: Calculation of Chi Square 

 

Observed frequency Expected frequency Oi–Ei (Oi–Ei)2 (Oi–Ei)2/Ei 
20 20.16 -0.16 0.0256 0.0012 

24 23.88 0.12 0.0144 0.0006 

5 5.30 -0.30 0.0900 0.0170 

1 1.06 -0.06 0.0036 0.0034 

2 1.59 0.41 0.1681 0.1057 

18 17.84 0.16 0.0256 0.0014 

21 21.12 0.12 0.0144 0.0007 

5 4.70 0.30 0.0900 0.0191 

1 0.94 0.06 0.0036 0.0038 

1 1.41 -0.41 0.1681 0.1193 

98   Total 0.22 
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∑[(Oi–Ei)2 / Ei] = 0.049 

Degrees of freedom = (No. of Rows – 1) (No. of Columns – 1) = (2-1) x (5-1)  =  4 

At 5% level of significance the value is 9.488. Calculated value = 0.22 

Table value >Calculate value, H0 is accepted. 

 

Inference 

There is no significant relationship between Gender and Satisfaction in overall Recruitment Process  

Correlation 

Coefficient of Correlation 

Correlation coefficient is the statistical tools used to measures the degree to which two variables are linearly related to 

each other. Correlation measures the degree of association between two variables. 

 

Table 13 Relationship between Years of Experience and Improvement in Decision Making 

 

Years of Experience (X) Improvement in Decision Making 
(Y) 

X² Y² XY 

49 42 2401 1764 2058 

29 36 841 1296 1044 

14 12 196 144 168 

4 2 8 4 8 

2 6 4 36 12 

∑X = 98 ∑Y = 98 ∑X2 = 3450 ∑Y2 = 3244 ∑XY = 3292 

 

Source: Primary Data 

Formula: 

 

 

r = 
5 x (3290) −(98) × (98) 

 

√(5 x (3450) −(98)2× 5 x (3244) −(98)2 

 

r =0.9625 

Calculated value = 0.9625 

 

Interpretation 

It is inferred that the correlation value r = 0.9625 is positive, therefore there is a relationship between the Years of 

Experience and Improvement in Decision Making. 

 

Suggestions for Better Prospects 

The organization should adopt advanced analytics tools to improve recruitment efficiency and accuracy. Regular training 

and awareness programs should enhance employees’ analytics knowledge and acceptance. Organizations should shift 

from traditional methods toward automated, data-driven recruitment. Recruitment metrics such as time-to-hire, cost-per-

hire, and quality of hire should be analyzed, while historical data should support better decision-making. 

 

V. CONCLUSION 

 

The study concludes that business analytics has a significant impact on improving recruitment efficiency and decision-

making. The percentage analysis shows a favorable response towards analytics-based recruitment, while the Chi-square 

test confirms that opinions are consistent across gender. The correlation analysis further proves that there is a positive 

relationship between analytics usage and recruitment performance. Overall, the adoption of business analytics helps 

organizations reduce hiring time, improve candidate quality, and make better strategic decisions. Therefore, it is essential 

for organizations to integrate analytics into their recruitment processes to achieve better results. 

 

r = 
𝒏 (∑ 𝒙𝒚)−(∑ 𝒙) (∑ 𝒚)√ [𝒏 ∑ 𝒙𝟐− (∑ 𝒙)𝟐 [𝒏 ∑ 𝒚𝟐− (∑ 𝒚)𝟐 

http://www.ijirset.com/


|www.ijirset.com |A Monthly, Peer Reviewed & Refereed Journal| e-ISSN: 2319-8753| p-ISSN: 2347-6710| 

Volume 15, Issue 9, September 2026 

|DOI: 10.15680/IJIRSET.2026.1509023| 

IJIRSET©2026                                      |     An ISO 9001:2008 Certified Journal   |                                        12026 

REFERENCES 

 

1. Sunita Shah (2021) "A Study on Recruitment and Selection Process at Capgemini India Pvt Ltd", vol. 6, issue 4, 
pages 1557-1562 

2. Ms. Ritika Gupta (2024) "A Study on Recruitment and Selection process and its Evaluation In hire Pvt. Ltd”, vol. 11, 
issue 3, pages 460-467 

3. DEEPIKA (2021)"Recruitment and Selection" vol.9, issue 5, pages 816-825 

4. Shweta Tyagi, (2023) " An Analysis Of Recruitment And Selection Process At B. M. House (India) Limited", vol. 11, 
issue 11, pages 194-207 

5. Myla Rajyalaxmi (2023) "Human Resource: Recruitment And Selection Process", Volume No. 8,Issue no.10, pages 
118 -132 

6. Krinal Gandhi (2021) "A Study On Recruitment And Selection Process Of Employees At Navjivan Cars Pvt. Ltd." 
Volume No.9, Issue no.4, pages 3027-3078 

http://www.ijirset.com/


 


