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Abstract 

 

Recruitment and evaluation are one of the tasks that has a significant effect on the 

organization’s success to accomplish its purpose as part of human resources 

management. The aim of this analysis is to define employee recruiting and selection in 

the construction industry. The research centered on the analysis, identification and 

conclusion of current recruiting, selection and training practices implemented by 

building firms. In comparison, having a career was boring and frustrating early, but it 

became simple, fascinating and rewarding as technology progressed. The planet has now 

undergone a radical change in recruiting from newspaper and radio advertising to 

internet job platforms and media networks. Through the increase in technologies, 

recruiting is encouraged and strengthened. Because of technical advancements, 

recruitment has made it simple, cost effective and responsive for a variety of resources, 

websites and portals to expand. The organization will then implement the latest 

innovative techniques and methods and introduce technology and enhance the efficiency 

of its internal recruiting and selection method as preparation program in order to ensure 

positions are met as quickly as possible as cost-effectively as possible. 
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I. Introduction 
 

Two separate meanings exist. The first concept of HRM is that it is the manner in which 

employees in organisations are coordinated and handled in detail. This covers the fields of recruiting 

(hiring employees), training, compensation and rewards, control of results, transition management 

and departure management for the organization to complete activities. This is the basic HRM 

definition that some experts define as a modem variant of the previously used Staff Management 

function. 

The second concept of HRM is the macro management of individuals in organisations, i.e. the control  

of people in the form of a partnership between management and workers. This reflects on the HRM 

functions' priorities. Throughout this sense the HR position of contemporary businesses includes 

the principles of workplace satisfaction, workforce development and the importance put on 



 

Pratiksha Ashitkumar Dhabuwala  

RECRUITMENT, SELECTION,  TRAINING OF HUMAN RESOURCE 
RT&A, Special Issue 

Volume 15, December 2020  

112 

maintaining the "jobs partnership" between management and workers. 

 

A. Need of Study 

The robots cannot do all the work and for every company people are necessary strength. Every 

organisation will search for the workers that can operate for the company's objectives. The caring 

partnership between management of sites and their human capital is usually experienced to improve 

the job partnership in the building project's setting. 

B. Objectives of Study 

The primary goal of HRM is to supply an organization of trained and professional employees. 

There are other targets, like that. The aims of the HRM are fourfold: financial, realistic and workers. 

C. Scope of HRM 

HRM's main roles include HRM growth, work analysis, role planning, workplace and corporate 

training, workforce participation, administrative control, industrial relations with HRM and 

opportunities of jobs. HRM is one of the primary functions. The degree to which intellectual 

resources is treated is: 

1) Activities and approaches relevant to people management across any form of company as 

workers. 

2) All aspects related to people and all the dynamics which flow from their employment 

relationships. 

The American Society for Training and Development (ASTD) carried out a relatively comprehensive 

analysis in this field, describing nine specific areas of HRM 's activities. The following figure 1 Shows 

scope of HRM. 

 
Figure 1: Scope of HRM 

 
 

II. Literature Review  
 

The evaluation text includes the analysis of multiple scholars and the findings of separate study 

articles. The studied PhD thesis, reviews and books have been released in different national and 

Foreign journals, and their main findings are described and shown at the end of this article. This 

improves knowledge of the subject and offers extensive background in the right flow of work. 

Othman A. E. A. et al. (2009) analysed the expectations of the value-added contribution of these two 

large global electronics firms, operated in Malaysia by Japan, to corporate effectiveness. In this 

study, case studies and questionnaire responses used a mixed-methodological methodology. The 

two firms evaluated a total of 29 questionnaires. Review of the questionnaire answers and interviews 

shows that certain modifications and improvements are made in accordance with local 

circumstances between their approaches and the principles of the mainstream Japanese 

Management Systems (JMS). The overall findings show that JMS advises recruitment / selection and 

formation / growth approaches, which facilitate the creation of specific human capital through well 
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defined, collaborative HRM activities that are aligned with organizational priorities. Although not 

definite, HRM 's view that greater strategic efficiency correlates positively with organizational 

performance is supported by the results of this study. The paper presents some observations and 

realistic perspectives on successful HRM management strategies as a source of competitive 

advantage for HR practitioners and managers. [8] 

According to Ahmed et al. (2012) The fields that should be considered for the strong motorway 

sector and the business as a whole have been revealed in procurement and method management 

procedures utilized by major road building firms. Recruitment strategies will be improved so 

employers will make use of their recruiting effort. In fact, there is a major difference in the sum 

expended on hiring and skilled workers within the organizations. Although certain companies 

believe that staff in offices are more critical than field personnel, changes may contribute to a 

behavioral change in the organization. Statistics suggest that companies, in addition to expending 

more resources to attract applicants for office, would be apparent to these organizations, that an 

early commitment in the training of an appropriate applicant pool minimizes the recruitment 

expense of applicants and the procurement of candidates with skills. [1] 

Adu-Darkoh et al. (2014) Selection and recruiting is one of the most important processes in the 

pursuit of an organization's overall objective, as a human resource management tool. For this report, 

workers for construction in the city of Ashanti are hired and chosen. The research cantered in 

particular on the understanding of existing recruiting and selection procedures implemented by 

construction companies, the detection of challenges and findings and feedback based on my tests. 

The research further analysed recruiting and training literature. For the study a complete list of 62 

businessmen from Ghana's Ashanti Construction and Civil Engineering Association division was 

used. Closed and open-ended questionnaires were used to determine respondents' opinions about 

specific problems relating to recruiting and job hiring activities. [2]  

Kanu A. M. et al. (2015) Qualitative and quantitative methodological methods to research and 

outcomes of 59 small and medium businesses in interactions between recruiting and selection 

practices. These conducted in-depth conversations with owners / managers and cross-sectional 

owner / manager and staff reviews. SPSS used for results analysis. He recommends that the owner 

/ manager employ and choose the best employees, regardless of the number of workers, using more 

international recruiting platforms, take health and wellness into account prior to recruitment and 

selection as well as other recruitment and selection approaches. The study was conducted with a 

lack of time and resources, self-reporting, limited, independent variables, the prevalence of 

questionnaires, limited semi-circular interviews and, in the end, insufficient sample frameworks. [4] 

Manap N. et al. (2017) Higher importance of the building work ended in 2016 in the state of Johor 

in Malaysia. Malaysia's construction industry has problems with skilled labour, which is why it is 

important to recruit contractors with international skilled work to satisfy the need. He researched 

two purposes in order to define requirements for hiring local skilled workers by the construction 

firm and to research techniques that can draw local skilled workers to the construction industry. 

Questionnaires were sent to Johor's G7 provider. Reliability data compiled and analysed using SPSS. 

The outcome of this study indicates that the potential boss wishes to work with him / her and needs 

young, trained, experienced and competent workers. In addition to improving social services and 

providing more housing, some strategies are primarily concerned with the provision of revenues 

such as salary increase, incentives, allowances and overtime compensation. The research will 

function as a road-map to establish both the skills organization and the contractor in order for the 

local skills staff to join the industry. [6] 

 

 

III. Recruitment in Construction 
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Recruitment is the mechanism by which qualified candidates are sought and drawn for 

employment. The cycle starts with the invitation for new hires and concludes with the delivery of 

their applications. The effect is a selection of candidates chosen for new workers. We may therefore 

conclude that recruiting is the method of finding and motivating prospective workers to apply for 

employment. 

A. Factors Affecting Recruitment 

 The following figure 2 Shows factors affecting the recruitment. 

 

Figure 2:  Factors Affecting Recruitment 

 

 

B. Recruitment Process 

The following figure 3 Shows  

recruitment process. 
 

 

 

 

 

 

 

 

 

Figure 3:  Recruitment Process 

 

C. Source of Recruitment 
1) Internal Source 
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i. Job posting and bidding 

ii. Employee Referrals 

iii. Promotions and Transfers  

iv. Re-recruiting former Employees & Applicant 

v. Internal Recruiting database  

 

a) Advantage:  

i. Good capability evaluation 

ii. Any work is inexpensive 

iii. A motivation for strong results 

iv. You just want recruit at the point of entry 

v. Causes a number of deals 

vi. Promoting principles 

b) Disadvantages: 

i. Management and Growth Software Require 

ii. Nativity 

iii. Operation civil resistance 

iv. Social problem with the unpromoted 

 

2) External Source 

i. Labour union  

ii. Media Sources 

iii. Employment Agencies 

iv. Employment Exchanges 

v. School, College & Universities 

 

a) Advantage:  

i. Cheaper and faster than college 

ii. Trained practitioners 

iii. No party community with business backers 

iv. Organization Yet 

v. Can have fresh insights into the industry. 

vi. Young blood provides new opportunities 

b) Disadvantage:  

i. May cause internal moral problems 

ii. Non-selected candidates 

iii. Longer time for "adjustment". 

iv. Can't choose anyone who fits the job or organization 

 

IV. Selection in Construction 

Selection is the method of selecting the most appropriate person for the current position or the 

future position from among the candidates from within the organization or from outside. 

A. Selection Process 

The following figure 4 shows the selection process in construction. 
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Figure 4:  Selection Process 

 

1) Preliminary interview: In the first phase of the screening process inappropriate and unqualified 

candidates are rejected depending on the information in the request forms. Sorting is the reject 

of malfunctions according to minimal preparation, skill or skills. Appropriate care should be 

taken to ensure that the sortation procedure cannot lead to the removal of suitable candidates. 

2) Application Blanks: After the clearance of the interview, candidates are required to fill in a blank 

questionnaire to gather pertinent details regarding their age, employment, background, 

experience, references, motives for leaving their former work. Questionnaire blanks: The 

applicant shall complete the document and submit it to the company before the stated date with 

a copy of the certificate and image. 

3) Selection Tests: If the candidates obtain filled blanks, they are required to conduct various tasks 

to identify the best person for the right work. Such tests are carried out by counselors and 

academics in preparation for candidates in the organization to determine the appropriateness 

and expertise. 

4) Reference Checks: Applicants are required to have two to three people's names and emails. After 

conclusion of the interview, these people are contacted by structured mail, by telephone or 

simply with their thoughts on the candidate. The key purpose of the exam is to learn the history 

of the applicant and to review the information in the application form.  

5) Medical Examination: Following the reference check, candidates must receive a wellness 

examination to guarantee their physical and mental wellbeing, because it improves their 

effectiveness and decreases the likelihood of absenteeism. Just after passing the diagnostic 

examination does the candidate submit a work offer. 

6) Final Approval: Once the exams and interviews are finished, letters of selection are sent and 

sought from the applicants specifying the position, position, salaries, certain terms and 

conditions etc. The candidates are properly set up and activated on the day they join the 

company. 
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V. Training in Construction 

Education is the incremental shift of actions by schooling, education, development and 

anticipation. In summary, one may assume that preparation enhances the experience and abilities of 

an individual to perform a particular work. 

 

A. Need of Training 

The number of qualified staff in India has been reported to be very small, so leading businesses 

need to invest in recruiting. The schooling of workers with different abilities has been important in 

order to improve their efficiency. Job sense schooling, content knowledge and consistency 

knowledge will be given to build professional and social competencies, etc. Through the following 

Chinese proverbs, the importance of preparation is emphasized: 

"Give a fish to a man, and you gave meal to him. Teach fishing guy, and life for him. 

"Once you prepare seeds for one year, if you decide to grow plant trees for ten years, if you intend 

to keep them for life time develop men. 

So, importance of training for an organization and its employees can be explained as: 

1)  Better efficiency 

2)  Optimal human capital use 

3)  Improved job efficiency 

4)  Uncontrolled 

5)  Fewer times of study 

6)  Less injuries 

7)  High moral standards 

8)  Culture & Environment organization 

 

B. Types of Training Methods 

        Learning approaches are designed to accomplish the intended training outcomes and thus a 

wide variety of training strategies are used, although not all of them can be implemented by an 

individual at the same time. This will select the strategies to suit the educational needs and 

operational criteria. 

1) On Job Training Method 

The on-the-job preparation is a method from which workers, i.e. employees, are guided 

to perform their duties on the working floor. The employees can learn the skills required in 

the current working conditions and become familiar with the working environment. There 

is also no extra expense for creating a classroom or a simulated structure for delivering 

guidance to workers apart from the real operating period, as is the case for off-the-job 

preparation. 
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Figure 5: On Job Training Method 

 

2) Off Job Training Method 

The Off-the-Job Training is the training method wherein the workers/employees learn 

their job roles away from the actual work floor. Simply put, off-the-job training requires a 

position explicitly reserved for the purpose of training that may be similar to the actual 

workplace, where employees are expected to practice the skills and be well trained with the 

equipment and procedures to be used in the actual workplace. 

 

 

 

Figure 6: Off Job Training Method 

 



 

Pratiksha Ashitkumar Dhabuwala  

RECRUITMENT, SELECTION,  TRAINING OF HUMAN RESOURCE 
RT&A, Special Issue 

Volume 15, December 2020  

119 

VI. Case Study: Recruitment and Selection Process Of Larsen & Toubro, 

Mysore  

 

Work position: JET (Junior Engineer Trainee, Qualification- Diploma) and GT (Graduate Trainee, 

Qualification- Engineering) for L & T, C-TEA (Centre for Technology and Engineering Application) 

80 resumes were sourced, after the telephonic round, where the candidates interest checks were 

carried out and the communication skills were evaluated. Fifteen candidates were short-listed based 

on interest checks communication, relevant work experience and locational constraint (Mysore). 

They were called for a face to face interview in L & T’s Mysore campus. Document verification was 

conducted, where the candidates’ marks sheets, updated curriculum Vitae (CV), pay slips for the 

last three months, character certificates from the previous employers were checked. 

The candidates had to face another 2 interview rounds, including one inside the administrative team, 

and if they considered the candidates to be qualified, the candidates were sent into the final 

interview round performed by L&T – CTEA 's technical council. Two candidates were offered: one 

fresher and one with relevant professional experience. 

The chosen applicants were required to undergo medical examinations in hospitals which are 

related to L&T, and the applicants obtained a soft copy of the letter of offer after the medical 

examination was accepted. On the day of joining the hard copy of offer letters were given to the 

candidates. 

 
 

 

 

 

 

 

 

 

 

Figure 7: Construction Skills Training Institute 

The above figure 7 shows the Construction Skills The need for skilled labor is paramount for a 

rapidly increasing and evolving industry such as the construction industry and as a leader, L&T 

Construction plays a key role in the development of skilled labor through its Construction Skills 

Training Institutes (CSTIs), which are spread across the world. 

The Construction Skills Training Institute (CSTI) has independent, conductive campuses for 

practical and classroom training at Chennai, Mumbai, Ahmedabad, Bangalore, Hyderabad, Kolkata, 

Delhi and Cuttack. 

 

VIII. Conclusions 
 

The following conclusion based on literature review and case study: 

1) There is no need today for a highly qualified unemployed worker to search for job 

opportunities. The job is rendered available through career portals and accessibility via one's 

own door steps. 
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2) Nevertheless, the planet has witnessed a steady change towards on-line workstations to 

social networks, towards journal to radio ads. This makes the procurement cycle quicker 

and easier with the increase in technology. 

3) The hunt for jobs was tedious, monotonous and tiresome before, but the introduction of 

technology in this field rendered things easier, more enjoyable and more satisfying. The 

recruiting process has also seen the growth of numerous tools, websites, portals that have 

made this process more complex, faster, more cost-effective and to some degree more 

efficient as a result of technological innovation. Therefore, the company must utilize the 

latest technologies and approaches and adopt technology to update the recruiting and 

selection process more responsively and more efficiently to ensure that vacancies are filled 

in as little time as possible and in cost-effective ways as possible. 

4) DGFASLI seeks to enhance workplace standards and environments in order for factory 

employees to increase protection, wellbeing and productivity and, broadly speaking, the 

nature of their working lives. The ILO created the Institute as a Center of Excellence for the 

Administration of Asian and Pacific Labor. 

5) The government of India established the Central Labor Institute, Mumbai, as a center for 

study, training and consultancy on the various facets of human labor, under the first five-

year plan. 
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