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ABSTRACT 

The recruitment and selection process plays a vital role in the success of any organization by 

ensuring the right talent is brought on board. This study explores the recruitment and selection 

practices at Kalpataru Global Alloys Pvt. Ltd., a company engaged in the manufacturing and 

supply of high-quality alloy products. The objective of this research is to evaluate the effectiveness 

and efficiency of the current hiring procedures adopted by the company. 

The study highlights the methods used for attracting potential candidates, such as job postings, 

employee referrals, and recruitment agencies. It also examines the selection techniques, including 

resume screening, interviews, and skill assessments, and assesses how well these align with the 

company’s goals and culture. 

Keywords: Recruitment, Selection, e-recruitment, Organizational performance. 

Introduction    

Kalpataru Global Alloys Pvt. Ltd. is a prominent private-sector company in India, established on 

June 7, 2013. Headquartered in Chennai, Tamil Nadu, the company specializes in the 

manufacturing and supply of high-quality alloy products such as ferro alloys, alloy plates, and 

Inconel sheets. With its manufacturing facility located in Nellore, Andhra Pradesh, Kalpataru 

Global Alloys serves clients across diverse industries by offering reliable, durable, and precise 

metal solutions. 

The company operates under the leadership of experienced directors, including Padamchand Jain, 

Lalit Kumar Jain, and other key members who bring industry expertise and strategic direction to 

the organization. Over the years, Kalpataru Global Alloys has built a reputation for quality and 

timely delivery, ensuring that its products meet international standards and customer expectations. 

Kalpataru Global Alloys Pvt. Ltd. holds a significant position in India’s alloy and metal 

manufacturing industry due to its commitment to quality, innovation, and customer satisfaction. 

As a reliable producer of ferro alloys, alloy plates, and specialized metal products, the company 

plays a crucial role in meeting the raw material demands of various high-growth sectors such as 

automotive, construction, infrastructure, and energy. 

One of the key aspects that underline the company's significance is its ability to offer customized 

and high-strength alloy solutions that cater to both domestic and international standards. By 

focusing on timely delivery and consistent quality, Kalpataru has established itself as a trusted 

partner for manufacturers and industrial players across India. 

Kalpataru Global Alloys Pvt. Ltd. operates in the crucial metals and alloys industry, which serves 

as the backbone of industrial development and infrastructure worldwide. The company contributes 

significantly to this sector through the production and supply of high-performance alloy products 

such as ferro alloys, alloy plates, and specialized metal sheets. These materials are essential in 

various industries, including automotive, aerospace, construction, power generation, and heavy 

engineering. 



                     ISSN: 2583-276X (Online)  

Volume: 4, Issue: 1, Jan -March, 2025 
  

© 2025, Research Stars All Rights Reserved   Page | 2  

Recruitment and selection are fundamental components of human resource management that 

directly influence an organization’s growth and performance. In today’s competitive industrial 

environment, hiring the right talent has become crucial for sustaining productivity, innovation, and 

long-term success. This project focuses on understanding the recruitment and selection practices 

at Kalpataru Global Alloys Pvt. Ltd., a growing force in India’s alloy and metal manufacturing 

sector. Established in 2013, Kalpataru Global Alloys Pvt. Ltd. specializes in the production of 

ferro alloys, alloy plates, and high-performance metal components. The company caters to several 

core industries including infrastructure, automotive, and power generation, making its workforce 

a key driver of operational excellence and customer satisfaction. 

Kalpataru Global Alloys Pvt. Ltd. is a private limited company that plays a significant role in 

India's metal and alloy manufacturing sector. Incorporated on June 7, 2013, and headquartered in 

Chennai, Tamil Nadu, the company has established itself as a reliable manufacturer of ferro alloys, 

alloy plates, and specialized metal products. With a strong focus on quality and customer 

satisfaction, Kalpataru caters to the needs of key industrial sectors such as construction, 

automotive, infrastructure, and energy. 

The company operates its primary manufacturing facility in Kadivedu Village, Chillakur Mandal, 

SPSR Nellore, Andhra Pradesh, contributing to both regional and national industrial development. 

Over the years, Kalpataru Global Alloys has built a reputation for delivering high-performance 

alloys that meet stringent industry standards and specifications. 

Led by a dedicated board of directors and experienced professionals, the company continues to 

evolve with changing market demands. Despite fluctuations in revenue and profits in recent 

financial years, Kalpataru has shown resilience by strengthening its net worth and focusing on 

long-term sustainability. The company also supports the “Make in India” initiative by reducing 

dependency on imported materials and promoting indigenous manufacturing. 

Kalpataru Global Alloys is not only committed to product excellence but also to ethical business 

practices, innovation, and regional employment generation. Its steady growth and contribution to 

critical sectors position it as a significant player in the Indian alloy manufacturing landscape. 

LITERATURE REVIEW 

Bose, U. (2009) Bose proposes a computerized decision aid framework to support group 

judgments. The model integrates decision support systems (DSS) with group decision-making 

processes. It emphasizes improving consistency, transparency, and accuracy in collective 

judgments. Technology-enhanced collaboration is found to reduce bias and conflict in group 

settings. This approach supports knowledge management and e-learning practices. The study 

provides a foundation for tech-based improvements in organizational decision-making. 

Ouirdi et al. (2016) study examines social media adoption in recruitment across Central and 

Eastern Europe. It finds that cultural and institutional differences affect technology use in hiring. 

Social media enhances employer branding and access to passive candidates. Challenges include 

privacy concerns and the credibility of online information. Employers use platforms like LinkedIn 
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for both sourcing and screening. The research highlights the strategic role of social media in 

modern HR practices. 

Fritts & Cabrera (2021) The authors explore ethical concerns with AI recruitment algorithms. They 

argue that algorithmic decision-making can lead to the dehumanization of applicants. Key issues 

include opacity, bias, and lack of empathy in AI-driven assessments. The paper calls for ethical 

frameworks and human oversight in recruitment AI. It emphasizes the importance of fairness and 

transparency in hiring processes. The work bridges the gap between ethics and technological 

implementation in HR. 

 

Demir & Günaydın (2022) study focuses on how social media content influences hiring decisions. 

Employers often evaluate applicants based on their digital footprints. Posts reflecting 

professionalism positively affect candidate perception. However, personal content may lead to 

unintended bias or rejection. The study warns against overreliance on subjective online 

interpretations. It suggests the need for clear guidelines in social media-based screening. 

 

Holm (2014) analyzes how institutional contexts influence e-recruitment in Danish firms. The 

study reveals that legal, cultural, and organizational factors shape practices. Larger firms adopt 

structured e-recruitment systems, while SMEs vary widely. Government support and labor 

regulations also affect adoption levels. The paper links institutional theory with recruitment 

technology implementation. Findings stress contextual awareness in designing e-HRM systems. 

usyk & Lozano (2007) Investigation presents a typology of social performance in SMEs. It 

categorizes firms based on their drivers and barriers in addressing social issues. The four-cell 

model connects organizational behavior with stakeholder theory. Ethical values and stakeholder 

engagement drive positive social performance. Conversely, resource limitations can hinder CSR 

efforts in small businesses. The research offers a theoretical lens to evaluate SME social 

responsibility. 

Mahfouz (2009) investigated on The Technology Acceptance Model (TAM) in IS research. He 

proposes alternative theoretical models better suited for complex systems. These include socio-

technical and cultural models of IS adoption. The chapter argues that TAM oversimplifies human 

behavior in tech use. A more holistic approach is needed for modern, interactive technologies. The 

work contributes to theoretical development in information systems. 

Horodyski (2023a) study explores applicants’ perceptions of AI in recruitment. Findings suggest 

mixed feelings—AI is seen as efficient but impersonal. Concerns include fairness, lack of 

transparency,  and misinterpretation. Candidates prefer AI as a support tool rather than a decision-

maker.Trust in AI increases with better communication and ethical use. The paper underlines the 

importance of user-centric AI design. 

Ruparel et al. (2023) paper presents a systematic review of professional social media platforms. It 

develops a framework linking user behavior with career development. The study identifies factors 

influencing adoption, such as peer influence and usability. Social media is positioned as a career-
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enhancing tool beyond recruitment. Platforms are increasingly used for networking, branding, and 

skills showcasing. The review offers a behavioral model for future tech integration in career 

planning. 

Warmerdam et al. (2015) examine recruitment strategies for Generation Y (Millennials). Gen Y 

values flexibility, social impact, and digital communication in job seeking. Traditional recruitment 

methods often fail to engage this cohort. The study recommends using social media and branding 

to attract Gen Y. Organizations must adapt their messaging to meet generational expectations. 

Findings support a more personalized and tech-savvy recruitment approach. 

While several studies have examined recruitment and selection practices in large multinational 

corporations and public sector undertakings, there is limited research available on medium-sized 

private manufacturing companies such as Kalpataru Global Alloys Pvt. Ltd. Most existing 

literature focuses on HR practices in IT, services, or government sectors, with insufficient attention 

to the specific needs, challenges, and methods used by private firms in the heavy manufacturing 

and alloy industry. 

Additionally, although technology-driven recruitment, employer branding, and data analytics are 

widely discussed in theory, their practical implementation in mid-sized industrial companies 

remains underexplored. There is also a lack of case-specific studies that evaluate how such 

companies align their hiring practices with operational and strategic goals. 

 

RESEARCH METHODOLOGY AND DESIGN  

Recruitment and selection are vital functions within any organization, especially in the 

manufacturing sector, where the right mix of technical skills, discipline, and safety awareness is 

essential. In the context of Kalpataru Global Alloys Pvt. Ltd., which operates in the highly 

competitive and quality-sensitive alloy manufacturing industry, effective hiring practices directly 

influence productivity, operational efficiency, and workforce stability. 

The need for this study arises from the growing recognition that human capital is a strategic asset, 

particularly for private companies operating with limited resources and high-performance 

demands. Understanding how Kalpataru identifies, attracts, and selects talent can offer valuable 

insights into the strengths and gaps of its HR processes. 

This study focuses on analyzing the recruitment and selection practices at Kalpataru Global Alloys 

Pvt. Ltd., a private manufacturing company engaged in the production of ferro alloys and metal 

products. The scope includes evaluating the current hiring procedures, identifying the techniques 

used for attracting and selecting candidates, and understanding how these practices impact 

organizational performance. 

 

OBJECTIVES OF THE STUDY  

 To study the existing recruitment and selection process followed at Kalpataru Global Alloys 

Pvt. Ltd. 

 To identify the various sources and methods used by the company to attract potential candidates. 

 To analyze the criteria and procedures used for screening, interviewing, and selecting 

candidates. 
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 To evaluate the effectiveness and efficiency of the current recruitment practices in fulfilling 

organizational needs. 

 To identify challenges faced by the HR department in hiring skilled and qualified employees 

 

Research Design 

A research design is the framework that guides the collection, measurement, and analysis of data. 

For this study, a descriptive research design has been adopted, as it helps in systematically 

describing the current recruitment and selection practices at Kalpataru Global Alloys Pvt. Ltd. 

500 Employees of Kalpataru Global Alloys Pvt. Ltd. 100 employees (including junior staff, mid-

level managers, and HR personnel). Stratified random sampling to ensure representation from 

different departments. Structured questionnaires will be distributed to employees across different 

levels. HR managers and supervisors will be interviewed to understand the appraisal process. 

Workplace observations will be conducted to understand how performance evaluations are carried 

out. Company records on past performance appraisals. HR policies and reports related to 

performance management. Research papers, articles, and case studies on performance appraisal 

best practices. Statistical tools like percentages, mean, and standard deviation will be used for 

survey data analysis.  Thematic analysis will be used to interpret interview and observation 

findings and Excel for data analysis.  

 

DATA ANALYSIS AND INTERPRETATION 

How well do you understand your job responsibilities?    

Job responsibility refers to the specific duties and tasks assigned to an individual as part of their 

role in an organization. It outlines the expectations and functions an employee is accountable for 

in their position. responsibilities are essential for achieving the organization's goals and ensuring 

smooth operations within the team or department.  

Table 1 To Understand the job responsibilities of employees to the organization. 

Source: Primary data 

Based on the above table, the majority of employees (70%) are either highly satisfied or satisfied 

with their understanding of job responsibilities within the organization. This indicates that most 

employees have clarity regarding their roles. A moderate 15% of respondents remain neutral, 

suggesting some uncertainty or lack of strong opinion. Only 15% reported dissatisfaction or strong 

dissatisfaction, highlighting a smaller portion that may require better communication or support 

regarding their job responsibilities. 

s.no opinion Respondents         percentage 

1 Highly satisfied 50 50 

2 Satisfied 20 20 

3 Neutral 15 15 

4 Dissatisfied 10 10 

5 Very dissatisfied 5 5 

  Total 100 100 
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Figure 1: To meet the job responsibilities of employees to the organization. 

From the above figure 1, out of 100 sample respondents, the majority 50(50%) of the respondents 

are Highly satisfied to their job responsibilities of employees in the organization 20(20%) 

respondents are satisfied and 15(15%) respondents are Neutral regarding  job responsibilities of 

employees in the organization. whereas 10(10%) respondents are Dissatisfied at all regarding job 

responsibilities of employees in the organization. whereas 5(5%) respondents are very Dissatisfied 

to their job responsibilities of the employees in the organization. Therefore, majority of the 

respondents are Highly Satisfied for taking their job responsibilities. 

How often do you meet the deadlines assigned to you? 

Meeting deadlines refers to an employee's ability to complete tasks and assignments within the 

specified time frame set by the organization. It is a critical aspect of productivity and efficiency, 

ensuring that projects progress smoothly and goals are achieved on time.  

 

Table 2 To meet the project deadlines assigned by the employees to the organization. 

s.no opinion Respondents Percentage 

1 Satisfied 23 23 

2 Neutral 18 18 

3 Highly satisfied 40 40 

4 Dissatisfied 12 12 

5 Highly Dissatisfied 7 7 

  Total 100 100 

Source: Primary data 

Based on the above table, a majority of employees (63%) are either highly satisfied or satisfied 

with meeting project deadlines. This indicates strong time management and commitment among 

employees. About 18% remain neutral, showing a balanced or uncertain viewpoint. A smaller 
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group (19%) are dissatisfied or highly dissatisfied, suggesting some challenges in meeting 

deadlines. 

Figure 2 To meet the project deadlines assigned by the employees to the organization. 

From the above figure, out of 100 sample respondents, the majority 23(23%)of the respondents are 

satisfied to meet the project deadlines assigned by the employees in the organization 18(18%) 

respondents are Neutral and 40(40%) respondents are Highly satisfied  to meet the project 

deadlines assigned by the employees in the organization. where as 12(12%) respondents are 

Dissatisfied to meet the project deadlines assigned by the employees in the organization. whereas 

7(7%) respondents are Highly Dissatisfied to meet the project deadlines assigned by the employees 

in the organization. Therefore, majority of the respondents are Highly Satisfied to meet the project 

deadlines assigned by the employees in the organization. 

How would you rate the Quality of your work output? 

The Quality of employee work output 

The quality of employee work output refers to the standard of work produced by an individual in 

relation to the expectations and requirements of their role. It encompasses accuracy, attention to 

detail, consistency, and the ability to meet or exceed performance standards.  

Table 3: To rate the Quality of employee work output in the organization. 

s.no Opinion Respondents         percentage 

1 Highly satisfied 55 55 

2 Satisfied 18 18 

3 Neutral 15 15 

4 Dissatisfied 8 8 

5 Very dissatisfied 4 4 

  Total 100 100 

Source: Primary Data 

Based on the above table, the majority of respondents (55%) are highly satisfied with the quality 

of employee work output, while an additional 18% are satisfied, indicating a strong overall positive 

perception. A smaller portion, 15%, hold a neutral view, suggesting some uncertainty or mixed 
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experiences. Only 12% of respondents express dissatisfaction, with 8% dissatisfied and 4% very 

dissatisfied. This suggests that while the general sentiment is favorable, there is still room for 

improvement in certain areas to achieve higher satisfaction across the board. 

Figure 3: Quality of employee work output in the organization. 

 

 

 

 

 

 

 

 

 

 

From the figure 3 out of 100 sample respondents, the majority 55(55%) of the respondents are 

Highly satisfied of their Quality of employee work output in the organization. 18(18%) 

respondents are satisfied and 15(15%) respondents are Neutral regarding their Quality of employee 

work output in the organization. whereas 8(8%) respondents are Dissatisfied of their Quality of 

employee work output in the organization. whereas 4(4%) respondents are very Dissatisfied 

regarding their Quality of employee work output in the organization.  Therefore, majority of the 

respondents are Highly Satisfied of their Quality of employee work output in the organization. 

How effectively do you manage your time in a workday? 

Employee time management of the workday involves organizing and planning tasks to maximize 

productivity and meet deadlines. It includes prioritizing responsibilities, allocating sufficient time 

for each task, and avoiding distractions. Effective time management helps employees stay focused, 

reduce stress, and complete their work efficiently. Properly managing time also allows for a 

balanced workload, ensuring consistent performance throughout the day. 

Table 4  To estimate the Employee time management of the workday in an organization. 

Source: Primary data 

Above table reveals that a majority of respondents (43%) are satisfied with how employees manage 

their workday, while 22% are highly satisfied, indicating a generally positive view of time 

management in the organization. A moderate 16% remain neutral, suggesting some employees 

may have mixed or unclear perceptions. However, 19% of respondents express dissatisfaction, 

s.no Opinion       Respondents         percentage 

1 Satisfied 43 43 

2 Neutral 16 16 

3 Highly satisfied 22 22 

4 Dissatisfied 11 11 

5 Highly Dissatisfied 8 8 

  Total 100 100 

55

18 15
8 40

10

20

30

40

50

60

Highly satisfied Satisfied Neutral Dissatisfied Very dissatisfied

1 2 3 4 5

Quality of employee work output 



                     ISSN: 2583-276X (Online)  

Volume: 4, Issue: 1, Jan -March, 2025 
  

© 2025, Research Stars All Rights Reserved   Page | 9  

highlighting areas where time management could be improved. Overall, while the outlook is 

mostly favorable, there is a need to address time management challenges faced by a portion of the 

workforce. 

 

 

 

Figure 4: Employee time management of the workday in an organization 

From the above figure, out of 100 sample respondents, the majority 43(43%) of the respondents 

are Satisfied to the Employee time management of the workday in an organization 16(16%) 

respondents are Neutral Most of the time and 22(22%) respondents are Highly satisfied regarding 

to the Employee time management of the workday in an organization. whereas 11(11%) 

respondents are Dissatisfied at all regarding to the Employee time management of the workday in 

an organization. whereas 8(8%) respondents are Highly Dissatisfied at all regarding to the 

Employee time management of the workday in an organization. Therefore, majority of the 

respondents are Satisfied to manage their time at work place. 

How well do you communicate with your team members?   

Effective communication within a team is crucial for achieving goals and fostering collaboration. 

Employees should actively listen to each other and express their ideas clearly. Sharing feedback 

in a constructive and respectful manner promotes growth. Regular updates and meetings ensure 

everyone stays informed and aligned with the team’s objectives.  

Table 5 To estimate the communication of our team members in an organization. 

S.no Opinion Respondents 

1 Agree 31 

2 Neutral 17 

3 Strongly Agree 43 

4 Disagree 5 

5 Strongly Disagree 4 

 Total 100 

Source: Primary Data 
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Above table indicates that a strong majority of respondents (43%) strongly agree and 31% agree 

that communication among team members is effective, totaling 74% positive responses. This 

suggests that the organization fosters good communication practices within teams. Meanwhile, 

17% of respondents remain neutral, and only 9% express disagreement. Overall, the data reflects 

a highly favorable perception of team communication, with minimal concern from employees. 

Figure 5 communication of our team members in an organization in an organization 

Above figure reveals that out of 100 sample respondents, the majority 31(31%) of the respondents 

are Agree to the communication of our team members in an organization. 17(17%) respondents 

are Neutral to the communication of our team members. and 43(43%) respondents are Strongly 

Agree regarding to the communication of our team members in an organization. whereas 5(5%) 

respondents are Disagree at all regarding to the communication of our team members in an 

organization. Whereas 4(4%) respondents are Strongly Disagree regarding to the communication 

of our team members in an organization. therefore, majority of the respondents are Strongly Agree 

for communicating to their team members. 

FINDINGS AND RECOMMENDATIONS 

A study on performance appraisal system was conducted at Electrosteel casting public Limited to 

make an analysis of the existing performance appraisal system. A questionnaire was administered 

for a group of respondents that comprises of an executive & Non-executive employees of the 

company. The data was so collected and analysed. The evaluation of the data collected from 

respondents reveals the following findings: 

The Highest of respondents (50%) are highly satisfied with their job responsibilities, while 15% 

are dissatisfied.  The majority of respondents (40%) are highly satisfied with meeting project 

deadlines, while 19% are   dissatisfied. The Highest of respondents (55%) are highly satisfied with 

the quality of employee work output, while only 12% are dissatisfied. The majority of respondents 

(43%) are satisfied with employee time management, while 19% are dissatisfied. The Highest of 

respondents (43%) strongly agree with the communication among team members, while 9% 

disagree. 

MANAGERIAL IMPLICATION  

The study on recruitment and selection practices at Kalpataru Global Alloys Pvt. Ltd. brings to 

light several managerial implications that can directly impact the company’s workforce quality 
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and overall operational efficiency. One of the key takeaways is the importance of aligning 

recruitment strategies with long-term organizational goals. Managers must plan ahead for future 

skill requirements to avoid last-minute hiring, which can affect productivity. The research also 

suggests that the company could benefit from the adoption of modern hiring techniques such as 

applicant tracking systems, online assessments, and digital interview tools. These would 

streamline the recruitment process and enhance the accuracy of candidate evaluation. 

Additionally, the study highlights the need for proper training for hiring managers and interviewers 

to ensure consistency, reduce bias, and improve the candidate experience. A strong employer brand 

was also identified as a crucial factor in attracting top talent, especially among younger and more 

technically skilled candidates. Kalpataru’s management should focus on enhancing its image as an 

employer of choice through social media presence, employee testimonials, and community 

involvement. 

POLICY MAKERS IMPLICATION 

The insights derived from this study hold significant relevance not only for organizational leaders 

but also for HR policy makers and strategists. The research highlights the need for more structured, 

inclusive, and forward-thinking recruitment and selection policies, especially within the 

manufacturing sector. 

Firstly, there is a growing need to develop standardized recruitment frameworks that are adaptable 

to industrial environments like Kalpataru Global Alloys Pvt. Ltd. Policy makers should focus on 

creating clear guidelines for job postings, candidate screening, and evaluation to ensure 

transparency, consistency, and fairness across all levels of hiring. 

Secondly, the findings emphasize the importance of integrating technology into recruitment 

policies. Encouraging the adoption of AI-driven screening tools, digital interviews, and skill-based 

assessments can improve efficiency and candidate quality while reducing human bias and 

administrative workload. 

SCHOLARLY CONTRIBUTION 

This study contributes to the academic field of Human Resource Management by offering a 

focused analysis of recruitment and selection practices within a mid-sized manufacturing 

enterprise Kalpataru Global Alloys Pvt. Ltd. Unlike the majority of existing literature, which tends 

to concentrate on large multinational corporations or the IT and service sectors, this research fills 

a critical gap by providing real-world insights into HR practices in the industrial manufacturing 

domain. 

By combining both qualitative and quantitative data, the study enhances scholarly understanding 

of how recruitment strategies are executed in resource-constrained yet performance-driven 

environments. It also highlights how contextual factors such as labor availability, organizational 

structure, and regional skill gaps affect recruitment effectiveness in the Indian manufacturing 

landscape. 

SCOPE FOR FUTURE STUDY 

The current study offers a comprehensive view of the recruitment and selection practices at 

Kalpataru Global Alloys Pvt. Ltd.; however, it also presents opportunities for further academic 

exploration. Since the research focuses on a single company within the manufacturing sector, 

future studies could broaden the scope by conducting comparative analyses across multiple 
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organizations in similar or different industries. This would help in identifying sector-specific best 

practices and trends in recruitment. 

Another potential direction for future research is a longitudinal study that tracks the long-term 

outcomes of recruitment decisions, particularly how they affect employee retention, performance, 

and overall organizational productivity. Additionally, as technology continues to shape HR 

functions, further investigation into the impact of AI-driven tools, applicant tracking systems, and 

virtual interviews could provide deeper insight into how industrial firms are adapting to modern 

recruitment technologies. 

LIMITATIONS OF THE STUDY 

While this study provides valuable insights into the recruitment and selection practices at 

Kalpataru Global Alloys Pvt. Ltd., it is important to acknowledge certain limitations that may 

affect the scope and applicability of its findings. Firstly, the study is confined to a single 

organization, which limits the ability to generalize the results across other companies or industries. 

What holds true for Kalpataru may not necessarily apply to other firms with different operational 

scales or workforce structures. 

The research also involved a relatively small sample size, comprising selected employees and HR 

personnel. A broader and more diverse sample could have enriched the data and provided a more 

comprehensive view of the recruitment process. In addition, the study is geographically limited, 

focusing on a particular location, and does not consider regional variations in labor markets or 

recruitment challenges. 

CONCLUSION 

The study on recruitment and selection at Kalpataru Global Alloys Pvt. Ltd. reveals the crucial 

role that a well-structured hiring process plays in building a competent and committed workforce. 

Through detailed analysis of the company’s practices, it is evident that while the organization 

follows a systematic recruitment procedure, there is still room for improvement, especially in areas 

such as technology integration, employer branding, and candidate experience. The research 

highlights that effective recruitment is not just about filling vacancies, but about attracting the right 

talent who align with the organization’s culture, values, and long-term goals. The findings suggest 

that modernizing the selection tools, improving transparency in the hiring process, and adopting a 

more strategic approach can significantly enhance recruitment outcomes. 
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