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Abstract

The importance of Human Resource Development (HRD) practices is being increasingly
realised in education sector in Rajasthan. Technical Institutes in Rajasthan are facing
problem of getting the competent faculty, retaining them, keeping up their motivation
and morale and helping them to both continuously grow and contribute their best
to the Institute. Due to changes in values, norms, social climate, their expectations
are different, they become problem if the organisation is not able to manage human
resources properly. Organisations today realise that innovative and creative employees
who hold the key to organisational knowledge provide a sustainable competitive
advantage because unlike other resources, intellectual capital is difficult to imitate
by competitors. This becomes all the more important in terms of educational organisations.
Accordingly, the people management function has become strategic in its importance
and outlook and is geared to attract, retain, and engage talent. These developments
have led to the creation of the Human Resource (HR) workforce scorecard as well.

Keywords: Human Resource Development (HRD), Job Satisfication, Employee, Head
of Department (HOD).

Introduction

ecruitment in simple terms, as the process of searching for and obtaining applicants
for jobs, from among the whom the right people can be selected (K. Aswathappa
2005). According to Yoder “Recruitment is a process to discover the sources of

manpower to meet the requirements of the staffing schedule and to employ effective measures
for attracting that manpower in adequate numbers to facilitate effective selection of an
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efficient working force.” Edwin Flippo said, “Recruitment is the process of searching for
prospective employees and stimulating them to apply for jobs in the organisation.”

It is the process of attracting, screening, selecting, and on boarding a qualified person for
a specific job. There are various stages of the recruitment process which includes: job
analysis and developing a person specification; matching candidates to job requirements and
screening individuals using testing (technical skills and personality assessment); assessment
of candidates’ motivations and organisational requirements by interviewing.

Scientific way of selection ensures right candidate for the right job. For creating a team
of efficient, capable and loyal employees, proper attention is given to scientific selection
of managers and other employees.

Significance of Study

Technical Education plays a crucial role in the growth of human resources by generating
skilled manpower, enhancing industrial productivity and the quality of life. Technical education
includes courses and programs in engineering, technology, management, architecture, town
planning, pharmacy, applied arts, hotel management and catering technology. Over the years
India has registered a substantial growth in technical education, which is being further accelerated
by the policy of economic reforms and liberalisation.

Engineering and technical education has been a driving force for human development in
the wider sense and has an impact on technological development and competitiveness. However,
most technical institutions have not been able to maintain high standards of engineering
education and are unable to keep pace with international developments.

The lag is attributed to limited financial support from the government and a slew of controls.
Therefore, the National Knowledge Commission suggested for “a new paradigm in regulation,
accreditation, governance and faculty development” across the engineering education spectrum.
Researcher thus became curious to examine this issue.

Objectives

The objectives of the study are as follows:

1. To study the Human Resource Development (HRD) practices being formulated and
effectively implemented in Technical Institutions in Rajasthan.

2. To understand the recruitment and selection process being followed in technical institutions.

Review of Literature

Bibi Asia Naaz in her study compared the factors affecting the teaching faculty recruitment/
selection in public and private sector universities. The factors affecting the faculty recruitment/
selection are the academic record, performance at interview and political push of the candidates.
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Significant difference was found between the views of respondents and between the views
of academicians of both public and private sector universities about the factor (academic
record of the candidates) affecting the selection of faculty.

E. Dale Cluff & David J. Murrah, in one of their study randomly selected faculty from
the four largest state universities and surveyed to determine the degree to which the library
and its resources influenced their decisions to accept university positions. Responses to the
questionnaire reveal that faculty may take libraries and their resources for granted and
that libraries are not exploited in faculty recruitment. The success of the most competitive
companies throughout the world, including higher education institutions, lies in their highly
skilled employees on which these institutions spend millions to retain.

Hypothesis of the Study

This study is based on the following hypothesis, which will be tested after collecting appropriate
responses from the sample selected from the private and government engineering institutions.

H
0
 – There is no significant difference between the private & government engineering

institutions regarding formulation & implementation of HRD practices.

H
0
 – There is no relation between effective HRD practices, development and retention

of engineering faculty in private and government engineering institutions.

Research Design

1. Universe of the Study: Universe of the study is confined to the Faculty of Engineering
working in Government and Private Technical Institutes in the state of Rajasthan.
The Engineering Institutes which are approved by All India Council for Technical
Education (AICTE), statutory body under ministry of HRD, Government of India.
The total numbers of engineering colleges are 127 in number as of session commenced
in the year 2012.

2. Sample Size and Sampling Technique: The sample size is 60 (comprises of Professors,
Associate Professors and Assistant Professors) from Engineering Colleges of Jaipur,
Jodhpur and Kota Districts in State of Rajasthan. The researcher has used Stratified
Random Sampling technique for the purpose of selecting technical institutions and also
of their faculty members. Researcher selected two private and two government
engineering colleges for being the most popular, established for more than a decade
and among the oldest lot of engineering colleges affiliated to Rajasthan Technical
University with the assumption that the Human Resource Development policies effectively
implemented.

3. Nature of the Study: The research is descriptive and analytical in nature to describe
the various aspects of HRD. Practices adopted in these Government and Private
Technical Institutions.
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4. Data Collection Tools

a. Primary Data Collection: The study is largely dependent on primary data collected
from the technical Institutes and the faculties working therein. The data was collected
by way of holding personal interview and discussions as also by administering
a well designed and detailed structured questionnaire which also includes scaling
questions.

b. Statistical tools: The collected data was duly edited, processed and classified
for preparing uni-variate and bi-variate tables and summary figures like averages,
percentages and chi-square were used for examining the hypotheses -Test used.

Limitations of Study

The above research also had certain limitation with respect to span of control and time,
due to which it could not be conducted at a more massive level but it still brings to light
the facts and figures which would prove useful for future researchers in this and related
fields.

Analysis of Questionnaire

An attempt has been made to explain the recruitment and selection process followed in
technical educational Institutions. These Institutions are Government and Private Institutions.
“Institute” or “Institution” is defined as a college providing engineering / technical education
in the private/government sector in the state of Rajasthan.

Four HR practices are being studied which are general administration, job analysis, recruitment
and selection.

General Administration

Besides the general administration functions, the HR functions are also being performed
by this department. The department is responsible for hiring required employees and ensuring
that they perform to expectation. The department is also responsible for, training, maintaining
performance records, grievance redressal, skill development and promotions etc.

It has been observed from both categories of Institutions that separate HR department
doesn’t exist in their organisations. HR functions are being performed by Administration
Department in Government colleges where as in Private Institutions, all the HR related
activities are carried out by management in coordination with Head of Departments (HoD’s).

Job analysis

Job analysis is the important process of identifying the content of a job (in terms of activities
involved) and attributes needed to perform the task. Job analysis helps organisations to
determine the employees which are best suited for specific jobs.
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Table 1. Job Analysis by Organisation Before Selection Process

Respondents Opinion Private Colleges Govt. Colleges Total

P1 P2 G1 G2

Yes 5 5 3 2 15

No 0 0 2 3 5

Total Response 5 5 5 5 20

After analysing the responses on questions related to job analysis (see table 1), it is concluded
that private institutions are in practice of using job analysis before final selection of the
faculty. On the other hand, half of the respondents from government colleges reveal that
their organisation is not following the norms of job analysis before the actual selection process.

The private colleges do the job analysis meticulously, as because in their opinion maximum
output is to be withdrawn from the selected candidate, whereas the government colleges
just fill the vacant position in the organisation, without much of analysing.

Recruitment

Recruitment is the process of the following:

a) Attracting

b) Screening,

c) Selecting, and

d) On boarding a qualified person for a specific task.

Table 2. Timeline for Recruitment and Selection Process

Respondents Opinion   Private Colleges   Govt. Colleges   Total

P1 P2 G1 G2

Yes 0 0 5 5 10

No 5 5 0 0 10

Total Response 5 5 5 5 20

From table 2 it is concluded that for filling up vacancies at their institutions, the respondents
(Head of Departments) belonging to government colleges have reported on time recruitment
and selection against vacancies. However, the same is not true for the private institutions
as most of the respondents reveal laid back approach towards selection and recruitment.
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It can therefore be inferred that in comparison to private institutions, government institutions
are more proactive in terms of filling up vacancies. The reason for this lag on part of
the private institutions could be due to budgetary constraints or absence of institutional policies.
Chi square test was applied for hypothesis testing in which the calculated value (20) is
greater than table value (7.815). Therefore, null hypothesis is rejected and alternate hypothesis
is accepted. The above explanation shows that thare is difference in reporting and filling
up vacancies in both the type of institutions.

Table 3. Frequency of Recruitment Process

Respondents Opinion Private Colleges Govt. Colleges Total

P1 P2 G1 G2

Half yearly 0 1 0 0 1

Yearly 5 3 0 0 8

As and when required 5 2 0 0 7

As per norms / fixed tenure 0 0 5 5 10

As is evident from table 3, the government colleges have shown an inclination towards
a rigid and less frequent hiring process in comparison to the private institutions whereas
it can be inferred from the analysis that government colleges have a timely procedure of
recruitment as per laid down norms. Whereas, the high iteration rate of faculty in private
institutions leads to high frequency of recruitment drives conducted over there. The main
reason of changing the Institution by the respective faculty is the salary offered and working
environment provided for their growth by the Institution. The table value of chisquare for
Six degree of freedom at 5% level of significance is 12.592. The calculated value (26.7)
of chisquare is much higher than this table value.

Table 4. Methods adopted by Colleges for sourcing

Respondents Opinion Private Colleges Govt. Colleges Total

P1 P2 G1 G2

Referrals 2 1 0 0 3

Consultants 0 0 0 0 0

Recruitment agency 0 0 0 0 0

Walk in 1 0 0 0 1
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Existing database 0 0 0 0 0

Advertisement 5 5 5 5 20

Portals 0 0 0 0 0

Websites 0 0 1 4 5

Data collected in table 4 indicates various mediums are being used to reach out to potential
applicants for the vacant positions in the institutions. Referral as a medium is being wholly
used by private institutions. Both the private and government institutions are in the practice
of not involving consultants and recruitment agencies for the purpose. Advertisements in
the news papers are quite popular option for both private and government institutions. Websites
on the other hand is most preferred medium by Government Colleges for the purpose of
notifying to the relevant candidates about the process and time line.

Based on the response from Head of Departments, it can thus be concluded that advertising
is unanimously voted as first preference for both type of institutions. However, government
institutions rely more on websites as well, whereas referrals are second popular medium
with private engineering institutions.

National newspapers are most favoured and professional magazines / journals are the least
favoured of all media as far as institutions in general are concerned. Specifically, when
it comes to government colleges, national newspapers are the unanimous choice followed
by business newspapers. While, on the other hand private institutions give an equal preference
to local newspaper media only.

The inclination of government institutions for national and business newspaper clearly indicates
that, the intention is to recruit their faculties from a wide spectrum. On the other hand
private institutions are more focused on the regional sector for selecting the suitable candidates
for the vacant positions.

Private colleges, more respondents (Head of Departments) from Government Institutions
reveal that they use their own website for advertisements for recruitment of suitable
candidate for the vacant positions. Although online presence of Institutions of both the category
is very much there for the prospective candidates. But effective use of website for the
specific recruitment purpose is much higher in Government Institution as compared to Private
ones.

Selection

Selection is the process of finding out the right candidate (out of the pool of job candidates)
to fill the job in organisation. It is the process of interviewing and evaluating candidates
for a specific job and selecting an individual for employment based on certain criteria.
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Table 5. Selection Criteria

Respondents Opinion Private Colleges Govt. Colleges Total

P1 P2 G1 G2

Knowledge 5 5 5 5 20

Past experience 3 3 5 4 15

Optimistic nature 1 0 1 0 2

Discipline 1 0 0 1 2

Team work ability 1 0 1 1 3

Table 5 shows about various attributes that are key for any candidate to get selected in
any of the institutions, be it private or government. Respondents from both type of Institutes
strongly believes that the knowledge is first and foremost and a very important attribute
in a candidate in the selection process.

Respondents are Head of departments and are members of selection committee as well
are in the opinion that past experience is also a very critical factor in selection of the
candidate.

It can be inferred from above that knowledge and past experience unanimously play a
major role in selection of a candidate. Discipline and other factors play a minor role in
selection. The strength of the process followed by the private and government colleges
and tries to measure satisfaction towards the same.

Table 6. Techniques Used for Faculty Selection

Respondents Opinion Private Colleges Govt. Colleges Total

P1 P2 G1 G2

Written knowledge test 0 0 5 5 20

Written personality test 0 0 0 0 20

Written skill based test 0 0 0 0 20

Self- assessment questionnaires 0 0 0 0 20

Individual interviews with HR 5 5 5 5 20
personnel / HOD / Selection
Committee

Use of role play during the 0 0 0 0 20
interview
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The respondents (Head of Departments) reveals that private institutions are appointing the
faculty through selection committees at the College level and Government institutions also,
after written test clearance, final selections are made through properly constituted selection
committee. (see Table 6).

It can therefore be concluded that the private institutions only rely on personal interviews,
while government colleges, before final selection go for a written knowledge test as a part
of their selection process. Although, both type of institutions neglect every other technique
adopted in selection.

The rating of composition of selection committee is gauged based on the response received
from the respondents. It is quite apparent from the respondents that the composition is
good with regard to the selection committee by both category of Institutions. It can thus
be concluded that in both type of colleges, formation of selection committees are up to
the satisfaction level.

Table 7. Reliability of the Selection Methods / Techniques Used

Respondents Opinion Private Colleges Govt. Colleges Total

P1 P2 G1 G2

Yes 5 5 5 5  20

No 0 0 0 0  0

Total Response 5 5 5 5  20

The overall efficacy is being checked about the reliability of various techniques / methods
which are being used by the selection committee at both types of Institutions. The response
gathered is shown in the table 7. An overall response from the respondents (HOD’s) indicated
that they are satisfied with the techniques and methods used and found them to be reliable.

Therefore, it can be said that both type of institutions do not find any other alternate than
the existing techniques and methods used by selection committees which are very reliable
as well.

Respondents have indicated that the selection process adopted involves just one round of
interview. 5% of respondents have indicated that selection process in P1 subcategory goes
up till two rounds of interviews. This indicates lack of thoroughness and attention to detail
in the selection process for majority of the institutions.

Pherepare, it can be said that in most of the institutions the selection process involves
just one round of interview. The only exception is a very small number of institutions from
p1 category, which conduct a second round of interview.
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Table 8. Checks Carried Out During the Selection Process

Respondents Opinion Private Colleges Govt. Colleges Total

P1 P2 G1 G2

Criminal background 0 0 5 4  9

Previous employers 0 0 1 3  4

Personal references 0 0 0 0  0

Checking all or selected 0 0 1 2  3
references

As is evident from the responses gathered in the table 8, Government Institutions does
carryout proper check and an effective investigation on character, past record, criminal
background if any about the selected candidate before joining. However, based on the responses
it has been found that in the private institutions not much of attention paid to check about
the background before final selection of candidate.

As seen in the above response a contradiction in response could be due to the nature
of background check done in private institutions which is limited to interrogating candidate.
On the other hand the background check in government institutions is way beyond that
and includes character check and the reference check of the candidate through various
means. The policies at government institutions are also stricter about not hiring people with
criminal background of any nature in comparison to private institutions.

Table 9. Reasons Behind Candidates Not Joining After Selection

Respondents Opinion Private Colleges Govt. Colleges Total

P1 P2 G1 G2   Out of 20

Personal 0 0 5 5 10

Salary problem 1 0 0 0 1

Not interested 0 0 0 0 0

Got another opportunity 0 0 5 5 10

Do not know 5 5 0 0 10

As can be seen in table 9, 50% of the respondents have indicated that most of the candidates
cite personal reasons as the reason for not joining in government colleges. A similar percentage
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of respondents also reveal that candidates not joining the colleges do so due to other opportunities
available elsewhere. Only 5% of the respondents have cited salary as the reason for not
joining institutions. As far as private institutions are concerned the authorities do not seem
to probe into the various reasons, of candidates, not joining the institutions after selection.

Table 10. Rating of Effectiveness of Recruitment Process

Respondents Opinion Private Colleges Govt. Colleges Total

P1 P2 G1 G2

Good 1 0 5 5 11

Average 4 5 0 0 9

Poor 0 0 0 0 0

Total Response 5 5 5 5 20

As evident from table 10, 55% of the respondents have rated the recruitment process as
“Good”. At the same time 45% of the respondents mostly belonging to private institutions
have rated the process as “Average”. More than 90% of the overall respondents from
government colleges have rated their process as “Good”. None of the respondents have
rated the recruitment process as below average.

Discussion

It can therefore be concluded that the government institutions are overall satisfied with
their recruitment process. It is also quite clear that private institutions are not really satisfied
with their recruitment and selection process.

This could well be understood in the light of the facts that have come forth in the above
analysis. Neither government nor private institutions have exclusive HR department to handle
HR policies. Possibility of implementing the HR policies and regulations in a structured
manner is a major concern for the qualified and experienced faculty employed in these
institutions of repute.

Although, the private institutions are quite thorough in doing a job analysis, owing to their
limited resources and budget, while the government institutions are more proactive in terms
of timely filling up vacancies.

The government colleges have a more fixed and timely procedure of recruiting in comparison
to private institutions who have a higher turnover of faculties, which compels them to recruit
more frequently. Also, government colleges higher spent on national level advertising and
including internet in their hiring gives them an edge over private institutions.
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When speaking of background check in government colleges, it includes character check
as well as reference check of the candidate. As the policies at government institutions
are stricter about not hiring people with criminal background of any nature in comparison
to private institutions.

The selected candidate not joining government institutions have either personal reasons or
an opportunity elsewhere, where as salary is the prime reason given by selected candidates
not joining private institution. Although an overall point of view suggests that private institutions
do not make much effort to investigate the reasons, for a selected candidate not joining
their institution.

Conclusion

Recruitment process in technical institutes in Rajasthan can be understood in the light of
the facts that have come forth in the above analysis. Both categories of institutions doesn’t
have separate HR department to handle this process. Although, the private institutions are
quite thorough in doing a job analysis, owing to their limited resources and budget, while
the government institutes are more proactive in terms of timely filling up vacancies. The
private institute only relies on personal interviews, while government institutes also consider
a written knowledge test as a part of their selection process. The government institutes
have a more fixed and timely procedure of recruiting in comparison to private institutes
who have a higher turnover of faculties, which compels them to recruit more frequently.
Also, government institutes higher spent on national level advertising and including internet
in their hiring gives them an edge over private institutes.

There are number of differences that have come forth between the overall recruitment
and selection process of private and government institutes.
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