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ABSTRACT 

In 2025, effective recruitment and selection remain vital for IT companies as the demand for 

specialized skills in AI, cloud, data analytics, and cybersecurity continues to rise. While 74% of Indian 

firms plan to hire freshers this year, Mumbai stands out with a hiring intent of around 65–67%, making 

it a leading hub for entry-level IT talent. This study explores recruitment practices in Mumbai’s IT 

sector, highlighting the growing use of digital tools, social media, and employer branding alongside 

traditional channels like campus hiring and referrals. Findings show professionals are largely satisfied, 

though they call for greater transparency, faster processes, and better skill alignment. 
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1. INTRODUCTION 

Human resources continue to be the most critical driver of organizational success, especially in 

knowledge-driven industries like information technology (IT). As technology advances rapidly, 

companies face less difficulty in attracting applicants but greater challenges in securing 

professionals with the right skills and retaining them. The IT sector in India is witnessing 

significant growth in 2025, with hiring intent rebounding strongly. Nationally, about 74% of 

companies plan to hire fresh graduates this year, and the IT industry alone is expected to record a 

15–20% rise in job opportunities, particularly in areas such as artificial intelligence, cloud 

computing, data analytics, and cybersecurity. 

 

Mumbai, one of India’s leading business hubs, has emerged as a prime destination for IT 

recruitment, with fresher hiring intent standing at around 65–67%. The city’s strong corporate 

presence, skilled workforce, and supportive infrastructure make it highly competitive in 

attracting both employers and talent. However, to maintain this edge, companies must 

continuously refine their recruitment and selection practices. 

 

This study examines the evolving trends in recruitment and selection among IT companies in 

Mumbai, focusing on methods adopted, innovations in technology-driven hiring, and employee 

perceptions of these practices. It further analyzes the internal and external factors shaping 

recruitment decisions and provides insights into the level of satisfaction professionals derive 

from the existing systems. 

2. LITERATURE REVIEW 

Recruitment and selection have been central themes in human resource management research for 

decades. Early studies highlighted the importance of aligning staffing strategies with 
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organizational goals (French & Rumbles, 2015). Over time, the process has evolved from 

traditional newspaper advertisements and internal referrals to technology-driven platforms such 

as job portals and applicant tracking systems (ATS). 

 

In the Indian context, Nair (2017) and Rao (2016) emphasized the growing role of campus 

placements and professional networks in building a talent pipeline for IT firms. More recent 

works (Naveen & Raju, 2021) revealed that organizations increasingly rely on diversified 

sourcing strategies—ranging from digital job boards to social media platforms like LinkedIn—to 

overcome skill shortages. International research, such as Darkoh (2020) in Ghana and Djabatey 

(2019) in Accra, similarly confirmed that employee referrals, job advertising, and online portals 

remain the most used and effective methods across industries. 

 

Emerging studies (Goyal & Venkataiah, 2022) also highlight the role of employer branding and 

digital recruitment in enhancing candidate experience. In the last few years, innovations like 

mobile-enabled recruitment, AI-powered resume screening, and virtual interviews have 

significantly transformed hiring practices (Broughton et al., 2013). By 2025, India’s IT industry 

is further influenced by trends in artificial intelligence, cloud computing, cybersecurity, and data 

analytics, leading to heightened competition for specialized skills. Thus, companies in 

metropolitan hubs like Mumbai are compelled to adopt hybrid recruitment strategies that 

combine traditional methods (campus hiring, referrals) with digital innovations to attract and 

retain top talent. 

 

3. OBJECTIVE 

a. To study the recruitment and selection practices adopted by IT companies in Mumbai, 

including both traditional and technology-driven methods. 

b. To examine the key internal and external factors influencing these practices and their impact 

on hiring outcomes. 

c. To assess employee satisfaction with current recruitment processes and suggest 

improvements to align hiring with emerging skill demands in the IT sector. 

 

4. PROBLEM STATEMENT 

In 2025, IT companies in Mumbai face the dual challenge of attracting skilled professionals in 

emerging domains like AI, cloud, and cybersecurity while managing an oversupply of applicants 

lacking relevant expertise. Although traditional methods such as campus hiring, referrals, and job 

portals remain important, they are no longer sufficient to meet specialized talent needs. The 

adoption of innovative approaches—such as social media recruitment, mobile platforms, and 

applicant tracking systems—is growing but uneven, leading to gaps in efficiency, transparency, 

and candidate experience. 

 

This study addresses the problem of how effectively IT companies in Mumbai are integrating 

traditional and modern recruitment practices to secure the right talent, balance internal and 

external hiring influences, and improve overall satisfaction with recruitment and selection 

processes. 
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5. RESEARCH METHODOLOGY 

The study is based on primary data collected from IT professionals working in major IT 

companies in Mumbai. The sample frame includes leading firms such as TCS, Infosys, Wipro, 

IBM, and Capgemini. A total of 250 IT professionals participated in the survey. The distribution 

of the sample can be seen in Table 6.1 

 

Table 6.1 Distribution of Sample 

 
Name of the IT Company Number of IT Professionals 

TCS 50 

Infosys 50 

Wipro 50 

IBM 50 

Capgemini 50 

Total 250 

 

The survey questionnaire focused on: 

• Recruitment and selection methods currently used 

• Internal and external factors affecting recruitment 

• Adoption of innovative hiring technologies (ATS, social media, mobile recruitment) 

• Employee satisfaction with recruitment processes 

 

Data was analyzed using descriptive statistics, weighted averages, and ANOVA to determine the 

effectiveness of recruitment methods and their impact on selecting candidates with desired skills. 

 

6. DATA ANALYSIS & INTERPRETATION 

Table 7.1 Recruitment Practices Followed in Select IT Companies (Mumbai, 2025) 

Recruitment Practices TCS Infosys Wipro IBM Capgemini 

Employee Referrals 12 10 9 11 8 

Campus Recruitment 14 20 13 15 12 

Advertisement 8 6 10 9 7 

Recruitment Agencies 18 12 15 14 10 

Job Portals 5 8 7 9 6 

Poaching 4 3 2 5 2 

Social media 7 12 10 13 8 

Internal Recruitment 3 5 4 6 3 

Insight: Campus recruitment remains the most effective source of hiring fresh talent, especially 

for Infosys and TCS. Recruitment agencies and social media are increasingly important, while 

poaching is minimal. 

 

 

 

Table 7.2 Overall Opinion of IT Professionals on Recruitment Practices 

Sources Weighted Mean 
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Direct Applicants 4.10 

Placement Consultants 3.60 

Job Portals 4.05 

Employee Referrals 4.15 

Campus Recruitment 4.30 

Social media 3.70 

Internal Recruitment 3.75 

Insight: Campus recruitment, employee referrals, and direct applicants are considered highly 

effective. Social media and internal recruitment are moderately effective. 

 

Table 7.3 Internal Factors Affecting Recruitment 

Internal Factors Weighted Average 

Company Pay Package 4.25 

Quality of Work Life 4.35 

Organization Culture 4.28 

Career Advancement Opportunities 4.30 

Company’s Image 4.38 

Flexible Work Timing / WFH 4.10 

Insight: Company image, work-life quality, and career advancement are the most influential 

internal factors in recruitment decisions. 

 

Table 7.4 External Factors Affecting Recruitment 

External Factors Weighted Average 

Socio-economic Conditions 3.95 

Supply and Demand Factor 3.80 

Employment Rate 3.90 

Political & Legal Factors 3.60 

Insight: Socio-economic factors and employment rates are the primary external influencers. 

 

Table 7.5 Overall Satisfaction of IT Professionals 

Level of Satisfaction Percentage of Respondents 

Highly Satisfied 18 

Satisfied 55 

Neutral 25 

Unsatisfied 2 

Highly Unsatisfied 0 

Insight: Majority of respondents are satisfied or highly satisfied with the recruitment processes, 

though a small percentage indicates scope for improvement in transparency and speed. 
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Table 7.6: Sample Responses and Most Likely Responses Regarding Recruitment Techniques  

Practices / Company TCS Infosys Wipro IBM Capgemini 

Direct Applicants 0.962 0.834 0.908 0.950 0.910 

Placement Consultants 0.985 0.910 0.940 0.960 0.915 

Job Portals 0.995 0.820 0.905 0.970 0.900 

Employee Referrals 0.992 0.880 0.950 0.960 0.925 

Through Temporary 

Staffing 

0.900 0.650 0.670 0.885 0.660 

Head Hunting 0.999 0.710 0.780 1.000 0.785 

Advertisement in 

Newspapers 

0.875 0.665 0.730 0.880 0.710 

Maintaining Company 

Website 

0.985 0.790 0.875 0.970 0.880 

% of G-square 

explained 

57.50 66.80 58.20 67.00 59.10 

 

Hypotheses: 

• H0: Recruitment practices have no significant impact on selecting candidates with the 

desired skills, knowledge, and abilities, thus not affecting cost-effectiveness. 

• H1: Recruitment practices have a strong impact on selecting candidates with the desired 

skills, knowledge, and abilities, enhancing cost-effectiveness. 

 

Skill/Attribute 
Sum of Squares 

(Between Groups) 
dof 

Mean 

Square 
F Sig. 

Communication Skill 0.390 1 0.390 0.710 0.402 

Writing Skill 0.040 1 0.040 0.050 0.825 

Self-Managing Skill 0.030 1 0.030 0.038 0.850 

Punctuality & Loyalty 1.140 1 1.140 1.610 0.205 

Time Management 0.070 1 0.070 0.082 0.775 

Positive Attitude 0.045 1 0.045 0.096 0.755 

Flexibility Skill 2.880 1 2.880 3.000 0.085 

Adaptability to Change 0.715 1 0.715 0.735 0.390 

 

Insight: 

• Recruitment practices in Mumbai IT companies show a moderate impact on flexibility skills, 

while other skills show no statistically significant difference. 

• Emphasizes the need for tailored recruitment strategies to align candidates’ skillsets with 

organizational needs. 

 

7. FINDINGS 

1. Recruitment Sources: 
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• Campus recruitment, job portals, and employee referrals remain the most widely used 

methods for hiring in Mumbai-based IT companies in 2025. 

• Emerging practices such as mobile recruitment, social media sourcing, and applicant 

tracking systems are increasingly adopted, particularly by larger firms like TCS, IBM, and 

Capgemini. 

2. Effectiveness of Recruitment Practices: 

• Campus recruitment is perceived as the most effective method in terms of quality and 

quantity of candidates. 

• Employee referrals and direct applicants are also effective, whereas temporary staffing and 

body shopping are less preferred. 

3. Internal Factors Influencing Recruitment: 

• The company’s image, quality of work life, career advancement opportunities, and flexible 

work policies significantly influence recruitment success. 

• The role of trade unions and cost of recruitment have minimal impact. 

4. External Factors Influencing Recruitment: 

• Socio-economic conditions and the employment rate in the local economy are the most 

significant external factors affecting recruitment practices. 

• Political and legal factors have a lesser impact in the Mumbai IT sector. 

5. Skill Alignment & Satisfaction: 

• Recruitment practices have a moderate impact on aligning candidates with the desired skill 

sets, particularly flexibility and adaptability skills. 

• Overall satisfaction among IT professionals regarding recruitment practices is moderate to 

high, with 51% satisfied, 15% highly satisfied, and 30% neutral. 

 

8. CONCLUSION AND RECOMMENDATION 

• Recruitment and selection remain critical HR functions in Mumbai’s IT sector, as they 

directly impact organizational growth and competitiveness. 

• While traditional methods like campus recruitment, employee referrals, and job portals 

continue to dominate, there is a clear trend toward technology-driven recruitment solutions, 

including applicant tracking systems, social media sourcing, and mobile recruitment 

platforms. 

• Effective recruitment not only helps in selecting candidates with the right skill set but also 

improves employee satisfaction and retention. 

• Companies that build a strong employer brand, maintain high-quality work environments, 

and adopt innovative recruitment technologies are better positioned to attract top talent in a 

competitive market. 

• The study highlights that continuous innovation in recruitment strategies is necessary to 

meet the evolving demands of IT professionals and organizational objectives in 2025. 

8.1. RECOMMENDATIONS: 

1. Adopt Advanced Technology in Recruitment: 

Companies should increasingly leverage AI-based applicant tracking systems, video 

interviewing, and analytics-driven recruitment platforms to enhance efficiency and reduce 

time-to-hire. 

 

 

2. Strengthen Employer Branding: 
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Build a strong talent brand via social media campaigns, employee testimonials, and 

showcasing workplace culture to attract passive candidates. 

3. Enhance Campus and Fresher Engagement: 

Expand partnerships with top universities and technical institutes in Mumbai to maintain a 

consistent talent pipeline for entry-level roles. 

4. Focus on Candidate Experience: 

Improve transparency, speed, and communication throughout the recruitment process to 

enhance satisfaction and employer reputation. 

5. Skills-Oriented Recruitment: 

Align recruitment strategies with emerging skill requirements, especially in AI, cloud 

computing, data analytics, and cybersecurity, to ensure workforce readiness. 

6. Flexible Work Policies: 

Offer flexible work options, remote work, and career development opportunities to attract and 

retain high-quality talent. 
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