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ABSTRACT: 

Employing a vendor, subcontractor, or other third party to handle business operations is 

known as outsourcing. When these corporate processes are carried out by a foreign nation, it's 

called offshore outsourcing. After making steady progress in the 1990s and continuing to be 

one of the main emerging markets in the new millennium, outsourcing has now grown into a 

significant industry of its own. Outsourcing has become a valuable tool for tactical 

management and gaining a strategic advantage over competitors in the era of internet-based 

global e-commerce businesses. Identifying and evaluating HR Consulting firms' anticipatory 

strategies from the viewpoint of their clients, who are dispersed throughout Bangalore, is an 

attempt. For this study, a total of fifty clients were selected at random. Employing a survey 

approach, clients of HR consulting firms (recruitment outsourcing) are given a structured 

questionnaire schedule. The information gathered is then examined using Chi-square analysis 

and descriptive statistics. 
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Introduction 
Evolving management trends and practices are essential for organizations to achieve sustainable 

growth and keep a competitive advantage in the global village. One management strategy that has 

become more and more common among businesses since the middle of the 20th century is 

outsourcing, which is very profitable and efficient across all industries. Employing a vendor, 

subcontractor, or other third party to handle business operations is known as outsourcing. When these 

corporate processes are carried out by a foreign nation, it's called offshore outsourcing. After making 

steady progress in the 1990s and continuing to be one of the main emerging markets in the 

new millennium, outsourcing has now grown into a significant industry of its own. With the rise of 

international e-commerce businesses based on the internet, outsourcing has become a valuable tool 

for tactical management as well as a way to gain a competitive advantage (Source: Outsourcing 

Research Papers, paper masters article). 

 

Business organizations use outsourcing as a strategic decision to assign an external organization 

to handle tasks that are typically completed by internal resources. Only operations that were formerly 

internal to the business but were moved outside are covered by this definition of the term. Despite 

their widely differing perspectives, organizations engaged in outsourcing can be characterized as 

follows. "Using technology providers to enter new markets and delivery channels, or using vendors to 

service products.". Since neglecting a partner is the single biggest factor that can cause an outsourcing 

project to fail, outsourcing also entails managing the relationship 

between the outsourcer and its vendors (Lanz, J. and Barr, E. (2000)). Planning, choosing, and 

managing the vendors are all part of the traditional management selection process that is involved in 

outsourcing. This management strategy allows organizations to concentrate their talent and resources 

on revenue-generating core business activities while minimizing maintenance and support costs. 
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Additionally, organizations can leverage vendor expertise to strengthen their core competencies. 

Murray, J. Y. and M., Kotabe (1999), p. 794). 

 

Literature on Human Resource Management and Recruitment 
According to what the writers (Gupta C. B. , 2014; Tripathi and Reddy, 2012), there were distinct 

phases to the development of the HRM concept. The idea of the commodity preceded the 

industrial revolution, and the guild system marked the beginning of employee management. The guild 

is a part of a close-knit community that handles hiring, training, rewarding, and retaining employees. 

Work began to be viewed as a good or service that could be purchased and traded. The idea of a factor 

of production then emerged, treating workers in the same way as raw materials, labor, and equipment. 

In order to maximize efficiency, Taylor's scientific management placed a strong emphasis 

on scientific personnel selection and training. 

 

Some credible definitions in this field are as follows: Armstrong (2014) states that selection is the 

process of choosing the final applicant from a pool of candidates, while recruitment is the 

formal process of locating and luring the individuals the organization is searching for. 

Recruitment and selection are defined by Ofori and Aryeetey, M. (2011) with the goal of choosing 

qualified applicants in the appropriate quantity to fulfill the organization's strategic objectives while 

also keeping costs to a minimum. According to Gamage (2014), selection entails using a variety of 

techniques to evaluate a candidate's potential in light of the demands of the position and the 

organization, whereas recruitment aims to create a pool of qualified applicants. Since only a select 

few are ultimately chosen, it can also be seen as a rejection phase. 

 

As stated by (Bharathi K. HRO is defined by V and Dr. Munivenkatappa (2015) as the subcontracting 

of essential HR support functions like payroll, performance appraisal, administration, and training in 

order to realize economies of scale and achieve standardized, consistent services. (New, J. and 

Khanna, Sdot. R. 2005; J. Lilly and D. A. Gray and Virick Meghna. 2005). According to 

researchers, outsourcing HR activities is one way for organizations to achieve their goals and 

objectives. These goals and objectives include cutting costs, enhancing flexibility, giving access to the 

newest and most advanced technology, and placing a strong emphasis on core strategic HR 

functions. (A. Reed. 2001, pages. 119). 

 

The practice of assigning a company's HRM duties or operations to an outside vendor, contractor, 

or service provider is known as human resource outsourcing, or HRO. Businesses have the option to 

outsource all HR tasks, including hiring, onboarding, payroll, performance reviews, and more. , or a 

small number of HR tasks based on how they affect the performance and productivity of the company. 

The hiring process, training, performance management, payroll processing, coaching and 

mentoring, and career planning and guidance are a few of the frequently outsourced HR 

tasks. Employee welfare, labor laws, employee database management, employee relationship 

management, counseling, and organizational growth and adjustment. 

 

Objectives 
To identify the Anticipatory strategies of Recruitment outsourcing firms from the Client’s perspective. 

To measure the significance of anticipatory Strategies adopted.  

 

Methodology 
The research titled “Client’s Perspective of Anticipatory strategies of Recruitment Outsourcing 

Firms” is empirical in nature. An attempt is made to identify and analyze the anticipatory strategies 

adopted by HR Consulting firms from the perspective of their Clients spread across Bangalore. 

Totally 50 Clients are chosen randomly for the current study. Survey method is method is adopted 

where a structured questionnaire Schedule is administered to Clients of HR consulting Firms 

(Recruitment outsourcing. Thus collected is analyzed with the help of descriptive statistics and Chi-

square analysis.   
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1.5. Mapping of Anticipatory Strategies 

 

Table-1.1. Anticipatory Strategies                                                              N=50 

No Anticipative Strategies 1 2 3 4 5 

1 
Recruitment Consultancy is proactive in facilitating 

services 
5 5 10 10 25 

2 
Recruitment Consultancy understands our needs 

thoroughly 
5 10 5 15 15 

3 Recruitment Consultancy’s selection process is efficient 4 3 3 12 28 

4 
Recruitment Consultancy’s understand the job 

description 
5 3 3 19 20 

5 
They are transparent in communicating their 

perspectives 
3 8 5 10 24 

6 They hire Quality resources 1 11 8 5 25 

7 They have Detailed backend process 5 5 6 10 24 

8 They are Cost efficient 6 7 3 14 20 

9 They maintain Confidentiality in hires 5 10 5 15 15 

10 They Immediately Respond to our demands 4 3 3 12 28 

11 They have Clarity in their guidelines 5 3 3 19 20 

Source: Field Survey 

 

Note: 1=Strongly Disagree 2=Disagree    3=neither Disagree nor Agree 4=Agree 5= Strongly Agree 

From the Table -1.1 it is elucidated as to 50% of the Client’s have agreed that the RO (Recruitment 

Outsourcing) firms are proactive in facilitating services, 30% of the Clients agree to understanding 

needs thoroughly, 56% of the clients agree to the efficiency of selection process of outsourcing firm, 

40% agreed to understand the job description, 48% of the clients agreed to transparency in 

communicating their perspectives, 50% of them agreed to Quality resources, 48% agreed that clients 

work on detailed backend process while sourcing candidates, 40% of them agreed to cost efficiency in 

processing requirements, 30% of the clients agreed to maintaining Confidentiality in hires, 56% of the 

clients agreed to immediate response from outsourcing firms and 40% of the clients agreed that the 

outsourcing firms have clarity in information and guidelines to followed and addressed.  

 

Significance of Anticipatory Strategies 
Significance of Attributes considered under the Anticipator strategies test the significance, researcher 

has adopted Chi-square test. 

 

H01: Anticipatory Strategies adopted by the Recruitment Outsourcing firm are insignificant 

 

Attribute Coding 

Anticipator Descriptor AD 

 

According to the analysis, the mean value of AD is 4, 16 and standard deviation is .66.  

 

Descriptive Statistics of AD 

 N Mean Std. Deviation Minimum Maximum 
Percentiles 

25th 50th (Median) 75th 

AD 1673 4.1612 .66995 2.82 5.00 3.6364 4.1818 4.7727 

Source: Primary Data 
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H01: The attributes under AD, DD & IPD are insignificant 

 

 AD 

Chi-Square 97.432a 

df 22 

Asymp. Sig. .000 

Monte Carlo Sig. 

Sig. .000b 

99% Confidence 

Interval 

Lower Bound .000 

Upper Bound .000 

Source: Primary Data, Chi-square Test (Monte-Carlo) at 0.05% significance level 

According to the results of Chi-square test indicates that all the variables considered; AD, significant 

at .05 of significance level indicating that attributes under the variable are significant. Null hypothesis 

is rejected and alternate hypothesis is accepted.  

 

Suggestions  
As it is found that only 30% of the clients agree that RO firms understand their need, it is suggested to 

the RO firms to have team of experienced employees who can analyse, be proactive and understand 

clients need with different perspectives to accommodate their requirements and confidentiality in 

hires.  

 

Conclusion   
The research paper titled is empirical evidence to anticipatory strategies of recruitment outsourcing 

firms from the perspectives of Clients. 50 RO firms were surveyed to gather responses and analysed 

with the help of Chi-sqaure test statistics. Anticipatory strategies adopted are significant and 

suggested to have well experienced employees to understand requirements wit different perspectives.  
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