Volume 02 Issue 05 May-2026 | ISSN: 3108-1762 (Online) | Impact Factor: 3.8
NGy An International, Peer-Reviewed, Open Access Scholarly Journal Indexed in recognized academic databases

ff‘ﬁ International Journal of Science, Strategic Management and Technology oPEN 7~ AccESS
[bsvag

A Study Focuses on Challenges in Bulk Hiring with Special Reference to
BPO Recruitment Practices at Hexaware Technologies

Dr. D. ARUL AROBANA ESTHER

Assistant Professor in Business Administration, Rathinam Technical Campus, Coimbatore.

HARISHMA K

MBA, Department of Business Administration, Rathinam Technical Campus, Coimbatore.
4 N

https://doi.org/10.55041/ijsmt.v2i5.437

Cite this Article: K, H. (2026). A Study Focuses on Challenges in Bulk Hiring with Special Reference to BPO Recruitment Practices at Hexaware
Technologies. International Journal of Science, Strategic Management and Technology, 02(05). https://doi.org/10.55041/ijsmt.v2i5.437

License: - This article is published under the Creative Commons Attribution 4.0 International License (CC BY 4.0), permitting use,
distribution, and reproduction in any medium, provided the original author(s) and source are properly credited.

- J

ABSTRACT

The study examines the challenges faced in bulk hiring and recruitment practices in the Business Process Outsourcing
(BPO) sector with special reference to Hexaware Technologies. Bulk hiring has become an essential recruitment
strategy for organizations that require a large workforce within a short period. However, organizations face several
challenges such as candidate dropouts, high attrition rates, skill mismatches, recruitment delays, and maintaining
candidate engagement throughout the hiring process.

The study aims to analyze these challenges and evaluate the effectiveness of recruitment practices adopted by BPO
organizations. Primary data were collected from 150 respondents through a structured questionnaire using simple
random sampling. Percentage analysis and Chi-square analysis were used to interpret the data. The findings reveal that
candidate experience, recruitment communication, and recruiter effectiveness significantly influence hiring outcomes.
The study concludes that strategic recruitment practices, enhanced candidate engagement, and effective
communication can improve bulk hiring efficiency and reduce attrition.
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1. INTRODUCTION

Bulk hiring refers to the process of recruiting a large number of employees within a short period to meet organizational
workforce requirements. In the BPO industry, bulk hiring plays a crucial role because organizations frequently require
employees for customer support, voice process, non-voice process, and back-office operations. The growing demand
for customer service operations has increased the importance of effective recruitment strategies.

Recruitment in bulk hiring environments presents numerous challenges, including managing large applicant volumes,
maintaining recruitment quality, reducing candidate dropout rates, and ensuring timely onboarding. Organizations
invest significant resources in recruitment activities to achieve hiring targets and maintain service quality.

This study focuses on understanding the challenges in bulk hiring and evaluating the effectiveness of recruitment
practices followed by Hexaware Technologies. The findings of this study provide insights into improving recruitment
efficiency and enhancing candidate experience.
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2. STATEMENT OF THE PROBLEM

The BPO industry depends heavily on bulk hiring to meet its workforce requirements. However, organizations face
several challenges in recruiting and retaining suitable candidates. High candidate dropout rates, attrition, skill
mismatches, recruitment delays, and intense competition for talent affect the effectiveness of the hiring process. These
issues increase recruitment costs and reduce organizational productivity. Therefore, there is a need to examine the
challenges associated with bulk hiring and evaluate the effectiveness of recruitment practices adopted by BPO
organizations. This study attempts to identify the major challenges in bulk hiring and suggest measures to improve
recruitment efficiency at Hexaware Technologies.

3. OBJECTIVES OF THE STUDY

Objective 1

To examine the challenges faced in bulk hiring in the BPO sector.

Objective 2

To analyse the effectiveness of recruitment practices in improving hiring outcomes.

Objective 3

To study candidate perception towards the recruitment process in BPO organizations.

6

4. SCOPE OF THE STUDY

1. The study focuses on bulk hiring practices in the BPO sector with special reference to Hexaware Technologies.
2. It examines the challenges faced during the recruitment process.

3. The study analyses candidate perception towards recruitment practices.

4. It evaluates the effectiveness of recruitment communication and candidate engagement.

5. The findings help HR professionals improve recruitment efficiency and reduce candidate dropout rates.
6. The study provides useful insights for organizations involved in large-scale hiring activities.

5. REVIEW OF LITERATURE

Breaugh (2013)

Stated that effective recruitment strategies improve applicant quality and reduce hiring costs.

Barber (1998)

Found that recruitment communication significantly influences candidate attraction and retention.
Chapman et al. (2005)

Identified recruiter behaviour and candidate experience as important factors affecting job acceptance decisions.
Allen et al. (2010)

Concluded that employee referrals improve hiring quality and retention.

Highhouse et al. (2009)

Observed that organizational image positively influences candidate attraction and job acceptance.
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6. RESEARCH METHODOLOGY

The study adopts a descriptive research design to analyze the challenges associated with bulk hiring and recruitment
practices in the BPO sector. Primary data were collected through a structured questionnaire distributed among 150
respondents who participated in BPO recruitment processes. Secondary data were collected from journals, books,
company reports, and online sources. Simple random sampling was used to select respondents. Percentage analysis
and Chi-square analysis were employed for data interpretation. The study was conducted during the academic year
2025-2026.

7. CONCEPTUAL FRAMEWORK OF THE STUDY

The conceptual framework of this study explains how Challenges in Bulk Hiring, Recruitment Practices, and
Candidate Perception influence the effectiveness of recruitment in the BPO sector. Challenges such as candidate
dropouts, attrition, and skill mismatches affect hiring outcomes. Effective recruitment practices and positive candidate
perception help organizations overcome these challenges and improve recruitment efficiency. Therefore, these factors
collectively contribute to achieving successful bulk hiring and better recruitment outcomes.

8. DATA ANALYSIS AND INTERPRETATION
Objective 1
Challenges Faced in Bulk Hiring

Table 1: Candidate Dropout During Recruitment Process

Response Frequency Percentage

Strongly Agree 42 28

Agree 58 39

Neutral 20 13

Disagree 18 12

Strongly Disagree 12 8

Total 150 100
Introduction

Candidate dropout is one of the major challenges in bulk hiring because many candidates fail to attend interviews or

do not join after receiving job offers.

Interpretation

The table indicates that 67% of respondents agree that candidate dropout is a major challenge during recruitment. This

suggests that organizations need stronger candidate engagement strategies.

Objective 2

Effectiveness of Recruitment Practices

Table 2: Recruitment Communication Effectiveness

Response Frequency Percentage
Strongly Agree 38 25

Agree 65 43

Neutral 22 15

Disagree 15 10

Strongly Disagree 10 7

Total 150 100
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Introduction

Effective communication between recruiters and candidates plays an important role in improving recruitment
outcomes.

Interpretation

The table shows that 68% of respondents agree that recruitment communication positively influences hiring outcomes.
Timely communication enhances candidate experience and reduces dropout rates.

Objective 3
Candidate Perception Towards Recruitment Process

Table 3: Overall Candidate Experience

Response Frequency Percentage

Excellent 35 23

Good 60 40

Average 30 20

Poor 15 10

Very Poor 10 7

Total 150 100
Introduction

Candidate perception is important because it influences employer branding and job acceptance decisions.
Interpretation

The table indicates that 63% of respondents rated their recruitment experience as good or excellent. Positive candidate
experience contributes to better recruitment outcomes.

9. CHI-SQUARE ANALYSIS

Relationship Between Candidate Experience and Recruitment Effectiveness

Null Hypothesis (Ho)

There is no significant relationship between candidate experience and recruitment effectiveness.
Alternative Hypothesis (H:)

There is a significant relationship between candidate experience and recruitment effectiveness.

Table 4
Particulars Value
Chi-Square Calculated Value 12.84
Table Value 9.49
Level of Significance 5%
Decision Reject Ho
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Interpretation

Since the calculated value (12.84) is greater than the table value (9.49), the null hypothesis is rejected.
Inference

There is a significant relationship between candidate experience and recruitment effectiveness.
10. FINDINGS

1. Candidate dropout is a major challenge in bulk hiring.

2. Recruitment communication significantly influences hiring outcomes.
3. Positive candidate experience improves joining rates.

4. Employee referral programs contribute to recruitment effectiveness.

5. Organizational image influences candidate attraction.

6. Candidate engagement reduces recruitment delays.

7. Recruitment efficiency improves through structured screening methods.
11. SUGGESTIONS

1. Strengthen candidate engagement through regular follow-ups.

2. Improve recruitment communication using digital platforms.

3. Implement realistic job previews.

4. Enhance employee referral programs.

5. Reduce recruitment turnaround time.

6. Conduct regular recruiter training programs.

7. Improve onboarding experience for new hires.

12. CONCLUSION

The study concludes that bulk hiring is an essential recruitment strategy in the BPO sector but presents several
challenges, including candidate dropout, attrition, and recruitment delays. Effective recruitment communication,
candidate engagement, and structured hiring processes significantly improve recruitment outcomes. Organizations
should adopt strategic recruitment practices to enhance candidate experience and achieve hiring targets efficiently.

13. LIMITATIONS OF THE STUDY

1. The study is limited to respondents who have participated in BPO recruitment processes.

2. The sample size is restricted to 150 respondents.

3. The study is confined to Hexaware Technologies and similar BPO recruitment environments.
4. The accuracy of the findings depends on the honesty and understanding of respondents.

5. Time constraints limited the collection of a larger sample.

6. Changes in recruitment practices over time may influence future results.
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14. SCOPE FOR FURTHER RESEARCH

1. Future studies may be conducted with a larger sample size covering multiple BPO organizations.
2. Comparative studies can be undertaken between IT and BPO recruitment practices.

3. Researchers can analyse the impact of artificial intelligence and automation on bulk hiring.

4. Further studies may examine employee retention after recruitment.

5. Advanced statistical tools such as correlation, regression, and factor analysis can be used for deeper analysis.
6. Future research can focus on employer branding and its influence on candidate attraction and retention.
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