Recruitment and Selection in Pharmaceutical sector companies
ABSTRACT:

Recruitment is the art of discovering and procuring potential applicants for actual and anticipated organizational vacancies. Accordingly, the purpose of recruitment is to locate sources of manpower to meet job requirements and job specifications. Recruitment is considered as one of the most important functions in an organization. Unless the appropriate people are hired, even the best plans, organizational charts, and control systems would not yield good results. Decisions regarding employee testing, work policies, programmes, compensation and corporate image all have an impact on recruiting. The Indian pharmaceutical industry currently tops the chart amongst India’s science-based industries with wide ranging capabilities in the complex field of drug manufacture and technology. A highly organized sector, the Indian pharmaceutical industry is estimated to be worth $4.5 billion, growing at about 8 to 9 percent annually. It ranks very high amongst all the third world countries, in terms of technology, quality and the vast range of medicines that are manufactured. It ranges from simple headache pills to sophisticated antibiotics and complex cardiac compounds; almost every type of medicine is now made in the Indian pharmaceutical industry.  The paper attempts to highlight the Recruitment & selection processes in ten organizations across the pharmaceutical sector in the Indian scenario. Difficulties in the recruitment and selection processes are determined and suitable suggestions are made.
INTRODUCTION: 

Healthcare industry is the world's largest industry with total revenues of approximately US$ 2.8 trillion. In India, Healthcare has emerged as one of the largest service sectors with estimated revenue of around $ 30 billion (5% of GDP). This is significantly lower than in the US, where Healthcare spending is 15% of GDP. This indicates its importance as a sector with significant employment generation capacity. By 2025, Indian population will reach 1.4 billion with about 45% constituting urban adults (15 years+). To cater to this demographic change, the Healthcare sector will have to be about $100 billion in size contributing nearly 8 to 10% of the projected GDP. One of the key drivers for Indian Healthcare sector is Medical Tourism. World class treatment and benefits at a fraction of the cost (almost 1/10th), with no waiting time for surgeries have been instrumental in a large number of foreign arrivals. This market is expected to grow to $2 billion by 2012 end. Another key growth driver is Diagnostics & Pathology Services. Outsourcing of Pathology and Laboratory tests by foreign hospital chains (due to the highly favourable cost differential in India), is expected to grow with time. There are about 100,000 diagnostic laboratories in India. This is about half the number of those in the US. India’s diagnostics sector is expected to grow at about 20% to reach about $2 billion in size by the end of 2013. With availability of a huge patient pool, clinical trial of drugs is possible in India at 60% of the cost abroad. This is expected to help in the expansion of this sub-sector. Increased government expenditure on Healthcare, increasing coverage of health insurance, low current coverage of Healthcare services, etc. will also significantly drive domestic demand. McKinsey-CII estimates the number of potential insurable lives at 315 million, with a potential of US$ 7,700 million in health insurance premium by 2015. One of the important bottlenecks for the sector is shortage in trained manpower. Wherein there is a surplus of about 500,000 qualified practitioners in Indian system of medicine, shortage in allopathic stream runs to around 700,000 doctors. To address this situation, the Government is working towards capacity expansion in medical institutions. Government is also contemplating on allowing diaspora practitioners having Post Graduate degrees from USA, UK, Canada, Australia and New Zealand to practice in India. Telemedicine is another important area receiving a lot of attention. If used effectively, it can multiply the utilization of scarce human medical personnel. It will open doors for the rural population to access quality healthcare and at the same time, significantly improve the productivity of medical personnel. 
Diagram 1 shows a generalized composition of new hires.
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Diagram 1. – Selection Process
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The steps in the recruitment process include employee planning and work analysis, deciding on the number of vacancies and selecting a source, advertising vacancies, screening applicants and filling vacancies. There are two general sources of recruitment – internal and external. The internal source of recruitment means suitable candidates from among the current employees in an organization. External recruitment is a process that recruits from outside the organization, facilitates the entry of new people and ideas in the organization. Diagram 2 outlines the Recruitment Process below.
[image: image9.emf]DIAGRAM 2: THE RECRUITMENT PROCESS

Selection is a long process, commencing from the preliminary interview of the applicants and ending with the contract of employment.  Diagram 3 shows a generalized selection process. In practice, the process differs among organizations and between two different jobs within the same company. Selection procedure for senior managers will be long-drawn and rigorous, but it is simple and short while hiring shop-floor workers.
.
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DIAGRAM 3: THE SELECTION PROCESS

OBJECTIVE:
The objective of the research is to accentuate the significance of the procedure of the staffing role. After this, we need to comprehend the measurement of its success and find a solution to face the predicaments it comes across.

METHODOLOGY:

The Research Methodology is based on primary data available through interviewing around ten Personnel managers. It also includes secondary data available through various web-site portals, books and e-articles. The assimilation of the information is used to suggest ways and means to face the arising investigation of the processes involved in the recruitment and selection function.

FINDINGS:

Recruitment:

There are several sources of recruitment and they may be broadly categorized into (i) internal, and (ii) external. 

Internal Recruitment:

Internal recruitment seeks applicants for positions from those who are currently employed. Internal Sources include present employees, employee referrals, former employees, and former applicants.

Present employees: Promotions and transfers from among the present employees can be a good source of recruitment. Promotion to higher positions has several advantages. They are – 

1. It builds good public relations.
2. It builds morale.

However, promotion can be dysfunctional to the firm as the advantage of hiring outsiders who may be better skilled and qualified is denied. 

Employee referrals: Employee referrals are an excellent means of locating potential employees for those hard-to-fill positions. A recommendation from a current employee regarding the job applicant is considered the best source because an employee will recommend someone only when he believes that the individual can perform efficiently. While recommending, the reputation of the person who recommends is at stake and, hence, a careful judgment is endured. The recommending employee often gives the applicant a more realistic view and information about the job than what is conveyed through advertisements. This information reduces realistic job anxieties and increases job survival. As a result, employee referrals tend to be more acceptable and once employed seem to have a high job survival rate. Moreover, employee referrals are an excellent means of locating potential employees in the hard-to-fill positions. Some organizations also reward an employee for recommending a candidate. However, it has its own disadvantages. Employees may be tempted to recommend their friends and relatives to the organization with exaggerated potentials. This might develop unhealthy groupism, which may not be conducive for a healthy work environment. Another drawback is to recommend and include relatives into the organization. This might also lead to nepotism and may not exactly align with the objectives of the organization. Finally, employee referrals may also minimize diversity in the workplace.
Former Employees: Former employees are also an internal source of applicants. Some retired employees are willing to work on a part-time basis or may recommend someone who would be interested in working for the company. An advantage with this source is that the performance of these people is already known.

Previous Applicants: Although not truly an internal source, those who have previously applied for jobs can be contacted by mail, a quick and inexpensive way to fill an unexpected opening. 
External Recruitment:

External sources far outnumber the internal methods. Specifically, sources external to a firm are:

Professional or Trade Associations: 

They maintain complete bio-data of their members and organizations find this source more useful to recruit executives, managers & engineers.

Advertisements: 

Want ads describe the job and the benefits, identify the employer, and tell those who are interested and how to apply.

Employment Exchanges:

The Government has set up Public Employment Exchanges in the country to provide information about vacancies to the candidates and to help the organizations in finding out suitable candidates.

Campus Recruitment: 

Campus recruitment offers an excellent source for professional and managerial positions. This method is very popular and successful. The candidates thus selected also proved to be quite successful in their careers and jobs. The philosophy in this procedure is catch them young. It is this scope to identify potential candidates and the adaptability of candidates to be moulded in the desired way that make this method a highly successful one.
Walk-Ins, Write-Ins and Talk-Ins:

Candidates apply casually for jobs through mail or hand-over the Applications in Personnel Department.

Consultants: 

Consultants in India perform the recruitment on behalf of a client company by charging a fee. Organizations depend on this source for highly specialized positions and executive positions.
Contractors:

Contractors are used to recruit casual workers. The names of the workers are not entered in the company records and, to this extent, difficulties experienced in maintaining permanent workers are avoided.

Displaced persons: 

Implementation of a project in an area would result in displacement of several hundred inhabitants. Rehabilitating the displaced people is a social responsibility of business.

Radio and Television:

 Companies in the private sector are hesitant to use the media because of high costs and also because they fear that such advertising will make the companies look desperate and damage their conservative image.

Acquisitions and Mergers: 

When organizations combine into one, they have to handle a large pool of employees, some of whom may no longer be necessary in the new organization. As a result of the merger, new jobs may be created. Both new and old jobs may be readily staffed by drawing the best-qualified applicants from this employee pool.

Competitors:

Rival firms can be a source of recruitment. There are legal and ethical issues involved in ‘raiding’, this method involves identifying the right people in rival companies, offering them better terms and luring them away. 

E-recruiting:

There are respective company websites devoted in some manner to job posting activities. There are negatives associated with Internet recruiting. For example, broader exposure might result in many unqualified applicants applying for jobs. More resumes need to be reviewed, more e-mails dealt with and specialized applicant tracking software may be needed to handle the large number of applicants. Another problem is that the recruiters are likely to miss out many competent applications that lack access to Internet.
Selection Process:

The selection of candidates typically follows a standardized process beginning with an initial screening interview and concluding with the final employment decision. A typical selection process (Diagram 4) involves the following steps:

· Preliminary screening interview

· Completion of application form

· Employment tests, interview, or other methods of evaluation

· Medical examinations

· Background investigations, references, and medical check-up

· Final decision to employ or hire

The purpose of the selection process is to select the most suitable candidate who would meet the requirements of the job. The most suitable person is selected after eliminating the unsuitable applicants through successive stages of the process of selection. Even though the above steps are identified, the order and emphasis on each of these aspects may differ from company to company. Some may give more importance to tests, some emphasize not just one but two or three rounds of interviews, some rely on background or reference checks, and some others on graphology, etc. 
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Evaluation of the Selection Programme:

The broad test of the selection process is the quality of the personnel hired. A firm must have competent and committed personnel. The selection process, if properly done, will ensure availability of such employees.

Thus, the selection process has been discussed in detail.

 Similarly, on collating the data from the ten Indian Pharmaceutical organizations, a summary of the findings is illustrated in COMPANY 1 to 10 below:
COMPANY 1: 
	Organization
	Recruitment assessment
	Recruitment result

	Manufacturer of specialty active pharmaceutical formulations and ingredients.
	Ensuring that every stage of the recruitment process is carried out in a systematic way. 
	Whenever any vacancy arises, the requirement is internally done via reassignment and relocation, re-allocation of the responsibilities or internal promotion 


COMPANY 2:
	Organization
	Recruitment assessment
	Recruitment result

	One of the biggest pharmaceutical company in the world in terms of revenue.
	Searching Candidates with qualities of Customer sensitivity, People focus, Analytical knowledge and Grooming ability of subordinates
	4 competency test performed by Assessment centre
















COMPANY 3:
	Organization
	Recruitment assessment
	Recruitment result

	The world's largest producer of arthroscopy products.
	Measure the personality characteristics of applicants
	Personality tests typically measure one or more of five personality dimensions of Extroversion, Emotional stability, Agreeableness, Conscientiousness, and Openness to experience


COMPANY 4:
	Organization
	Recruitment assessment
	Recruitment result

	Manufacturer and marketer of prescription pharmaceutical brands, surgical and medical devices.
	To get the best people on board.
	Aptitude test, group discussion and interview by HR – Head gets the best people.


COMPANY 5:
	Organization
	Recruitment assessment
	Recruitment result

	One of the largest Indian domestic company in formulations 
	Sales representative for specialty and niche therapy segments 
	Mainly internal source, and if not, then external sources are tapped.


COMPANY 6:
	Organization
	Recruitment assessment
	Recruitment result

	Manufacturer & marketer of wide range of therapeutic formulations
	To retain its tremendous goodwill of being a respected and reputed name in India  
	Series of managers interview based on hierarchy.


COMPANY 7:
	Organization
	Recruitment assessment
	Recruitment result

	Developing as one of the leading positions in seven major therapeutic areas
	To recruit candidates with Customer sensitivity 

  
	Conduct of competency test by HR Department 

.


COMPANY 8:
	Organization
	Recruitment assessment
	Recruitment result

	A global, integrated company with strengths all along the pharmaceutical value chain
	To employ high performers resulting in similar productivity  
	Achieved through Aptitude test, Psychometric  test, HR round and Technical round

.


COMPANY 9:
	Organization
	Recruitment assessment
	Recruitment result

	Producer of formulations, drug intermediates, and active pharmaceutical ingredients (API)
	To employ candidates with high “team-work” skills. 
	By means of Psychographic tests, Group discussion, Aptitude test and two-three rounds of interview
.


COMPANY 10:
	Organization
	Recruitment assessment
	Recruitment result

	Manufacturer and distributor of nutraceutical, herbal and allopathic products
	To employ highly “reliable” candidates. 
	Residence proof, Bank statement, photo ID proof, qualification papers, previous company's relieving & experience letter is submitted


CONCLUSIONS:

Let us conclude that the recruitment and selection process across ten organizations in the Indian Pharmaceutical context have been emphasized.  The various problems posed to these organizations have been highlighted along with the necessary solutions. The identity of the organizations has been concealed for privacy concerns.
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Diagram 4: Elaborate Selection Process
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