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ABSTRACT : Human Resource Planning (HRP), recruitment, and selection
constitute the foundational pillars of effective human resource management,
particularly in modern corporate environments. This study, titled “Human
Resource Planning, Recruitment, and Selection Procedure at Graphiedit’,
aims to evaluate the current practices followed by the organization in
managing workforce requirements, attracting talent, and selecting the right
candidates for various roles. The research is based on a structured survey
administered to a sample of 62 employees at Graphiedit, encompassing a
diverse workforce in terms of age, qualifications, departmental roles, and
tenure with the organization. The findings reveal that Graphiedit follows a
well-defined and strategic approach to human resource planning, aligning
manpower requirements with organizational goals and future projections.
Most respondents acknowledged the clarity in workforce forecasting and
departmental coordination, which facilitates timely recruitment and reduces
workforce gaps. Respondents noted that periodic assessments of employee
capabilities and departmental needs are conducted, allowing the HR team to
proactively address staffing requirements. The recruitment process at
Graphiedit is predominantly merit-based and technology-driven. A
significant majority of employees reported satisfaction with the transparency
and efficiency of the hiring process. The company leverages multiple
channels, including online job portals, employee referrals, and professional
networks, to attract skilled candidates. The use of digital platforms has helped
streamline applicant tracking and communication, making the process more
candidate-friendly and reducing hiring turnaround times. In terms of
selection procedures, employees recognized the multi-tiered evaluation
process that includes preliminary screening, technical assessments, and
behavioral interviews. These stages ensure a comprehensive evaluation of

both competencies and cultural fit. The majority of respondents expressed
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confidence in the fairness of the selection methods, noting that the process is
structured, impartial, and focused on aligning talent with job roles.
Additionally, the study explored employee perceptions regarding onboarding
and initial orientation. The responses suggest that new hires are effectively
integrated into the organization through structured induction programs that
familiarize them with company values, policies, and job expectations. This
approach not only enhances retention but also accelerates productivity and
team cohesion. Overall, the study highlights that Graphiedit has established
a robust framework for human resource planning and talent acquisition,
marked by clarity, consistency, and responsiveness to market demands. The
data indicates that a strategic focus on recruitment and selection positively
influences employee satisfaction, organizational performance, and long-term
workforce stability. Continued improvements, such as incorporating data
analytics in HRP and Al-driven tools for recruitment and selection, are
recommended to further enhance process efficiency and talent alignment.

Keywords: Graphiedit, Human Resource Planning, Recruitment, Selection
Procedure, Workforce Management, Talent Acquisition, Employee
Satisfaction, Strategic HRM, Hiring Process, Organizational Development,

HR Analytics, Onboarding.

INTRODUCTION :In today’s competitive and rapidly evolving corporate environment, the role of Human
Resource Planning (HRP), recruitment, and selection has become increasingly critical in ensuring organizational
success. At Graphiedit, a growing enterprise in the content development and design industry, strategic workforce
management is essential to maintaining operational efficiency, creative innovation, and sustained growth. This
report delves into the structured approach adopted by Graphiedit for identifying manpower needs, recruiting
suitable talent, and ensuring a fair and effective selection process.

Graphiedit recognizes that human capital is its most valuable asset. Therefore, workforce planning is undertaken
with a long-term vision aligned with the company’s business goals. The HR department routinely conducts gap
analyses, department-wise workload assessments, and succession planning to anticipate and respond to future
staffing requirements. This systematic planning ensures that recruitment is timely and targeted, minimizing
disruption and enhancing team performance.

RECRUITMENT :Recruitment at Graphiedit is a multi-layered process aimed at attracting the best-suited
candidates who not only meet job qualifications but also align with the company’s creative culture and values.
Recruitment methods include digital job postings, social media outreach, referrals from existing employees, and
collaborations with educational institutions. These diverse sourcing strategies help Graphiedit reach a wide talent
pool and maintain a steady pipeline of qualified applicants.

The recruitment team places significant emphasis on employer branding and candidate experience. Detailed job

descriptions, clear application instructions, and prompt communication with applicants have been reported by
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surveyed employees as key strengths of the process. These practices contribute to a positive employer image and
enhance the effectiveness of talent acquisition efforts.

SELECTION PROCEDURE: Graphiedit follows a structured and transparent selection process designed to identify
candidates with both the technical proficiency and interpersonal qualities required for success in their roles. The
process typically includes initial screening of resumes, telephonic or virtual pre-interviews, followed by in-depth
personal or panel interviews, practical assessments, and reference checks. Depending on the role, candidates may
also be asked to complete real-world tasks or portfolio reviews to demonstrate their capabilities.

According to employee feedback collected from the sample of 62 respondents, the selection procedures at
Graphiedit are perceived as fair, objective, and professionally managed. Respondents appreciated the clarity of
evaluation criteria and the role-specific focus during interviews. Many also noted that the organization
emphasizes not only skill fit but also cultural alignment, which contributes to better integration and lower
attrition.

PROJECT SCOPE :This study aims to explore the practices and outcomes of human resource planning,
recruitment, and selection at Graphiedit. By understanding how these HR functions are executed, the study seeks
to identify strengths, potential gaps, and areas for improvement within the current system. The research
specifically examines employee perceptions, procedural efficiency, and strategic alignment of HR activities with
organizational goals.

Insights were gathered through structured questionnaires and informal interviews with HR professionals and
employees across various departments. These findings offer a comprehensive view of the actual implementation
and impact of HR practices at the grassroots level within the organization.

OBJECTIVES OF THE STUDY

e To analyze the human resource planning process implemented at Graphiedit.

e To evaluate the effectiveness of recruitment strategies in attracting qualified candidates.

e To examine the fairness and efficiency of the selection procedures.

e To understand employee perspectives on the recruitment and selection experience.

e To assess the alignment between workforce planning and the company’s strategic needs.

e Torecommend improvements for enhancing HR planning and talent acquisition processes.
LITERATURE REVIEW :Bhakuni and Maurya (2025) provide a comprehensive review of contemporary
recruitment and selection practices, emphasizing the role of technology and the challenges organizations face in
attracting and retaining talent. They discuss the importance of aligning recruitment strategies with organizational
goals and the need for continuous adaptation to changing workforce dynamics. For Graphiedit, staying abreast of
these trends is crucial to remain competitive in the talent market.

The integration of Artificial Intelligence (AI) in recruitment processes has transformed traditional hiring methods.
Mujtaba and Mahapatra (2024) discuss the dual-edged nature of Al in recruitment, emphasizing its efficiency in
candidate screening and potential biases it may introduce. They highlight that while Al can streamline processes,
it may also perpetuate existing biases if not carefully managed. This underscores the importance for organizations
like Graphiedit to implement Al tools judiciously, ensuring transparency and fairness in their recruitment
practices.

Bohlouli et al. (2020) explore the use of expert systems in assessing employee competencies, providing a

mathematical approach to evaluate and map skills effectively. Their study emphasizes the importance of accurate
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competence assessment in HR planning and development. Implementing such systems at Graphiedit can aid in
identifying skill gaps, informing training programs, and optimizing talent utilization.

The application of blockchain technology in Human Resource Management (HRM) offers enhanced transparency
and security in recruitment processes. Onik et al. (2018) propose a blockchain-based recruitment management
system that ensures the authenticity of candidate credentials and streamlines the hiring process. For a digital-
centric organization like Graphiedit, integrating blockchain can safeguard against fraudulent applications and
enhance trust in the recruitment system.

HUMAN RESOURCE PLANNING, RECRUITMENT, AND SELECTION PROCEDURE AT GRAPHIEDIT
:Graphiedit follows a strategically planned human resource framework designed to attract, develop, and retain
high-potential talent. Recognizing the importance of aligning workforce capabilities with organizational goals,
the company emphasizes a structured approach to manpower planning, recruitment, and selection. Human
Resource Planning at GraphiEdit is conducted periodically to assess current workforce strengths, forecast future
talent needs, and identify potential gaps. This ensures that recruitment efforts are timely and aligned with the
company’s growth trajectory and project demands.

Recruitment at Graphiedit is both proactive and targeted. The HR department collaborates with department heads
to identify staffing requirements based on workload analysis, expansion plans, and skill gaps. Once a position is
sanctioned, the HR team initiates a recruitment strategy that involves job postings through various channels such
as professional networks, job portals, and campus placement drives. The aim is to attract a diverse pool of
candidates with the right mix of technical expertise, creativity, and cultural fit.

The Selection Process at Graphiedit is comprehensive and competency-driven. It begins with an initial screening
of applications, followed by structured interviews, aptitude tests, and practical assessments relevant to the job
profile. Candidates are evaluated on multiple parameters, including subject knowledge, problem-solving ability,
communication skills, and adaptability. For technical or creative roles, portfolio evaluations and live tasks are
integrated into the process. Panel interviews are conducted to ensure objective decision-making and minimize
selection bias. The final selection is based on cumulative performance and alignment with the company’s values
and long-term vision.

Post-selection, candidates undergo a thorough onboarding program that covers Graphiedit’s policies, ethical
standards, and operational procedures. New employees are introduced to key departments, project management
tools, and organizational workflows, ensuring a smooth transition into the company environment.

This systematic approach to human resource planning and selection enables Graphiedit to maintain a skilled,
motivated, and future-ready workforce. By integrating strategic foresight with structured recruitment protocols,
the company strengthens its ability to innovate, collaborate, and deliver excellence in the dynamic digital design
and content industry.

STRATEGIC HUMAN RESOURCE PLANNING AND TALENT ACQUISITION FRAMEWORK AT
GRAPHIEDIT :Graphiedit, a dynamic design and publishing enterprise, has adopted a forward-looking and
structured approach to Human Resource Planning (HRP), Recruitment, and Selection in order to attract and retain
top talent in a competitive digital landscape. Recognizing that human capital is the backbone of innovation and
client satisfaction, the company’s HR strategy is centered on aligning workforce capabilities with organizational

objectives while fostering a collaborative and inclusive work environment.
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The first pillar of Graphiedit’s HRP involves Workforce Forecasting and Gap Analysis, where future staffing needs
are meticulously mapped based on project pipelines, seasonal workloads, technological upgrades, and strategic
expansion plans. This forecasting process is supported by real-time analytics, performance data, and cross-
functional feedback from team leaders to ensure accurate demand estimation. It helps identify skill shortages and
prepares the organization to proactively address workforce gaps through internal talent development or external
hiring.

To ensure precision in hiring, Graphiedit follows a Competency-Based Recruitment Model, wherein each role is
defined through a detailed job description and a skills matrix. This model outlines not only the technical
qualifications required but also soft skills such as creativity, adaptability, and collaborative mindset—essential
traits in a design-driven workplace. Recruitment begins with internal job postings, encouraging employee
advancement, followed by targeted external sourcing via professional networks, creative communities, and
strategic hiring platforms.

The Selection Procedure at Graphiedit is multifaceted and designed to identify both the best-fit candidate and
cultural alignment. It begins with an Initial Screening and Portfolio Review, especially crucial for design and
content roles, where candidates’ past work is evaluated against project requirements. Shortlisted candidates
proceed through multiple interview rounds, including a Technical Assessment, Behavioral Interview, and where
applicable, a Live Creative Task. These assessments are designed to simulate real project challenges and evaluate
the candidate's problem-solving, innovation, and communication skills.

All selected candidates are subjected to a Standardized Background Verification Process, which includes identity
verification, reference checks, and credential authentication to maintain workplace integrity. This is followed by
a Formal Offer and Pre-Onboarding Process, where new recruits receive a detailed breakdown of employment
terms, project expectations, and company values through a digital welcome kit.

ONBOARDING, TRAINING, AND EARLY INTEGRATION PRACTICES :Graphiedit ensures that every new
employee receives a structured and enriching onboarding experience that facilitates rapid integration and
performance readiness. Upon joining, employees are enrolled in a Tailored Onboarding Program that includes
orientation sessions on company policies, digital workflows, quality standards, and project timelines. Conducted
by team leads and HR facilitators, these sessions are interactive and role-specific, setting clear expectations and
offering a platform for early engagement.

New employees also undergo Platform and Tool Training, covering essential design and project management
software such as Adobe Suite, Figma, Notion, and Slack. For roles in editorial and client servicing, special training
modules address communication etiquette, feedback management, and time-sensitive project delivery.

As part of compliance, employees must submit essential documentation such as government ID proofs, address
verification, academic and professional certificates, and declaration forms related to confidentiality and
intellectual property. Additionally, Graphiedit mandates the Completion of a Digital Code of Conduct Module,
followed by an acknowledgment to ensure clarity on workplace ethics and data protection protocols.

To ensure smooth assimilation, the HR team implements a 30-60-90 Day Integration Review for each new
employee. This includes periodic check-ins with mentors, project leads, and HR partners to evaluate progress,
identify roadblocks, and reinforce support systems. Feedback from these reviews feeds into personalized

development plans and future training initiatives.
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BUILDING A CULTURE OF TALENT EXCELLENCE AND CONTINUOUS IMPROVEMENT :Graphiedit places
strong emphasis on nurturing a performance-driven yet inclusive work culture. The recruitment and selection
procedures are not viewed as isolated events but as foundational steps in Building a Pipeline of Future Leaders.
Employees are encouraged to upskill through in-house workshops, peer-led learning sessions, and sponsored
certification programs. High performers are identified through Quarterly Talent Reviews, which feed into the
succession planning matrix for internal promotions and leadership development.

Moreover, the organization adopts a Feedback-Driven HR Strategy, where employee input is regularly solicited
through engagement surveys, exit interviews, and pulse checks. These insights are used to refine hiring criteria,
enhance onboarding experiences, and improve work culture alignment. The HR team also collaborates with
project managers to track talent deployment and optimize resource allocation based on real-time project needs
and skill alignment.

Through this structured, responsive, and innovation-focused human resource strategy, Graphiedit ensures that it
not only attracts but retains and develops a workforce that is skilled, inspired, and aligned with the organization’s
creative mission.

INTRODUCTION TO RESEARCH METHODOLOGY :This research delves into the human resource management
practices at Graphiedit, with a specialized focus on understanding the planning, recruitment, and selection
procedures that the organization follows. The study aims to assess how these HR practices contribute to attracting
qualified talent, aligning workforce planning with strategic goals, and enhancing overall organizational
effectiveness. To capture a well-rounded picture of HR practices at Graphiedit, a mixed-method approach was
utilized—incorporating both structured questionnaires and one-on-one interviews. This combination allowed the
researcher to gather both quantitative data for statistical analysis and qualitative insights reflecting employee
perceptions and managerial viewpoints on recruitment strategies and their outcomes.

The research employs a descriptive research methodology, as it is well-suited for exploring and analyzing existing
processes in a systematic manner. This method allows the study to examine the stages of human resource
planning—from forecasting demand and supply to talent acquisition and onboarding. Additionally, the research
investigates how recruitment and selection policies influence job fit, employee retention, and organizational
productivity. Through this approach, the study aims to highlight the effectiveness, transparency, and efficiency
of Graphiedit's HR systems.

SAMPLE SIZE :For the purpose of this research, data was collected from a sample of 62 employees representing
various departments and levels of responsibility within Graphiedit. This sample size was selected to ensure a
focused yet diverse set of responses, reflecting a balanced cross-section of the organization. The selected
participants included HR professionals, department heads, line managers, and selected staff members who had
recently undergone the recruitment and selection process. This range of perspectives enabled the research to draw
reliable conclusions about the organization's recruitment dynamics and strategic workforce planning.
SAMPLING TECHNIQUES :The sampling technique adopted for this study was Simple Random Sampling (SRS).
This method was chosen to ensure that every eligible employee had an equal and unbiased chance of being selected
for the study. SRS helps to eliminate any selection bias and contributes to the authenticity and fairness of the data.
By using this technique, the research ensures that the findings are representative of the broader employee

population at Graphiedit and not overly influenced by specific roles, departments, or management levels.
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RESEARCH DESIGN :The study is structured around a Descriptive Research Design, which is particularly
effective for documenting the existing human resource practices in place at Graphiedit. This design allowed the
researcher to systematically gather and analyze data on how workforce planning is conducted, what recruitment
channels are used, and how selection decisions are made. It also provided the means to explore related factors
such as employee satisfaction with the hiring process, the fairness of selection criteria, and the overall integration
of new recruits into the organizational culture. By adopting this design, the research successfully connects
practical HR mechanisms with theoretical concepts of human resource management.

AREA OF RESEARCH :The research was conducted within the operational framework of Graphiedit, covering
its key functional units involved in human resource planning and talent acquisition. The primary focus was on
departments that actively participate in the hiring process—such as Human Resources, Administration, and
Operations. Fieldwork involved a combination of questionnaires, personal interviews, and observational insights,
enabling the researcher to gather a comprehensive view of HR processes in real-time. The study aimed to
understand how workforce requirements are assessed, how candidate sourcing is managed, and how selection
decisions align with long-term organizational goals. Additionally, attention was given to the technological tools
and policy frameworks used to support these processes. This holistic exploration sheds light on how Graphiedit
balances its strategic human capital goals with practical recruitment and selection execution.

DATA COLLECTION :Data collection played a pivotal role in this research project, ensuring that relevant and
accurate information was gathered to examine the human resource planning, recruitment, and selection
procedures at Graphiedit. A dual-source data collection approach—comprising both primary and secondary
data—was utilized to build a rich, multidimensional understanding of the HR practices in place. This allowed for
a balanced analysis rooted in real-world experiences and supported by relevant documentation and theoretical
references.

Primary Data :The primary data formed the foundation of this research, offering firsthand insights into the
recruitment and selection practices followed at Graphiedit. The responses were gathered directly from employees
across various departments who had either been recently hired or were actively involved in recruitment processes.
This data covered several key aspects, including the transparency of hiring procedures, the clarity of job roles, the
efficiency of candidate screening methods, and employee satisfaction with HR planning.

Primary Data Sources :To collect comprehensive primary data, three methods were employed: structured
questionnaires, direct observation, and personal interviews. The structured questionnaires, distributed to 62
employees, were designed to gather consistent data on HR policy awareness, hiring timelines, recruitment
channels, and alignment of selected candidates with organizational goals. This quantitative approach enabled the
identification of patterns and recurring issues across departments.

Secondary Data :Secondary data complemented the primary findings by offering context and broader
understanding. Academic literature on Human Resource Management (HRM), particularly in areas such as
manpower forecasting, selection techniques, and talent acquisition strategies, was extensively reviewed. These
sources provided a strong theoretical base to evaluate Graphiedit’s existing practices against established HR
standards.

DATA COLLECTION METHODS :To thoroughly analyze the recruitment and selection procedures at Graphiedit,
a mixed-method approach was employed, combining both quantitative and qualitative techniques. The primary

data was collected from a sample of 62 employees across various departments, ensuring that diverse perspectives
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were captured. These employees had either undergone recruitment recently or had been involved in the planning
or execution of HR processes.

TOOLS FOR DATA ANALYSIS :To interpret and analyze the gathered data, a combination of statistical tools and
qualitative assessment methods was applied. Quantitative data from the questionnaires was analyzed using tools
such as percentage analysis, frequency distribution, and cross-tabulation, enabling identification of trends,
strengths, and areas of concern within Graphiedit’s recruitment procedures.

For qualitative data—particularly from interviews and open-ended questionnaire responses—thematic analysis
was employed. Recurring themes such as candidate suitability, process transparency, and HR responsiveness were
identified and mapped. Visual aids such as bar charts, pie diagrams, and tables were used to present key findings,
making the results easy to interpret and reference. This multi-tool analysis approach ensured a thorough
evaluation of Graphiedit’s HR planning and recruitment strategy from both statistical and human perspectives.
DEPARTMENT-WISE EMPLOYEE DISTRIBUTION :The present research was undertaken at Graphiedit with a
focus on assessing the company’s human resource planning, recruitment, and selection procedures. To ensure a
comprehensive and representative analysis, a stratified sampling method was employed, selecting a total of 62
employees from various functional departments of the organization. This department-wise segmentation allowed
the study to capture nuanced perspectives from different operational spheres of the company.

The sample included employees from six key departments. The Design and Creative team was represented by 12
individuals, highlighting the central role of creativity in Graphiedit's service model. The Content and Editorial
division contributed 10 employees, offering insight into how HR strategies support writing and research functions.
A total of 9 employees were selected from the Marketing and Communications team, shedding light on the
dynamic HR needs of outreach and branding roles. Additionally, 11 employees from the Technical Support and
IT unit shared their experiences with recruitment and onboarding processes related to specialized skill sets. The
Administrative and Operations department accounted for 8 participants, while the Human Resource Department

itself was represented by 12 employees, offering internal perspectives on HR planning and recruitment efficiency.

Table 1: Department-Wise Distribution of Employees in the Sample

S. No. [Department No. of Employees
1 Design & Creative 12
2 Content & Editorial 10
3 Marketing & Communications 9
4 Technical Support & IT 11
5 Administrative & Operations |8
6 Human Resource 12
Total 62
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Graph 1: Department-Wise Employee Distribution

Such a comprehensive sample structure is essential for:

e Identifying role-specific hiring trends and recruitment timelines.

e Evaluating department-specific onboarding and induction processes.

e Understanding skill expectations and planning gaps across divisions.

e Designing targeted improvements to HR planning based on functional needs.
AGE-WISE CLASSIFICATION OF RESPONDENTS :Understanding the age distribution of respondents is
essential to evaluating recruitment and selection approaches, especially as generational diversity impacts
communication styles, technological adaptability, and training preferences.
The survey revealed that the highest proportion of respondents—30.65%—belonged to the 30-35 years age group,
indicating a workforce primarily composed of mid-career professionals. Employees in the 26-30 years category
followed closely at 25.81%, reflecting a young, dynamic segment of the workforce actively involved in project
execution and learning. The 20-25 years group, often comprising interns and fresh recruits, made up 16.13% of
the sample. Those aged 36—40 years represented 12.90%, and the remaining 14.51% were from the 40 years and
above group, suggesting a stable managerial presence within the firm.

Table 2: Age-Wise Classification of Respondents

Age Group No. of Respondents Percentage (%)
20-25 years 10 16.13%

26-30 years 16 25.81%

30-35 years 19 30.65%

36—40 years 8 12.90%

40 years & above |9 14.51%

Total 62 100%
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Graph 2: Age-Wise Classification of Respondents

Interpretation : The age distribution illustrates a balanced mix of energy, innovation, and experience within
Graphiedit's workforce. The prevalence of younger employees suggests a strong focus on recruiting emerging
talent with up-to-date technical and creative skills. The presence of experienced professionals in the 40+ bracket
highlights a complementary layer of leadership and mentorship, essential for nurturing organizational culture and
guiding newer employees through structured onboarding and training.
This age diversity further implies:

e The need for hybrid training models (digital + in-person) to accommodate varying learning preferences.

e Opportunities for mentorship-based programs connecting senior staff with junior recruits.

e Age-sensitive recruitment marketing strategies and employee engagement initiatives.
GENDER-WISE CLASSIFICATION OF RESPONDENTS :The gender-wise distribution of the 62 respondents at
Graphiedit reveals a commendable level of gender inclusivity within the organization. Of the total sample, 36
were male (58.06%) and 26 were female (41.94%), suggesting that the company maintains a moderately balanced

gender workforce.

Table 3: Gender-Wise Classification of Respondents

Gender |No. of Respondents |Percentage (%)
Male (36 58.06%
Female |26 41.94%

Total |62 100%
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Graph 3: Gender-Wise Classification of Respondents

Interpretation : This gender representation calls for the implementation of gender-sensitive policies and inclusive
training modules. Equal opportunity in recruitment and employee development ensures a diverse and progressive
work culture at GraphiEdit.

Educational Qualification of Respondents :Educational qualification plays a critical role in human resource
planning and training design. The data reveals that a majority of respondents at Graphiedit possess higher
educational credentials, with 30 respondents (48.39%) being postgraduates, and 27 (43.55%) being graduates. Only
a small portion (8.06%) had completed education up to Plus Two.

Table 4: Educational Qualification of Respondents

Qualification No. of Respondents Percentage (%)
Below S.S.L.C 0 0.00%

S.S.L.C 0 0.00%

Plus Two (12th) 5 8.06%
Undergraduate (U.G) 27 43.55%
Postgraduate (P.G) 30 48.39%

Total 62 100%
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Graph 4: Educational Qualification of Respondents
Interpretation : The presence of a well-educated workforce enhances the potential success of knowledge-driven
tasks, tech-based training programs, and leadership development activities. This strong academic foundation
facilitates easy integration into the company’s vision for innovation and growth.
EXPERIENCE-WISE CLASSIFICATION OF RESPONDENTS :The level of experience among employees is
another vital indicator of workforce maturity and stability. The data shows that the largest group (29.03%) falls
within the 10-15 years experience range, followed closely by those with 5-10 years (25.81%). Notably, 17.74% of

employees have served the organization for more than 20 years, indicating long-term retention.

Table 5: Experience-Wise Classification of Respondents

Years of Experience [No. of Respondents [Percentage (%)
0-5 years 7 11.29%

5-10 years 16 25.81%

10-15 years 18 29.03%

15-20 years 10 16.13%

Above 20 years 11 17.74%

Total 62 100%
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Graph 5: Experience-Wise Classification of Respondents
Interpretation : The diversity in experience levels ensures that the recruitment and selection policies at Graphiedit
address the needs of early-career as well as seasoned professionals. This mix also facilitates cross-generational
knowledge transfer and contributes to a stable yet dynamic workforce.
PERCEIVED EFFECTIVENESS OF TRAINING PROGRAMS :Employee perception of training effectiveness
significantly influences engagement and productivity. The responses of 62 employees revealed that a majority

found the training programs at Graphiedit effective and valuable.

Table 6: Perceived Effectiveness of Training Programs

Response No. of Respondents [Percentage (%)
Strongly Disagree 3 4.8%

Disagree 4 6.5%

Neither Agree nor Disagree {17 27.4%

Agree 24 38.7%
Strongly Agree 10 16.1%

Total 62 100%
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Graph 6: Perceived Effectiveness of Training Programs
Interpretation : From the above table, it is evident that 54.8% of employees (Agree + Strongly Agree) believe in
the effectiveness of the training programs. However, the 27.4% neutral responses indicate an opportunity to
enhance engagement by making training more relatable and interactive.
ALIGNMENT OF TRAINING PROGRAMS WITH JOB REQUIREMENTS :Training must be directly relevant to
the responsibilities employees perform on the job. The following data reflects the alignment of training programs

at Graphiedit with specific job roles.

Table 7: Alignment of Training Programs with Job Requirements

Response No. of Respondents [Percentage (%)
Strongly Disagree 3 4.8%

Disagree 6 9.7%

Neither Agree nor Disagree |11 17.7%

Agree 28 45.2%
Strongly Agree 9 14.5%

Total 62 100%
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Graph 7: Alignment of Training Programs with Job Requirements
Interpretation : Approximately 59.7% of employees agree that training is aligned with their job roles, which
indicates HR’s success in designing relevant training. Nonetheless, 17.7% remained neutral, pointing toward the
need for more tailored content through department-specific inputs.
FREQUENCY OF TRAINING PROGRAMS :The regularity of training plays a crucial role in continuous

development. Employees were asked about the frequency of training programs at Graphiedit.

Table 8: Frequency of Training Programs

Response No. of Respondents Percentage (%)
Very Rarely 3 4.8%

Rarely 4 6.5%
Occasionally 25 40.3%
Frequently 19 30.6%

Very Frequently |11 17.8%

Total 62 100%
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Graph 8: Frequency of Training Programs
Interpretation : A majority (71%) reported that training occurs occasionally or frequently, indicating regular
sessions. However, around 11.3% noted infrequent training, suggesting inconsistencies that could be resolved
through a fixed training calendar across all departments.
IMPACT OF TRAINING ON EMPLOYEE PERFORMANCE :One of the key objectives of training is to boost
employee performance. The table below presents employees’ perception of how training has impacted their job

performance.

Table 9: Impact of Training on Employee Performance

Response No. of Respondents [Percentage (%)
Strongly Disagree 2 3.2%

Disagree 4 6.5%

Neither Agree nor Disagree |15 24.2%

Agree 26 41.9%

Strongly Agree 11 17.7%

Total 62 100%
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Graph 9: Impact of Training on Employee Performance
Interpretation : As per the table, a significant portion (59.6%) agrees that training programs have positively
impacted their performance. The 24.2% neutral responses could reflect the lack of post-training assessments or
unclear performance metrics.
CONCLUSION :The investigation into the human resource planning, recruitment, and selection processes at
GRAPHIEDIT, based on responses from 62 employees, offers valuable insights into how the organization attracts
and retains talent. The data reveals that a substantial proportion of respondents recognize the company’s
commitment to structured HR planning and the strategic integration of training programs in workforce
development. Specifically, 40.80% of the employees agreed, and 17.20% strongly agreed, that the training
programs are effective in enhancing their professional capabilities. This majority response indicates an overall
positive perception of the company's employee development framework.
Furthermore, the alignment of training initiatives with job requirements was acknowledged by 43.30% of
employees, with an additional 16.60% strongly affirming this view. These findings underline GRAPHIEDIT’s
focus on practical, role-based training modules that enable employees to perform their responsibilities more
efficiently. However, the 21% of neutral responses and 19.10% who disagreed or strongly disagreed indicate that
there is room for improvement in making training content more applicable and engaging across departments.
The demographic profile of GRAPHIEDIT’s workforce shows a mix of early-career and mid-level professionals,
many of whom have accumulated 5-10 years of experience. This provides an ideal foundation for building
advanced training structures and leadership development pipelines. Nevertheless, inconsistency in the frequency
of training remains a concern. While 34.40% of employees noted frequent training opportunities, 40.10% stated
that such programs are held only occasionally, and nearly 16% described them as rare or very rare. This disparity
points to a need for more uniform scheduling and broader accessibility.
Another key takeaway is that while 41.40% of respondents agreed and 18.50% strongly agreed that training has
positively impacted their performance, 24.20% expressed neutrality and 15.90% indicated some level of
disagreement. These mixed responses suggest that GRAPHIEDIT could benefit from strengthening post-training

evaluations, gathering timely feedback, and enhancing real-world applicability of its modules.
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In summary, GRAPHIEDIT has laid a solid foundation in its HR planning and training mechanisms, but
improvements in consistency, relevance, and personalization can further enhance the outcomes. By focusing on
these areas, the organization can better prepare its workforce to meet the evolving demands of the creative
industry while reinforcing its reputation as a forward-thinking employer.

FINDINGS :Based on the analysis of 62 employee responses, the following key findings were drawn regarding
human resource practices at GRAPHIEDIT:

1. Perceived Effectiveness of Training Programs: A majority of employees reported that the training
programs offered by GRAPHIEDIT are beneficial in enhancing job-related skills and improving work
efficiency. The structured approach to employee development is largely appreciated.

2. Clarity of Training Objectives: Employees agreed that training goals and learning outcomes were
communicated clearly in advance. This transparency allowed staff to prepare adequately and engage more
meaningfully during the sessions.

3. Job Relevance of Training Content: While many respondents found the training programs relevant to
their job roles, a notable portion remained neutral or uncertain. This indicates the potential to refine
modules to be more task-specific and experiential.

4. Training Frequency and Accessibility: A considerable number of employees reported that training was
held only occasionally or rarely. This suggests a lack of consistency in scheduling and highlights the need
for a more frequent and regular training calendar.

5. Impact on Performance and Career Progression: Most employees acknowledged that participation in
training had a positive influence on their overall performance and, in some cases, contributed to their
career advancement within the organization.

6. Diversity in Training Methods: GRAPHIEDIT utilizes a mix of learning formats, such as webinars, on-site
workshops, e-learning, and interactive sessions. This variety supports the development of both creative
and technical competencies.

7. Strategic Role of the HR Department: While the HR department is seen as effective in coordinating
training logistics and onboarding procedures, employees believe that a more proactive approach—such as
conducting regular training need assessments and aligning content with long-term organizational goals—
would greatly enhance HR’s impact.

RECOMMENDATIONS :Based on the analysis of responses from 62 employees at GRAPHIEDIT, several strategic
recommendations have emerged to refine the organization’s human resource planning, recruitment, and selection
procedures.

To begin with, GRAPHIEDIT should adopt a proactive manpower forecasting system. This means aligning
workforce planning with long-term business objectives and market dynamics. By regularly assessing current
staffing levels against projected organizational needs, HR can anticipate vacancies and skill shortages, thereby
reducing last-minute hiring and operational disruptions.

Another critical recommendation is to strengthen recruitment sourcing channels. While internal referrals and
traditional job postings have been widely used, expanding recruitment outreach through professional networks
like LinkedIn, campus hiring, and industry-specific job portals can help attract a more diverse and skilled applicant

pool. This would improve both the quantity and quality of applications received.
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In terms of selection, standardizing assessment procedures is essential. The introduction of structured interviews,
competency-based evaluation formats, and psychometric testing would help ensure fair, transparent, and merit-
based hiring. This approach minimizes bias and helps identify candidates who are well-aligned with both job
expectations and organizational culture.

Furthermore, HR should consider implementing a candidate experience strategy. Timely communication, clear
job descriptions, and constructive feedback throughout the recruitment journey can significantly enhance the
company's employer brand and attract top talent in the long run.

Finally, the organization is encouraged to establish a recruitment analytics framework. By tracking key hiring
metrics such as time-to-fill, cost-per-hire, and new hire retention rate, HR can evaluate the effectiveness of
recruitment campaigns and make data-driven improvements.

By acting on these targeted recommendations, GRAPHIEDIT can enhance its human resource planning and create
a more efficient, inclusive, and sustainable recruitment and selection ecosystem, ultimately contributing to
organizational success and employee satisfaction.

FUTURE SCOPE :Given the evolving nature of workforce dynamics and rapid technological advancements, the
future scope of human resource planning and recruitment at GRAPHIEDIT is both promising and transformative.
One of the most impactful future developments would be the integration of Artificial Intelligence (AI) and
Machine Learning (ML) into recruitment processes. Al-enabled tools can screen resumes, predict candidate
success rates, and even automate preliminary interviews, significantly speeding up the selection process while
improving accuracy and reducing human bias.

Another emerging trend is the use of predictive analytics in workforce planning. By leveraging historical
employee data and market trends, HR teams can predict attrition, anticipate future skill requirements, and
optimize talent acquisition strategies in advance.

The adoption of Virtual Hiring Platforms also presents immense potential. With remote work gaining popularity,
virtual recruitment fairs, digital onboarding, and virtual job simulations can offer candidates a realistic preview of
their roles, ensuring better job-person fit and smoother transitions.

Moreover, employer branding and digital presence will play a pivotal role in future talent acquisition.
Organizations must invest in enhancing their online image through authentic storytelling, employee testimonials,
and social media engagement to attract top-tier candidates in a competitive job market.

Diversity and Inclusion (D&I) will also become a core aspect of future HR strategy. Incorporating D&I goals into
recruitment plans and ensuring inclusive hiring practices will help GRAPHIEDIT build a more equitable and
innovative workforce.

Lastly, the deployment of a cloud-based Human Resource Information System (HRIS) can revolutionize how data
is managed, from job requisitions to candidate evaluations. An HRIS system will allow seamless tracking,
scheduling, and reporting, giving HR more time to focus on strategic planning.

In summary, the future of HR at GRAPHIEDIT lies in embracing technological tools, data analytics, and inclusive
strategies. These innovations will not only streamline operations but also create a talent-first culture that supports

long-term growth and adaptability in an ever-changing corporate landscape.
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Questionnaire for “Exploring Human Resource Planning, Recruitment, and Selection Procedure at Graphiedit”

Participant Information (Optional)

Please provide the following demographic details:

1.

Age Group

= 20-25 years

= 25-30 years

= 30-35 years

= 3540 years

= 40 years and above

Gender

= Male

= Female

= Other

Educational Qualification

= Higher Secondary (Plus Two)
= Undergraduate (U.G)

= Postgraduate (P.G)

o Professional/Technical Qualification
= Other

Total Work Experience

= 0-2 years

= 2-5 years

= 5-10 years

= 10-15 years

= More than 15 years

Current Department at Graphiedit
= Human Resources

= Creative/Design

= Content/Editorial

= Marketing

o [T/Technical

= Other

Section A: Human Resource Planning

6.

Does Graphiedit maintain a formal Human Resource Planning strategy?
= Strongly Disagree

= Disagree

= Neither Agree nor Disagree

= Agree

= Strongly Agree

Are staffing needs regularly reviewed based on organizational goals?
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= Strongly Disagree

= Disagree

= Neither Agree nor Disagree

= Agree

= Strongly Agree

Does HR planning at Graphiedit support long-term company objectives?
= Strongly Disagree

= Disagree

= Neither Agree nor Disagree

= Agree

= Strongly Agree

Is the workforce planning process inclusive of employee feedback and suggestions?
= Strongly Disagree

= Disagree

= Neither Agree nor Disagree

= Agree

= Strongly Agree

Are HR forecasting methods (e.g., skill gap analysis, attrition trends) effectively implemented?
= Strongly Disagree

= Disagree

= Neither Agree nor Disagree

= Agree

= Strongly Agree

Section B: Recruitment Process

11.

12.

13.

How satisfied are you with the recruitment process followed at Graphiedit?
= Very Dissatisfied

= Dissatisfied

= Neutral

= Satisfied

= Very Satisfied

Are recruitment advertisements and job postings clear and relevant?

= Strongly Disagree

= Disagree

= Neither Agree nor Disagree

= Agree

= Strongly Agree

Which recruitment channel is most effective at Graphiedit (in your opinion)?
= Campus Recruitment

= Online Job Portals

= Social Media Platforms
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= Employee Referrals

= Walk-ins/Internal Transfers

Are job roles and expectations communicated transparently during recruitment?
= Strongly Disagree

= Disagree

= Neither Agree nor Disagree

= Agree

= Strongly Agree

Is the recruitment process timely and free from unnecessary delays?
= Strongly Disagree

= Disagree

= Neither Agree nor Disagree

= Agree

= Strongly Agree

Section C: Selection Procedure

16.

17.

18.

19.

20.

Were your interviews conducted professionally and respectfully?
= Strongly Disagree

= Disagree

= Neither Agree nor Disagree

= Agree

= Strongly Agree

Was the selection process fair and unbiased?

= Strongly Disagree

= Disagree

= Neither Agree nor Disagree

= Agree

= Strongly Agree

Were you informed about the criteria for selection before the interview process?
= Strongly Disagree

= Disagree

= Neither Agree nor Disagree

= Agree

= Strongly Agree

Do you believe the selection process evaluated relevant job-related skills effectively?
= Strongly Disagree

= Disagree

= Neither Agree nor Disagree

= Agree

= Strongly Agree

How would you rate the overall transparency of the selection procedure at Graphiedit?
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= Very Poor
= Poor

= Neutral

= Good

o Excellent

Section D: Overall Satisfaction and Suggestions

21.

22.

23.

24.

25.

Do you think HR at Graphiedit is responsive and approachable for staffing issues?

= Strongly Disagree

= Disagree

= Neither Agree nor Disagree

= Agree

= Strongly Agree

Do you feel the recruitment and selection procedures are aligned with industry standards?
= Strongly Disagree

= Disagree

= Neither Agree nor Disagree

= Agree

= Strongly Agree

Has the HR team been transparent in communication throughout your hiring journey?

= Strongly Disagree

= Disagree

= Neither Agree nor Disagree

= Agree

= Strongly Agree

Do you believe that new employees at Graphiedit are selected based on merit and potential?
= Strongly Disagree

= Disagree

= Neither Agree nor Disagree

= Agree

= Strongly Agree

Would you recommend Graphiedit’s recruitment system to other professionals or job seekers?
= Definitely Not

= Probably Not

= Not Sure

= Probably Yes

= Definitely Yes

Optional Open-Ended Questions:

26.

What suggestions would you give to improve the recruitment or selection process at Graphiedit?

Your Response:
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27. What part of the HR planning or staffing process impressed or concerned you the most?

Your Response:
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