
THE IMPACT OF RECRUITMENT AND SELECTION POLICY

ON THE PERFORMANCE OF TANZANIA’S BUSINESS

ORGANISATIONS

A CASE OF COCA COLA KWANZA-DAR ES SALAAM,

TANZANIA



THE IMPACT OF RECRUITMENT AND SELECTION POLICY

ON THE PERFORMANCE OF TANZANIA’S BUSINESS

ORGANISATIONS

A CASE OF COCA COLA KWANZA-DAR ES SALAAM,

TANZANIA

By

Collins Constantine

Dissertation Report Submitted to Mzumbe University Business School in Partial

Fulfillment of the Requirement for the Award of Masters of Science in Human

Resources Management of Mzumbe University

2013



i

CERTIFICATION

We, the undersigned, certify that we have read and hereby recommend for

acceptance by the Mzumbe University, a dissertation/thesis entitled The Impact Of

Recruitment and Selection Policy on The Performance of Tanzania’s Business

Organisation, in partial/fulfilment of the requirements for award of the Master

Science in Human Resources Management of Mzumbe University

……………………………………..
Major Supervisor

………………………………….
Internal Examiner

………………………………
External Examiner

Accepted for the Board of MUDCC

…………………………………………………………
CHAIRPERSON, FACULTY/DIRECTORATE BOARD



ii

DECLARATION

AND

COPYRIGHT

I, Collins Constantine, declare that this dissertation is my own original work and

that it has not been presented and will not be presented to any other university for a

similar or any other degree award.

Signature ___________________________

Date________________________________

© 2013

This dissertation is a copyright material protected under the Berne Convention, the

Copyright Act 2009 and other international and national enactments, in that behalf,

on intellectual property. It may not be reproduced by any means in full or in part,

except for short extracts in fair dealings, for research or private study, critical

scholarly review or discourse with an acknowledgement, without the written

permission of Mzumbe University, on behalf of the author



iii

ACKNOWLEDGMENT

This work has been made possible through the efforts and support of several

individuals. However before all I would like to thanks the Almighty God for giving

me health and strength to accomplish this work.

Indeed, I wish to acknowledge the following people with gratitude:

I acknowledge my heartfelt and deep sense of gratitude to my supervisor for his

passion, encouragement, understanding in developing study design and successful

conclusion of this study.

My appreciation is extended to my lecturers and members of Mzumbe University for

their assistance, guidance and counsel, as well as my MSc HRM colleagues of intake

2010/2011 particularly the members of my study and revision groups for their ideas,

information, tireless support and resolve.

Special thanks to my fiancé, friend and mentor Glory Mushi who not only provided

good advice and encouragement but also an ever ending supports needed to ensure I

complete this study successfully.

To Coca Cola Kwanza Management and Staff for not only allowing me to use them

as subject for my dissertation but also for their invaluable participation.

To my Beloved parents Mr. & Mrs. Constantine P. Kimario and my relatives for their

unending love, prayers and encouragement that kept me going.

.



iv

DEDICATION

This work is dedicated to my beloved Family Members



v

LIST OF ABBREVIATION

ATS - Air Traffic Services

CCK - Coca Cola Kwanza

CRB - Criminal Records Bureau

HODs - Head of Departments

HR - Human Resources

HRM - Human Resources Management

HRO - Human Resources Officers

IT - Information Technology

R&S - Recruitment and Selection

SMEs - Small and Medium Enterprises

ABSTRACT



vi

Recruitment and selection of employee in Tanzania’s business organizations is this

study serious problem and this is the reason for selecting the problem for this study.

The study investigated the impact of recruitment and selection policy on the

performance of Tanzania’s business organisation. This study selected Coca cola

Kwanza Company Limited, as case study located in Dar es Salaam, Tanzania. The

selection of this Company was based on consideration that the company engaged in

manufacturing and distribution of coca cola, a soft drink which enjoys big market

share in soft drink market. Besides it employs around 500 employees in different

positions in different hierarchies. The Main objective of the study was to explore the

impact of Recruitment and Selection Policy on performance of business organization

particularly situation in Tanzania

The Data collection methods comprised of questionnaires, interviews and review of

documents. Statistical package for social sciences (Spss) was employed in data

analysis. A descriptive cross-sectional study was used. A sample of 50 respondents

was selected giving adequate weight to each category of employees in the

organisation. The sample also included HROs, Commercial Officers and Marketing

officers as respondents.

The findings revealed that majority of respondents were aware of the presence of R&

S policy the organization which was characterized by several elements such fairness,

transparency, credibility and bias free .The findings show that there are is a direct

relationship between R&S policy and the organisation employee’s performance. A

well concerned R&S Policy enables the organization to recruit an employee who is

suitable for the required job, resulting in to selection resulting oriented employees.

Conclusively, the findings show that R&S Policy plays a very important role in

ensuring that the company performs at its best. Since the study based on 50 staffs of

CCK it cannot draw an end for Tanzania context, a further study with a large

sample might yield robust results.
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CHAPTER ONE

INTRODUCTION

1.1 Background to the Study

Since World War II and the growth of modern management science, solid business

planning has become the key differentiator enabling competitive success. It seems

unnecessary to point out that planning for a businesses’ most critical resource is

essential. As we move through the 21st century where a globalized workforce is the

basis of competition we find that the principles of human resource planning and

development are of prime importance.

The success of a business or an organization is directly linked to the performance of

those who work for that business. Underachievement can be a result of workplace

failures. Because hiring the wrong people or failing to anticipate fluctuations in

hiring needs can be costly, it is important that conscious efforts are put into human

resource planning (Biles et al, 1980).

People are individuals who bring their own perspectives, values and attribute to

organizational life, and when managed effectively, these human traits can bring

considerable benefits to organizations. One of the most significant developments in

the field of organization in recent times is the increasing importance given to human

resources.

More and more attention is being paid to motivational aspects of human personality,

particularly the need for self-esteem, group belonging, and self-actualization. This

new awakening of humanism and humanization all over the world has in fact

enlarged the scope of applying principles of human resource management in

organizations. The development of people, their competencies, and the process

development of the total organization are the main concerns of human resource

management (Mullins, 1999).
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Recruitment and selection is the process of attracting individuals on a timely basis, in

sufficient numbers and with appropriate qualifications (Walker, 2009).Thus

recruitment is the process of 2 identifying and attracting potential candidates from

within and outside an organization to begin evaluating them for future employment.

Selection then begins when the right caliber of candidates are identified. Selection is

thus the process through which organizations make decisions about who will or will

not be allowed to join the organization.

The selection process varies from organization to organization, job to job, and

country to country. Some of the processes include screening applications and

resumes, testing and reviewing work samples, interviewing, checking references and

background. Organizations use these processes to increase the likelihood of hiring

individuals who possess the right skills and abilities to be successful at their jobs

(Walker, 2009).

Following the initial selection of incumbents they are likely to again be chosen to

develop their further interest in the organization and later to encourage them to apply

for other jobs. Using appropriate techniques the suitable candidates are thus, able to

be recruited and selected during their career development. It has been argued that in

order for the firm to build and sustain the competitive advantage, proper staffing is

critical Recruitment and selection is a major HRM function as it encompasses all

organizational practices and decisions.

Recent technological advances, globalization, social trends and changes within

organizations have brought new challenges for recruitment and selection (Hax, 2001)

According to Dessler (2003), there has been a significant amount of research

examining what skills and qualities employers value most in job applicants.

Qualifications, work experience and communication or interpersonal skills are the

most frequently identified qualities. Work experience and qualifications are measures

of competence in relation to an applicant’s technical skills, whereas the concept of

communication skills appears to be a generic term incorporating many different
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specific skills. Indeed, communication in the workplace encompasses team skills; 3

leadership skills; an ability to negotiate with or persuade others; problem solving

skills; organizational skills; crisis management skills; and presentation skills. Other

communication competencies include cultural adaptation, social competence and

language proficiency.

An applicant’s success with job seeking is related to their ability to describe their

experiences, skills and knowledge through a range of media. Thus, effective

communication is an essential competency required by all job applicants. To manage

a diverse workforce effectively, an organization must hire and promote the most

capable candidate for a job, while being mindful of the necessity to build a workforce

that is representative of the greater business community. This may be achieved

through using more appropriate and inclusive recruitment and selection strategies.

Despite a recent increase in published literature discussing recruitment and selection

practices, there has been little change in the types of methods used to recruit and

select employees (Kelly, 2006) Better recruitment and selection strategies result in

improved organizational outcomes. The more effectively organizations recruit and

select candidates, the more likely they are to hire and retain satisfied employees.

In addition, the effectiveness of an organization’s selection system can influence

bottom-line business outcomes, such as productivity and financial performance.

Hence, investing in the development of a comprehensive and valid selection system

is money well spent.

In Tanzania and other parts of the world, recruitment and selection processes are

practised to some extent even though job placements in both public and private

organizations are more or less affiliated to networking and political inclinations. It is

vital that organizations select people with the quality essential for continued success

in this competitive global village of today. The only means of achieving this success

is through proper recruitment and selection practices. Recruitment and selection
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process is vitally important to any organization desirous of attracting and appointing

qualified personnel.

Getting the right people in the right place at the time doing the right job is an

essential element of recruitment and selection process in organizations. In order for

the process to meet desired goals, it must be valid and measurable, with minimum

adverse impact. The challenge for many researchers then have been to demonstrate

how scientifically derived recruitment and selecting practices add value to

organization’s performance. Recruitment and selecting staff is expensive both in

terms of time and money, and it is therefore important that the process is carried out

smoothly and efficiently and results in the appointment of a person who fits the job.

Organizations exist not because of their desire to be benevolent but to also make

profit. Though their initial concern may be that of image building and winning the

goodwill of the public, but the ultimate goal is the achievement of the organizational

goals. This means that there is the need to plan strategically to cater for the short,

medium and long term growth of the organization.

1.2 Statement of the Problem

The success of organizations in this modern business environment depends on the

caliber of the manpower that steers the day to day affairs of the organizations. The

process of recruiting and selecting all categories of employees into both private and

public companies has been a matter of concern to many and needs attention. Even

though it is the wish of every organization to attract the best human resource in order

to channel their collective effort into excellent performances, unconventional

selection practices can mar any business plan.

Managing people is a definite challenge both at strategic or even organizational

levels. Thus, human resources are well managed and developed in alignment with the

organizational goals and strategies. It has been observed that for any organization to

achieve its stated objectives and goals there is the need for management to put in
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place policies or strategies that will help attract the best of employees to strive

towards the achievement of organizational objectives.

Human resources are well managed and developed in alignment with the

organizational goals and strategies. It has been observed that for any organization to

achieve its stated objectives and goals there is the need for management to put in

place policies or strategies that will help attract the best of employees to strive

towards the achievement of organizational objectives.

It has also been observed that the performance output of employees of Coca Cola is

of prime concern to management of Coca Cola as it affects productivity and the

development of the bank. Importantly, some of the employees who are not able to

improve and adjust to their new working environment resign leading to employee

turnover and this affects the organization in terms of cost and productivity.

It is with this in mind the researcher is attracted to conduct a study on the

contribution of recruitment and selection policy to the business organization

performance taking Coca-Cola Kwanza Company Limited located in Dar Es Salam

as a case.

1.3 Research Questions

(i) What are the elements of recruitment and selection policy adopted by

business organisation in Tanzania?

(ii) What are the specific characteristics of recruitment and selection policy that

considered as critical for improving a Company performance?

(iii) What is the perception of employees towards organizations’ recruitment and

selection policy?

(iv) What are the weaknesses of the recruitment and selection policy currently

practiced by Coca Cola Kwanza Company Ltd?

(v) Does effective recruitment and selection policy fulfill the purpose intended to

meet business organization goals?
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1.4 Research Objectives

This study has the following objectives:-

1.4.1 General Objective

This study is intended to make a logical contribution to the understanding on how

recruitment and selection policy impact performance of business organisations

particularly in Tanzania.

1.4.2 Specific Objectives

(i) To find out the elements of recruitment and selection policy adopted by Coca

Cola Kwanza Company Ltd.

(ii) To examine the specific characteristics of recruitment and selection policy

that considered as critical for improving Company performance.

(iii) To find out the perception of employee towards recruitment and selection

policy practice.

(iv) To assess the weakness of recruitment and selection policy practiced by Coca

Cola Kwanza Company Ltd.

(v) To analyze the suitability of Coca Cola Kwanza Company Ltd’s recruitment

and selection policy for organization performance.

1.5 Significance of the Study

Organizations are complex social systems, interacting with the environment. Their

survival is mostly attached to the ability of managing human resources effectively

and efficiently for the realization of the organization goals. Organization recruitment

and selection policy is common in any business operations as it gives guidelines

aiming to operational excellence.

The intention of this study is to contribute the understanding of recruitment and

selection policy practiced and furthers their applicability in Tanzania especially at

this time when the country has opened up its economy.
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The knowledge generated with this study will assist many organizations, policy

makers, academicians and all interested individuals to realize the importance of

embarking on recruitment and selection policy when undertaking recruitment

practice for success of business organisation.

The study specifically recommends some measures on addressing and revising the

recruitment and selection policy at CCK in order to make their recruitment and

selection programme more effective so that the company may benefit very well with

costs spent in recruitment activities.

Further, the study shall make a good reference material for future research students

in the same area of study.

Moreover, the study intends to fulfill academic ends i.e. partial fulfillment of the

requirements for an award of Masters of Science Degree in Human Resources

Management.

1.6 Scope of the Study

Kamuzora (2008) the scope of the study aim at indicating the boundaries or limits of

the study in terms of contents, sample, geographical spread and the period to be

covered by the study.

The study assessed how best recruitment and selection policy impacts the

performance of business organization in Tanzania. Particularly the study was

conducted at Coca-Cola Kwanza Company Limited which is located at Mikocheni

light Industrial area Dar-es-salaam as a  case study involving a number of fifty

respondents.

Company HR practitioner and other professional individuals are involved in the

study.  This is because these groups are highly involved during recruitment and

selection and they are much aware of the practice, therefore they were likely to give

out their views concerning prevailing recruitment and selection practice and its

implication to the business performance and other circumstances accompanied.
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The sample size of 50 respondents was obtained, and this makes it acceptable in

social science and business research and this was decided intentionally to have fair

representation from HR, Head of Departments and other normal employees.

Denscombe (2003) suggested that if a survey is to be used, a sample size of more

than 30 was regarded as standard. The rationale of having a large sample was to

bring down the sampling error and hence gives more confidence in the generalization

of the findings.

1.7 Limitation of the Study

To overcome limitations of the study, the researcher uses the following techniques;

Respondents ensured the information they provided treated with high level of

confidentiality and will never mention by their names.

Funds problems solved by researcher through reducing the number of days to stay to

Coca Cola Company Limited and also seeking assistance from other sources. Also

the researcher was very economical so as to make the study manageable without

affecting the quality of the study.

The busy nature of the organisation forced a researcher to rob and seeking after

working hours appointment with some of respondents.
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

The literature review is a summary of subject field that support the identification of

specific research questions (Rowley & Slack: 2004). It is the main body of the study

that enabled the researcher to gain the detailed understanding of the topic and to

develop the questionnaires that will aid data collection and analysis. This chapter

provides a theoretical review of the literature of the literature on recruitment and

selection, Empirical literature review and the Conceptual framework. Finally

conclusion of the chapter is identifying the gap concerning this topic which needs to

be filled in and therefore justify the need for this study.

2.2 Theoretical Literature Review

The importance of ensuring the selection of the right people to join the workforce has

become increasingly apparent as the emphasis on people as the prime source of

competitive advantages has grown. At the same time, however, many tradition

methods of recruitment and selection are being challenged by the need for

organization to address the increased complexity, greater ambiguity and rapid pace

of change in contemporary environment. (Beardwell et al, 2007)

According to Pennington & Edward (2006), during the last decade of the 20th century

recruitment and selection system has been used to stimulate organizational change.

Greater interest in the process of selection has generally being accompanied by an

increase emphasis on the attitudes and behaviour of employees. Organizations

seeking to identify the best group of employees for achieving strategic change

frequently specify the skills or competences they want.

According to Bridgette & Redman (2009) on article of Elements-effective-

recruitment-selection-system argued that an effective recruitment and selection

policy and process generates the best pool of elements talent and helps employers
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find employees who will be good matches with the company. It also helps develop

talent that already exists within the company. Well-defined jobs with job

specifications and job descriptions can also help identify good fits while screening

out those who are not qualified.

An article by John (2010) showed that the key elements of selection and recruitment

policy do differed from one organization to another, some elements of the

recruitment policy includes Identifying Job title that employees are looking for,

Department to whom the post holder is responsible, purpose/objectives one or two

short sentences to summarizes the overall purpose/ objectives of the job in

employees application,

The article by Frank (2011) of United Kingdom Corporate Associations (UKCA)

argued that there are several element that are involved in corporate companies such

as accountabilities, a description of the job, ideally no more than eight to twelve

short sentences. The intention is to

provide an outline of the job only and lastly tasks should be listed in order of

importance.

Safety of Recruitment policy jornal by Shelow (2009) shows that the Elements of

Safer Recruitment Practice. Recruitment and selection policy statement involves that

the employer should have an explicit, written recruitment and selection policy

statement. This should declare the organisation’s commitment to safeguarding and

promoting the welfare of children and say how the recruitment and selection

processes applied by the organisation proactively support this commitment. Shelow

further postulate that it should clearly have a Sample Statement, example “This

authority is committed to safeguarding and promoting the welfare of children and

young people, engages with children and staff in policy and practice development,

and proactively encourages feedback”.

Spews (2008) an author of National Policy and Recruitment argued that the element of

recruitment policy is consistent with national selection and recruitment policy
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recommended practice for such included in: Publicity material, Recruitment websites,

Job advertisements, Candidate information, packs, Person Specifications, Job

Descriptions, Competency frameworks, Induction training.

An article Criminal Records Bureau (CRB) by Geither (2010) showed that good

recruitment and selection practices Recommended to have several elements so as to

ensure that each employee’s specific duty of care and personal responsibility for

safeguarding and promoting the welfare of children is built into Codes of Conduct,

Codes of Practice, Contracts of Employment, Disciplinary Rules within the advert

and information to the candidate, reference should be made to the need for the

employer to obtain a criminal record Disclosure via the Criminal Records Bureau

(CRB), including checks against the statutory Lists. This properly enables candidates

to make informed decisions about whether or not they want to apply.

According to the journal titled “mandatory requirements of recruitment and

selection” by Butire (2008) showed that Before a vacancy can be advertised, there

will be a post in the structure with a current job description and evaluated salary

grade, there will be at least two people on the interview panel, All panel members

must have received the relevant Council training, the panel will produce an employee

specification listing essential and desirable criteria, there will be a structured panel

interview to assess the candidates’ suitability against the competencies.  Other

relevant assessment methods may also be used, candidates with a disability who meet

the minimum criteria will be guaranteed an interview, Reasonable adjustment will

also be considered.

The journal written by Nui (2002) titled Perception of employee towards recruitment

and selection policy practice showed that there is very limited information available

about whether organizational recruitment practices influence the impressions made

by recruiters on job applicants.

Nui (2002) further argued that employees impressions about more specific recruiter

characteristics and behaviors, particularly perceived concern for the applicant and
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information given to applicants, and enthusiasm regarding the job vacancy. In

addition, recruiter’s self-perceptions of overall effectiveness were also highly

predictable on the basis of more specific self-perceptions, particularly self-perceived

interpersonal effectiveness. However, applicants' perceptions of recruiter

effectiveness were not well predicted by recruiters' self-perceptions of behavior, or

by reported organizational recruitment support. Implications for future research and

practice are discussed

The document written and directed to managers of Air Traffic Services (ATS)  by

Johanson (2001) showed that administrations in the development and implementation

of procedures in recruitment and pre-selection of applicants based on identified basic

requirements and pre-assessment characteristics, with the aim to identify applicants

with a high potential to pass the formal selection (e.g. ability assessment and

interview). The general principle that should be followed is to assure that the profile

of suitable applicants for the selection process consists of those characteristics that

discriminate between accepted and rejected candidates in the later selection

processes. The document contained tentative proposals with regard to specific

applicant pre-assessment characteristics (e.g. education) which predicted the

outcome of a subsequent selection. The document showed that it always it was

perceived necessary to conduct a validation study to provide the necessary evidence

that supports the use of such predictors in each State on an individual basis.

Ojin (2007) in his article Perception of employees towards selection and recruitment

showed that the ultimate goal in pre-selection is to select those candidates who have

a high enough chance to be successful in the ability assessment, in the selection

interview and in the final stage after selection when a decision is made concerning

whether an applicant is to be accepted as a candidate for controller training or not.

The characteristics of applicants should be related to selection success but also to

success in the initial training or even OJT training. A rationale behind some of the

suggestions made in the following is, that intentionally overt behaviour is based or

supported by certain cognitive processes and motivational structure. It is further

assumed that a relation exists between the frequency, intensity and duration of
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specific behaviour and those cognitions. To give an example, one can hardly argue

that a good perspective designer probably scores low on a spatial ability test.

However, a person who has good spatial abilities does not necessarily have

perspective drawing as his/her main hobby or field of interest.

Mayer and Sims (1994) showed that there are some other organizations which

considers experiences more in the whole issue of selection and recruitment that

people with high spatial ability benefit more than people with low experience and

ability. The explanation given is that these the experienced employees allow high

spatial ability people to devote more cognitive resources to building referential

connections between visual and verbal representations.

A Journal titled “Intentions towards Mastery Goals” by Archer (1994) showed that a

person’s achievement goals can be divided into performance goals or mastery goals.

Persons with performance goals are concerned primarily with demonstrating their

own capabilities and with competing with others, particularly if success is achieved

with little effort. Persons with mastery goals or learning goals want to develop their

competence on a task or to increase their understanding of a subject and anticipate

that this end will be achieved by hard work.

Archer (1994) demonstrated in a study of first year university students that there

exists strong positive correlation between mastery goal and reported use of thinking

strategies, a positive approach and choice of hard tasks. A negative correlation was

found with the choice of an easy task. For those with performance goals, these

correlations with learning strategies and positive approach are in the same direction

but less pronounced than those with mastery goals.

2.3 Empirical Literature Review

A major challenge for Strategic Human Resource Management research particularly

recruitment and selection aspect currently is to establish a clear, coherent and

consistent construct for organizational performance. This part describes the variety of
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measures used in current empirical research linking human resource management

and organizational performance.

Basing on NHS Health Scotland, being the national organisation for improving the

health of people in Scotland publication – March 2009 on Equality and Diversity

Impact Assessment Final Report, recruitment and selection policy well looked at.

The recruitment and selection area had already been identified in Health Scotland’s

race and disability equality schemes as of high relevance to equality.

The assessment set out about the impact of our external recruitment and selection

policy on each of the equality strands. This includes consideration of the beneficial

impacts, the adverse impacts and whether any adverse impact is unlawful. It’s only

through recruitment and selection policy implementation organisation can get well

will all issues around equality and diversity.

The aim of Health Scotland’s Recruitment and Selection Policy is to:

(i) Attract and select the best possible candidates for employment at Health

Scotland. The policy applies to all employees and potential employees.

(ii) To provide the organisation with staff who have the necessary skills,

experience, values and attitudes so as to be able to deliver on Health

Scotland’s business plan for organisation efficiency.

(iii) To provide a transparent and explicit process to recruiting external

candidates.

(iv) To reflect the ethos of an organisation committed to equality and tackling

discrimination.

The assessment comes with numbers of recommendations that intend reduce the

potential for negative impact of recruitment and selection policy and ensure
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promotion equality of opportunity through our approach to recruitment and selection

practice in NHS Health Scotland as a means to enhance performance.

A Reasons You Need Recruitment and Selection Policy publication of May 15, 2012

by Paul Slezak indicates a recruitment and selection policy as a statement of

principles, outlining how organisation will conduct its recruitment and selection

process. The aim of such a policy is to ensure that a transparent and unbiased

recruitment and selection process is followed; one that results in the appointment of

the best candidate, based solely on merit and best-fit with your organizational values,

philosophy, and goals. Talking about recruitment and selection policy, Paul Slezak

tries clearly to show the relationship with business organisation performance at large.

According to Chanda & Bansal (2010) article on Strategic Integration of Recruitment

Practices and Its Impact on Performance in Indian Enterprises, recruitment and

selection is a foundation of human resource management (HRM) practices and its

integration to business is critical to achieve organizational strategic goals. The study

investigates the level at which recruitment and selection practices strategically

integrate with business and the relative effects of different levels of such strategic

integration on organizational performance.

The results of the study indicate that the majority of the companies in India have a

high level of recruitment and selection strategic integration in both strategy

formulation and implementation. . Further the results indicate that the majority of the

companies in India have a high level of recruitment and selection strategic

integration in both strategy formulation and implementation.

A salient conclusion is a majority of the investigated Indian enterprises tended to

have high levels of strategic integration in recruitment and selection. This finding

indicates that there is robust HR input into business strategies, and business strategies

are generally interpreted into HRM policies and practices in Indian enterprises. Also,

a high level of strategic integration in business strategy formulation is often

accompanied with a high level of strategic integration in business strategy
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implementation. This finding can be explained in a way that when HR strategy and

policies are driven by business strategies they tend to be implemented to meet

strategic needs.

Also study on Recruitment and Selection Process with a case Study of Hindustan

Coca-Cola Beverage Pvt.Ltd, was conducted in Gangyal, Jammu, India in October,

2010. The study was mainly to observe the degree of satisfaction levels of the

employer as well as the employees towards the process of recruitment and selection

techniques adopted by the company. The conclusion from the study is the

performance of the company is nice. 120 out of 120 employers said that company

maintains and manage candidate’s file including maintenance of database to ensure

comprehensive data collection of candidates. 70 out of 120 employers said that the

company spends about 20%-30% of its total expenditure on recruitment and

selection. 120 out of 120 employees’ accepted the fact that coca-cola follows

recruitment and selection procedure. It basically depends on the post the candidate is

applying for, in most of the cases the company does compensate the employees for

the expenses incurred by them. 70 out of 120 employers said that the company

compensates the employees for the expenses incurred by them, while 50 employers

said no. 120 out of 120 employers said that company maintains and manages

Candidate’s file including maintenance of database to ensure comprehensive data

collection of candidates. It can be concluded that this company is doing very well in

the area of soft drinks if it is compared with the other competitors.

According to Rev. Dr. Jonathan et al on International Journal of Human Resource

Studies, 2012 a lot regarding recruitment and selection policy against the

performance of business organisation stipulated. Study conducted on Effect of

Recruitment and Selection of Employees on The Performance of Small and Medium

Enterprises in Kisumu Municipality- Kenya indicates recruitment and selection has a

significant effect on the performance of SMEs in Kisumu Municipality.

The performance of SMEs in Kisumu Municipality has been poor, and SMEs in

Kisumu Municipality have witnessed relatively low performance in contrast to SMEs
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in neighboring municipalities. Collapsed of some newly registered SMEs, decreased

profit margins foster the need to determine the effect of recruitment and training

practices on the performance of SMEs.

Study finding on Correlation for Recruitment and Selection and Performance of the

SMEs show that the associations have negative values which seem to suggest that an

increase in sourcing, attracting, and screening reduce the overall performance of

SMEs in Kisumu Municipality. This could suggest that these elements of recruitment

and selection are not implemented in the correct manner, or are just used for

decorations.

On Relationship between Recruitment and Selection and Performance of SMEs the

finding suggest that majority of SMEs in Kisumu Municipality may not be benefiting

from good recruitment and selection.

The finding that recruitment and selection is a significant determinant of the

performance of the SMEs in Kisumu Municipality; and that recruitment and selection

accounts for 72.4% of the variance in the performance of the SMEs.

Based on these findings, the study concludes that recruitment and selection have a

significant effect on the performance of SMEs in Kisumu Municipality, and the

better the recruitment and selection, the higher the performance of the SME.

According to Cloete (2007), recruitment is about making sure the qualified people

are available to meet the employment needs of the government. Ineffective

recruitment precludes any chance for effective candidate selection because when

recruitment falls short, selection must proceed with a pool of poorly qualified

candidates. Cloete further states that the task of recruitment is to generate a sufficient

pool of applicants to ensure that there are enough people available with necessary

skills and requirements to fill positions as they arise.
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Many studies have been conducted with regards to recruitment and selection practice

and the interest shown justify that still there is a need to go further to full use of  the

practice for organization effectiveness.

In Tanzania, according to Sapanjo (2010) in his study titled factors affecting

recruitment and selection process in private sector .The paper examined among the

other thing also the issue of recruitment and selection policy to be part and parcel of

the process identified.

On top Marcus (2010) on his study assessed the effect of selection process to the

performance of public institutions in Tanzania. The findings come out with the

conclusion that there is direct correlation between selection process and the

performance of public institutions in Tanzania. Being the case, the study justifies the

need for further research on the impact on recruitment and selection policy to the

performance of business organisation in Tanzania.

Conclusively one can say given the situation in the other countries as observed in the

empirical studies above, there is need to assess the impact of recruitment and

selection policy to the performance of Tanzania’s business organisation.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

Research methodology is a way to systematically solve research problems.  It is in

the methodology that elucidates the various steps adopted in studying a research

problem and the logic behind application of the methodology. The chapter describes

various methods that the researcher applied in conducting his research. It describes

the research design, sampling procedures, types of data needed and their sources,

methods of data collection, sample size, and analytical methods.

3.2 Type of Study

The researcher used case study design, where by the answers to the research

questions were obtained through interviews, questionnaires, documentations, and

observations. Case study is a popular form of qualitative analysis and involves a

careful and complete observation of a social unit, be that unit a person, a family, an

institution, a cultural group or even the entire community.  It is a method of study in

depth rather than breadth (Kothari, 2004). The institution from which the data was

obtained is one of the biggest institutions known as Coca Cola Kwanza Ltd in Dar es

Salaam Tanzania. Therefore, type of the study the researcher used descriptive plus

exploratory study design.

A case study method was preferred because it was seen as the most appropriate

considering the time limits of the research. The aim of the case study design was to

obtain information on several variables from a single social unit that is Coca Cola

Kwanza Ltd.

The merit of the case study design is that more insight into a situation is gained and

therefore conditions are less sensitive.
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3.3 Area of Study

It is very important for a researcher at the planning stage to clearly specify the area

of the study and define the area to be researched (Cohen et al, (2000).

The study concentrated on Human resource planning and most likely on the impact

of recruitment and selection policy on the performance of Tanzania’s business

organizations in Coca Cola Kwanza–Dar es Salaam, Tanzania. The reasons for

conducting this study on this particular area are poor performance output of

employees of Coca Cola since it affects productivity and the development of the

Company. Importantly, some of the employees who are not able to improve and

adjust to their new working environment resign leading to employee turnover and

this affects the organization in terms of cost and productivity, lastly poor or failure of

effective delivery strategies and facilitation amongst the workers.

3.4 Study population and Unit of Analysis

3.4.1 Study Population

The targeted population in the organization under study was both the management

and employees. Both personnel in the topmost positions and down to the lower level

employees covered in the study. Thus the study covered both mainstream and non-

mainstream staff at the managerial, operational and other supporting staff. The

overall sample size was 50 respondents with 10 expected representatives from HR

Department and 40 representatives from other departments. This was reached due to

time limit of the study and financial constraints.

3.4.2 Unit of Analysis

The unit of analysis was the major entity that a researcher analysed in the study.

These includes,

Dependent Variable

Dependent variables are the variables which can be altered or manipulated by

independent variables. These variables are not static, they tend to change. The

dependent variable of the study is organizational performance.
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Independent Variables

Independent variables are the variables a researcher had control over what he choose

and manipulate. The independent variable of the study is recruitment and selection

policy of the organization. These are the controlling factors which determine the

performance of the organization.

3.5 Samples size and Sampling Techniques

3.5.1 Sample Size

In research investigation involving several hundreds and even thousands of elements,

it would be practically impossible to collect data from or test or examine every

element. Even if it is possible it would be prohibitive in terms of time and other

human resources. Studying a sample rather than the entire population is sometimes

likely to lead to more reliable result, mostly because there was less fatigue and hence

few errors in collecting data especially when elements involved are few in number.

3.5.2 Research Techniques

Both qualitative and quantitative techniques were used during the study.

3.5.2.1 Qualitative Techniques

This was used for non – standardized data based on meanings that need to be

expressed through words such as some managerial decisions, extent of the qualitative

influence of recruitment and selection toward the organizational performances, and

labor relations .i.e. employee’s perception about the practice.

3.5.2.2 Quantitative Techniques

This was applied to analyze and describe numerically the extent of organizational

performance as long as recruitment and selection on HRM is concerned.

3.5.3 Sampling Procedures

These provide a range of methods that enabled the researcher to reduce the amount

of data needed to collect by considering only data from sub – groups rather than all

possible cases or elements. The following sampling techniques were applied for this

matter.
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3.5.3.1 Quota Sampling

It is a non – probability sampling procedure that ensures that the sample represents

certain characteristics of the population chosen by the researcher. Quota sampling is

necessary because it is appropriate for case study design, less costly, and obtains

easily. Under this, the researcher divided the total population into three groups

namely managers, supervisors, and workers (staffs). 80% of the sample was obtained

through this technique.

3.5.3.2 Purposive Sampling

Under this the judgment of the researcher used to select the cases, which make – up

the sample. However, the researcher chooses sample elements for those not covered

in the quota sampling upon official request. The main target group for the purposive

sampling is HR Department. About 20% of the sample was be obtained through this

technique.

3.6 Data Collection Methods

Different types of data with various collection techniques were employed in this

study.

3.6.1 Types of Data Required

Both primary and secondary data were required in this study:

3.6.1.1 Primary Data

It involves direct experience and observation and thus, distortions by other observers

are avoided and therefore reliable. These data were obtained through interviews

conducted by the researcher, questionnaires formulated by the researcher, and also

through observation.

3.6.1.2 Secondary Data

This includes all data obtained from the reviewing of literatures, through internet

searching, documentation, academician, surveys, and government surveys.

Secondary data is important to be used since statistical information and records
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might be of particular use for answers of research questions and objectives. They

also needed fewer expenses because they have already been prepared.

3.6.2 Data Collection Methods

This involved the following;

3.6.2.1 Interviews

The researcher used this as it is important for collection of primary data. The

interviewee were chosen randomly from the sample selected from different

departments especially HR Department. It was important as it allowed immediate

response as compared to questionnaires. Thus both structured and instructed

approach was employed.

3.6.2.2 Questionnaires

The researcher used this technique as questions assigned to bring out silent aspects of

the research which was not covered in interviews. Questionnaires were sent to the

respondents who read and answered on their own. Structured questionnaires were

adopted in this study. The respondents had a period of one week to fill and return the

questionnaires to the researcher.

3.6.2.3 Observations

The researcher used this technique as it is appropriate for this study as the study

focused on peoples’ beliefs, attitudes toward work, and values as far as recruitment

and selection is concerned in the natural set.

3.6.2.4 Documentations

The researcher used written documents of the organization such as notices, books,

journals, and magazines, administrative and public records as well as non – written

documents such as tapes, CDs, video recording to obtain other secondary data

necessary to answer research questions. Thus the number of employees, the number

of lately recruited employees and the number of retained and developed employees
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in each cadres was looked. The data gathered from documentary sources was

supplement to the primary data through the questionnaires and interviews.

3.7 Data Processing and Analysis

Data that collected using questionnaires was prepared by cleaning and coding to

check whether the collected data are accurate and complete. Kothari (2008), coding

refers to a process of assigning numerals or other symbols to answers so as to

responses can be put in to a limited number of categories or classes. Coding allows

efficient analysis and through it several replies may be reduced to small numbers

which contain the critical information required for analysis.

This included detection of errors and making sure that each respondent has

responded to all questions. Duplicates were removed and questionnaires with few

problems corrected. Only clean questionnaire was coded and entered in a computer

using the Statistical Package for Social Scientists (SPSS) package. Due to qualitative

and quantitative nature of data collected and analyzed, the presentation of findings

kept in form of tables, pie chart and bar line.
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CHAPTER FOUR

DATA ANALYSIS AND PRESENTATION OF FINDINGS

4.1 Introduction

This chapter intends to bring the presentation; analysis and discussion of the findings,

resulted from the research on, The Impact of Recruitment and Selection Policy on the

Performance of Tanzania’s Business Organisation -A Case of Coca Cola Kwanza׃ 

Dar Es Salaam, Tanzania

4.2 Presentation of the Study Findings

The summary of the data on the specific objectives which stated “to find out the

elements of recruitment and selection policy adopted by Coca Cola Kwanza

Company Ltd, to examine the specific characteristics of recruitment and selection

policy that considered as critical for improving Company performance, to find out

the perception of employee towards recruitment and selection policy practice, to

assess the weakness of recruitment and selection policy practiced by Coca Cola

Kwanza Company Ltd, to analyze the suitability of Coca Cola Kwanza Company

Ltd’s recruitment and selection policy for organization performance revealed the

following findings.

4.2.1 Presentation of Findings on Respondents Profile

This section aims at discussing the respondents' profile to enable the researcher

establish the extent of judgment one might have in the area of the study. Among the

researched respondents' characteristic include age and year of joining the company,

position and working Departments.
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4.2.2 Presentation of Findings on Respondents’ Demographic Profile

Table 4.1: Respondents Demographic Profile

Sex Frequency Percent

Male 26 51.9

Female 24 48.1

Total 50 100.0

Source׃ Field Work (2013)

4.2.2 Presentation of Findings on Respondents Demographic Profile

Table 4.2: Respondents Demographic Profile

Department Frequency Percent

Commercial Department 8 15.7

Finance 8 15.7

Human resources Dept 34 66.6

Total 50 100.0

Duration Frequency Percent

2007 8 15.7

2008 8 15.7

2010 8 15.7

2011 26 51.0

Total 50 100.0

Age of the Respondents Frequency Percent

18-25 9 17.6

26-35 33 64.6

36-45 8 15.8

Total 50 100.0

Designation Frequency Percent

Human resources officers 34 76.6

Accountant 8 15.7

Sales Manager 8 15.7

Total 50 100.0

Source׃ Field Work, June (2013)

The data in table 4.1 above shows that 17.6 percent (9) of the respondents were young

female and male employed in the age group of 18-25, 64.6 percent (33) of the
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respondents/employees were in the age group of 26-35 years, while 15.8 percent (8)

of the respondents selected for the study were in the age group of 36-45.

Likewise in terms of Designation the Results indicated that 76.62 percent (34) among

respondents selected for the study were Human Resources employees (that is

Managers and other staff members), 15.7 percent (8) of the total respondents were

Accountants and 15.7 percent (8) respondents were Sales Managers.

In term of length of service the findings shows that 15.7 percent (8) of researched

employees selected for the sample started working in the year 2007, 15.7 percent (8)

started working in 2008, 15.7 percent (8) in the year 2010 and lastly 51.0 percent (26)

joined the company since 2011. This means that most of the employee involved in

this study were still fresher’s and probably with very little knowledge.

The departments which were included in the study involved 15.7 percent (8)

respondents from Commercial department, 15.7 percent (8) of the total respondents

were from Finance Department and Lastly 66.6 percent (34) of the total respondents

were from Human Resource Department representing the Majority of the respondents.

The gender profile of the respondents was almost equal, 26 were males and 24 were

female employees.

These findings shows that most of the respondents are young and they have joined the

company recently and therefore this particular group of young people provided the

valid information reflecting the topic under study simply because they have

experienced and passed through the prevailing recruitment process of the company.

The findings also shows that most of the respondents were coming from the human

resources department presumably that it is the department which involved in

recruiting and selecting new employee for the organization, but also it is responsible

in assisting employee performances in terms of systems in place, processes and

procedures. Human resources department practices and manifest recruitment and
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selection policy and therefore their inclusion means the data provided are reliable and

valid ones

Gender issues have been included since they can provide the picture of gender

distribution across the company. The study shows that there is almost equal number of

female and male in the company and that provides a good lead to the issue under

study. See Table 4.1

4.3.3 Elements of Recruitment and Selection Policy Adopted by Coca Cola

Kwanza Company Ltd

Under the first objective the study intended to find out the elements of recruitment

and selection policy adopted by coca cola kwanza company ltd. The study found that

4.3.1.1 Presence of Company’s Recruitment and Selection Policy

Table  4.3: Presence of Company’s Recruitment and Selection Policy

Presence of Company’s Recruitment and Selection Policy Frequency Percent

Yes 42 82.4

No 8 15.6

Total 50 100.0

Source׃ Field Data (2013)

As per table 4.2 above all questionnaires received were duly completed. The table

shows that 82.4 percent (42) of the employees selected for the sample agree that the

company has the Recruitment and Selection Policy at Place while 15.6 percent (8) of

the respondents argued otherwise. The respondents were responding to the research

question which asked does the Coca Cola Company have Recruitment and Selection

Policy in place.

The findings shows that most of the respondents were aware of the presence of the

recruitment and selection policy in the organization/company while the few ones

were not aware and this means that the minority represented the fresher’s who joined

the company in 2011 and were still new to the company with little experiences on the
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companies policies and practices. Also the findings indicate that the awareness of

recruitment and selection policy was not well informed equally to all employees. See

Table 4.1

4.3.1.2 Respondents happy with Recruitment Policy and Selection Policy

Table 4.3: Respondents happy with Recruitment and Selection Policy

Respondents happy with Recruitment and Selection Policy Frequency Percent

Yes 50 100.0

Total 50 100.0

Reasons Frequency Percent

Fair and organized, Relevant Assessment  Tool 8 15.7

It gives equal opportunities to big number of applicant also it add value

to business

8 15.7

It allows specialization 9 17.6

It is Bias Free and no Favoritism 9 17.6

Its Fair for Internal Recruitment 8 15.7

It uses  specified tool for assessment (Targeted Selection of other

Assessment)

8 15.7

Total 51 100.0

Source׃ Field Data (2013)

The Recruitment and Selection Policy of an organization has to be fair to all

employees. The findings on whether the employee were happy and comfortable with

the recruitment and selection policy of the company revealed that 100 percent of

employees selected for the sample which is equal to the total number of the study

sample size expressed that they were happy and comfortable with the Recruitment

and Selection Policy of the company as per table 4.3 above.

This signifies that the Recruitment Policy of the organization adheres to all the

necessary principles and processes in recruiting and selecting new employee. This

can be supported by the statement given by one of the employee while responding to

a question which asked “Are you happy with the recruitment and selection practice

in your Company?” Whereby she said that honestly the policy is fair, since “I was
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selected due to my qualification and for those who had no qualification were not

selected”

On the other hand the researcher was interested in finding out the reasons for the

employees to be comfortable with the Recruitment and Selection Policies  of the

company showed that 15.7 percent (8) of the respondents expressed that the Policy is

fair and organized but on top of that it uses the Relevant Assessment  Tool to get the

right fit employees, 15.7 percent (8) of the respondents expressed that company

gives an equal opportunities to a large number of applicants and  17.6 percent of

respondents said It allows specialization, 17.6 percent (9) of respondents said that the

policy is Bias Free and it does not allow Favoritism in the process, 15.7 percent (8)

of respondents/employees reveals that the policy is Fair and more particularly for the

internal Recruitment, 15.7 percent (8) of respondents/employees said they were

happy with the policy simply because the policy uses  specified tool for assessments

(Targeted Selection of other Assessment) which makes it fair and unbiased.

The findings signifies that all the employee were happy with the Recruitment and

Selection Policy of the company and that was no reasons but it being fair for both the

internal and external applicant but above that the fact that it uses the specified tool

during the process so all the applicant find it fare and free from bias.

These findings are in line with the study conducted by (Beardwell , 2007) who

argued that in most of the western countries employee have been complaining

against their recruitment policies being unfair, the study concluded by suggesting the

tour a company’s recruitment policies to be effective they have to use the specific

tool which will be bias free and fair. See Table 4.3
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Figure 4.1: Element of Recruitment and Selection Policy

As per figure 4.1 above, it was in researcher’s interest to find out the key elements

manifesting in the Recruitment and Selection Policy of Coca Cola Company. The

study involved 15.7 percent (8) respondents who said that among the elements

within the policy includes Impact focus, Job fit Base, Participative  and employee

Fitness to the job, 15.7 percent (8) of respondents said that the system has elements

of openness and Fairness, 17.6 percent (9) expressed that the policy is result oriented

in nature,15.7 percent (8) of respondents said it consist of Participatory and

Competence Based elements, while 17.6 percent (9) of the respondents said

Procedural Fairness and Transparency are among the elements of the Policy and

lastly 15.7 percent (8) of the total respondent said the other elements were

Performance criteria.

The findings signifies that Coca Cola Company has the most desirable Recruitment

and Selection Policy which if well followed would yield positive impact on

organization performance.

The findings on elements of the  Recruitment Policy also are in line with studies as

cited in the literature review of Fredrick (1856) who criticized the method of

traditional management like, first management decision were made on the basis of

intuition, feelings, opinions and traditional past experienced rather than scientific
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investigation. Secondly jobs were performed by the rule of thumb than standard

times, methods and motions and suggested the inclusion of Job fit, Openness as well

as Fairness as the key elements in the organization performances. See Figure 4.1

Figure 4.2: Determinants of Effective Recruitment and Selection Policy

Source. Field Work (2013)

Effectiveness of the Recruitment and Selection Policy is very important in the

organization especially in realizing the goals and objective of the company.

As per figure 4.2 above, The finding on the Determinants of Effective Recruitment

and Selection Policy revealed that 31.4 percent of the respondents expressed that

Fairness of the policy justify its how effective the policy is, 31.4 percent of

respondents said the Value added in the companies performances justify the

effectiveness of the Policy, another indicator of effectiveness is openness of the

system expressed by 9(17.6 percent) of the respondents  and lastly 9(17.6 percent) of

the total respondent said the policy is regarded as an effective one when it practice

fairness in its procedures, job fit and motivation fit.

These findings are supported by the response of one of the respondents who was

responding to the interview question which asked “What determinants justify the
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effectiveness of the recruitment and selection Policy?”Whereby she said “the good

thing with Coca Cola Company is that it performs very fairly and the entire

employee feels part of the organization and increase its morale in performance”

The findings signifies that for the recruitment and selection policy to be effective to

be more on the human side, which means it has to consider human being as human

being and not as mechanics as Cited in Literature review by Gantt (1999) who

supported a more humanistic approach where workers are to be trained to become

more skilled and it is the management responsibility to help workers learn and

acquire the skills. But also in the recruitment process the systems have to be fair and

open and less suppressing that the employees would be capable of expressing their

inner capacity and ultimately add value to the organization. See Figure 4.3

4.3 Characteristics of Recruitment and Selection

Under objective number two the study aimed at examining the specific

characteristics of recruitment and selection policy that considered as critical for

improving Company performance, the study revealed the followings׃

4.3.1. Recruitment and Selection Policy Characteristics

Figure 4.3׃ Characteristics of R&S Policy

Source Field Source׃ (2013)
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(Figure 4.3 above) Recruitment and Selection Characteristics were among the areas

researcher looked at so as to find out whether there was any relationship between

characteristics of the Policy and the performance of the organization.

The findings revealed that 17.6 percent of researched employees indicated that the

main characteristics of Recruitment and Selection Policy of the Coca Cola Company

is  “Transparency”  where by 33.4 percent of researched employees said the policy is

characterised by consistency, transparency, it adheres to proper procedures but on top

of all the policy is fair and lastly 49.0 percent of the total respondents said that the

policies is comprising of all good characteristics necessary to perform its selection

and recruitment process which includes Transparency, Fairness, Procedural,

Suitability, Credibility, Consistency and Legality.

The findings signifies that most of the employees are fully aware  and are

knowledgeable enough on what is Recruitment Policy of the company but  above

they seem to be more comfortable and cherish it.

The findings are in line with the study conducted by Edward (2006), who argued that

in the 20Th Century the organization’s recruitment policies must be known to almost

all the employee but above all it must be equipped with enough good characteristics

which would motivate the employee to perform at their capacities and leads the

organization to the highest peak of its performance. See Figure 4.4

4.4 Perception of Employees on Recruitment and Selection Policy Practice

Under objective number three the research intended to find out “the perception of

employee towards recruitment and selection policy practice”. The findings revealed

the following׃
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4.4.1 Employee's Perception on Recruitment and Selection Policy

Table 4.4: Employee’s Perception on Recruitment and Selection Policy

Employee's Perception on Recruitment and Selection Policy Frequency Percentage

Fair 9 17.6

Value Added 9 17.6

Fair and Value added 32 63.8

Total 50 100.0

Source׃ Field Date (2013)

As per table 4.4 above, 17.6 percent of the respondents view that the Recruitment

and Selection Policy is fair, 17.6 percent of respondents said despite the policy being

fair but it also adds value to the company, 63.8 percent of the total employees

expressed that the despite effectiveness of the policy but it is fair and adds value to

the organization.

These findings are evidenced by the respondent statement while responding to the

research question which asked “What is the perception of Employee on the

organization’s recruitment and selection policy” whereby he argued that “ I view

the policy as the most fair and open policy comparatively to other companies I

worked before and it is because of the fairness and the openness of the policy that is

why the company get only right and job fit personnel, and no wonder the company

still performs at its peak not only at the region level but also National and country

wide.

These findings matches the findings by Decenzo (1998) who highlighted that if the

recruitment policy is not as effective as it should be there would be several problem

to the organization pointing out the expected problems when conducting recruitment.

These constraints limit managers’ freedom of recruitment and selection and select a

candidate of their choice. See Table 4.4
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4.4.2 Influence of Recruitment and Selection Policy on Organization

Performance

Table 4.5: Influence of Recruitment and Selection Policy on Performance

The influence of Recruitment and Selection Policy on Performance Frequency Percent

Yes 50 100.0

Total 50 100.0

Reasons for Ineffectiveness Frequency Percent

Types of people selected 8 15.7

Cost serving , 8 15.7

Help to get right people 9 17.6

It reduces labour turnover rate 8 15.7

Job fit and Motivational fit 9 17.6

Right committed, staff 8 15.7

Total 50 100.0

Source: Field Data (2013)

(Table 4.5 above), The effective Recruitment and Selection Policy of an organization

is expected to yield positive impact on the organization performance. The findings on

the research question which asked “Does the Recruitment and Selection Policy have

an Impact on the organization Performance revealed that 100 percent of all the

respondents/employees said the Policy favors and support the company’s

performance

This is evidenced by the statement of one of the respondent who said “Better

performance is out of the question in this company since they hire job fit employees

and at times they consider the employee back ground basing on the performance, the

policy is bias free it knows no body and therefore all of the employee who work here

works under their capacities”

Likewise in terms of reasons for effectiveness of the Recruitment Policy the study

involved 15.7 percent respondents who expressed that ,Cost serving , Retention -

Growth opportunities, Employee engagement, Having people with the Right
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Organization skills who serve the Job are among the key reasons as to why the Policy

delivers the best to the company as far as the issue of the Performance is

concern,15.7 percent (8) of respondents said Cost serving the Policy helps in

Performance improvement through its capacity of Retention -Growth opportunities,

allowing Employee engagement, It facilitate succession planning, it increases

production while  9(17.6 percent) of all the respondents said through good

recruitment policy the company understand and has been able to get a person with

both Job fit and Motivational fit who contribute to the better performance of the

company, 8(15.7 percent) expressed that the Recruitment helped the company to

engage in Right committed staff who make an impact and reduces turnover of the

organization.

The findings signify that the entire respondents are aware of the fact that the good

Recruitment and Selection Policy leads to the better performance of the organization.

These findings are in line with the findings as Cited by Jean-Marie Hilltop article, in

literature review who said growing companies indicates that corporate HRM policies

and strong recruitment and selection practices - including ‘best’ practices - are

associated with high (financial) organizational performance, and can encourage

employee behaviour and attitudes towards strengthening the competitive strategy of

an organisation. But such ‘best’ practices can vary widely and even contradict each

other.

The findings are also in line with studies basing on NHS Health Scotland, being the

national organisation for improving the health of people in Scotland publication –

March 2009 on Equality and Diversity Impact Assessment Final Report, recruitment

and selection policy well looked at.  The assessment set out about the impact of our

external recruitment and selection policy on each of the equality strands. This

includes consideration of the beneficial impacts, the adverse impacts and whether

any adverse impact is unlawful. The findings showed that It’s only through

recruitment and selection policy implementation organisation can get well will all
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issues around equality and diversity but furthermore the performance of the

organization.

These findings are also in line with the findings cited in the Literature Review by

According to Chanda (2010) article on Strategic Integration of Recruitment Practices

and Its Impact on Performance in Indian Enterprises whereby it was found out that

recruitment and selection is a foundation of HR practices and its integration to

business also is critical to achieve organizational strategic goals.

Also the study investigates the level at which recruitment and selection practices

strategically integrate with business and the relative effects of different levels of such

strategic integration on organizational performance.

The results of the study supported by different studies in India that there is a high

level of recruitment and selection strategic integration in both strategy formulation

and implementation. Further the results indicate a high level of recruitment and

selection strategic integration in both strategy formulation and implementation. See

Table 4.5

4.5 Suitability of Coca Cola Kwanza Company Ltd’s R & S Policy for

Organisation Performance

Under the objective number four the study aimed at analyzing the suitability of Coca

Cola Kwanza Company Ltd’s recruitment and selection policy for organization

performance, the findings revealed the followings׃

4.5.1.1 Fulfillment of Intended Purpose
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Table 4.6: Fulfillment of Intended Purpose

Fulfillment of Intended Purpose Frequency Percent

Yes 42 82.4

No 8 17.6

Total 50 100.0

Ways of Fulfilling the R and S Purpose. Frequency Percent

Goal Accomplishment 8 15.7

It allows professionalism, save cost 9 17.6

It assist to get a right person 9 17.6

Low turnover rate, 8 15.7

Recruitment process are done in a particular time periods 8 15.7

We don’t use E-recruitment that much 8 15.7

Total 51 100.0

Source׃ Field Data (2013)

The study on whether the Recruitment and Selection Policies helps the organization

to achieve its objectives involved. As per table 4.6 above, 82.4 percent (42) of total

respondents said that the Recruitment and Selection Policy plays its role in ensuring

that the company performs at its best while 17.6 percent (8) of respondents said the

Policy does not help in ensuring the fulfilment of the intended goals of the

organization.

This signifies that most of the respondents approve the fact that current policy favors

the performance of the organization and the few who could not approve might belong

in the group of the fresher’s who recently joined the organization and thus they are

not as aware as the ones who have worked for quite sometimes. See Table 4.6

4.6.1. Weakness of Recruitment and Selection Policy

Under the fifth objective the study aimed at assess the weakness of recruitment and

selection policy practiced by Coca Cola Kwanza Company Ltd.
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4.6.1.2 Weakness of Recruitment and Selection Policy

Table 4.7: Weakness of Recruitment and Selection Policy

Weakness of Recruitment and Selection Policy Frequency

Yes 16 31.4

No 34 68.6

Total 50 100.0

Comment on the Weakness of Recruitment and Selection Policy Frequency Percent

Absence of E - Recruitment -Limit Potential applicant lacking control

through the process

8 15.7

I covers all important aspects 34 66.7

Too Tradition in Case of Sourcing, No use of E- Recruitment 8 15.7

Total 51 100.0

Source ׃ Field Data (2013)

Table 4.7 Shows that most of the respondents 68.6 percent of respondents argues that

the Company Recruitment and Selection Policy does not exhibit any weakness as

such and the minority 31.4 percent expressed that there are several weakness. The

findings are in line with the findings in table 4.8 where it was revealed that most of

the respondents said there are no challenges facing Coca Cola Kwanza’s Recruitment

and Selection Policy.

Likewise Most of employees who  said the companies recruitment policy does not

have any weakness, commented that the  recruitment policy of the company meets

and covers all important aspects of recruitment and selection policy, but also 15.7

percent of respondents said absence of E- Recruitment in limit potential applicant

lacking control through the process, adding on top of that 15.7 percent of respondents

said the company applies local and traditional ways of outsourcing the employees but

also their company has forgone the use of E-Recruitment which is the latest and the

modern ways of recruiting the employee at a low costful way in term of time and

money. See Table 4.7
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4.7.1.1 Challenges Facing Recruitment and Selection Policy

The finding revealed that there were several challenges highlighted by some of the

employee, the challenges faced by the Coca Cola Company in practicing the

Recruitment and Selection Policy.

4.7.1.2 Challenges Facing Recruitment and Selection Policy

Table 4.8: Challenges Facing Recruitment and Selection Policy

Challenges Facing Recruitment and Selection Policy Freque

ncy

Percent

Attracting Critical 8 15.7

There are no challenges 17 33.3

Cost of out sourcing 8 15.7

Total 51 100.0

Presence of Challenges Facing Recruitment and Selection Policy Freque

ncy

Percent

Yes 33 64.7

No 17 35.3

Total 50 100

Source׃Field work (2013)

As per table 4.8 above, 15.7 percent of respondents said the policy allowed

criticism from employee, 33.4 percent respondents said the policy is costly in term of

money and time since it takes longer time to accomplish the recruitment and

selection process, 33.3 percent of the respondents indicated that the company policy

has no criticism nor challenges at all, 15.7 percent of the total respondents expressed

that most of the expenses incurred by the policy in achieving its goals are due to

outsourcing the recruitment and selection of employees especially for critical

position or high caliber / talented employees. Likewise in term of presence of

challenges facing Recruitment and Selection Policy the findings shows that 33(64.7

percent) of researched employees agrees that there are challenges while 17(35.3

percent) of respondents said there were no challenges at all. Table 4.8
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4.8 Summary of the Findings

The study comprised almost equal number between women and men, most of the

respondents were from Human resource department, majority of the respondents

aged 26-35. It was revealed that majority of the respondents were knowledgeable

enough on recruitment and selection policy such as impact focus, Job fit Base,

Participative and employee Fitness to the job, openness and Fairness, result oriented

in nature, Participatory and Competence Based elements, Procedural Fairness and

Transparency and lastly Performance criteria.

The findings signifies that Coca Cola Company has the most desirable Recruitment

and Selection Policy which if well followed would yield positive impact on

organization performance.

The study also showed that there are several characteristics of selection and

recruitment policy ,among the few the characteristics identified in the study included

Transparency, consistency, Fairness, Procedural, Suitability, Credibility, Consistency

and Legality.

Lastly the findings showed that employees viewed recruitment and selection policy

of the company as a fair and value adding procedures.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND POLICY IMPLICATIONS

5.1 Introduction

Recruitment and selection policy play a crucial role in any business or non business

organisation success. This is simply because the success of any organisation depends

on the quality of its human resources. Thus, sufficient and quality personnel are

essential for any authority in providing effective goods and services. However this is

only possible if recruitment is effective and not affected intensively by any factors.

Currently, most of the Tanzania’s business organisations lack sufficient and quality

personnel because of a number of factors.

In today’s global system the existence and success of any business organizations

depends much on the kind of personnel they have. This means that besides having

enough fund and materials, organizations need to have right manpower to support the

day to day operations. Being the case recruitment and selection is the continuing

challenge for most business organisation. Sometimes the need for new employees is

well known because of detailed HR plans as it is through its human resources

organisation can make a real difference .

Managers and HR practitioners however need to practice some process so as to get

the qualified personnel bearing in mind that the performance of the organization is

well determined by best performers.

However the today’s ineffectiveness of recruitment of and selection process lead to

the failure or poor performance of many business organizations. Many organization

have attempted to apply several strategies to improve performance in their

organization, the best recruitment and selection strategies have been observed to

have positive impact to the good performance of organization
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And therefore this attracted the researcher to conduct a study on the impact of

recruitment and selection policy to the performance of Tanzania’s business

organization taking Coca-Cola Kwanza Company as a case. A simple random

sampling method was used to select a sample of 50 respondents who comprises of

HR staffs, other junior staffs and head of departments

The research conducted at Coca –Cola Kwanza Company Dar es Salaam

The study was guided by the below research questions:

(i) What are the elements of recruitment and selection policy adopted by

business organisation in Tanzania?

(ii) What are the specific characteristics of recruitment and selection policy that

considered as critical for improving a Company performance?

(iii) What is the perception of employees towards organizations’ recruitment and

selection policy?

(iv) What are the weaknesses of the recruitment and selection policy currently

practiced by Coca Cola Kwanza Company Ltd?

(v) Does effective recruitment and selection policy fulfill the purpose intended to

meet business organization goals?

Both theoretical and empirical reviewed and this enables research gap identification.

Empirical study revealed that there is a direct relationship between good selection

and recruitment processes to performance of the organization as evidenced by the

Mullins J.L, (1988) in the literature review that a crucial determinant of the success

of recruitment is how well the new members of the staff adopt the requirements of

the organization and make effective contribution to the development of the

organization.

Different research methodologies engaged in this study which includes research

design, area of study, unity of enquiry, sample size and sampling procedures and data

collection methods/ techniques. In order to come up with concrete findings about 50

respondents were involved as the source of information (data). To make this study

valid; employees from different units, departments and sections were involved
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accordance with their total number in a given unit, section, department. Simple

random and purposive samplings were used to obtain relevant sample from the

employees in each department for the research whereby the actual sample selected

using payroll list. In case of data collection, Questionnaires and, interview and

documentary review were used to collect both primary and secondary data for this

study. The study objectives, together with the research questions, were the major

guidelines for deciding appropriate methods of data collection to make this study a

success.

The major purpose of employing various techniques was to make one technique

supplement another in case of its inadequacy in bringing up relevant information in

due manner for the topic in case. To analyze those data into meaningful and useful

information, both qualitative and quantitative methods were used. The latter method

involved tabulation, graphs and percentages to ease the understanding of the

explanations given about the study understudy.

Findings of the Study

The findings of this study were divided in to two sections. The first section presented

demographic information for all respondents. It has been found that most of the

respondents were females and the decision makers i.e. head of departments and

member of HR department. Also the finding have identified that the age group of 26

- 34 years has dominant for the respondents in this study.

In regard to Elements of Recruitment and Selection Policy Adopted by Coca Cola

Kwanza Company Ltd, 82.4 percent of the employee selected for the sample agrees

that the company has the Recruitment and Selection Policy at Place, in terms

Recruitment Policy and Selection Policy 100 percent of employees selected for the

sample which is equal to the total number of the study sample size expressed that

they were happy and comfortable with the Recruitment and Selection Policy of the

company.
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Characteristics of Recruitment and Selection were revealed to comprising of all good

characteristics necessary to perform its selection and recruitment process which

included Transparency, Fairness, Procedural, Suitability, Credibility, Consistency

and Legality.

The findings on Perception of Employees on Recruitment and Selection Policy

Practice revealed that most of the respondents said that 63.8 percent of the total

employees expressed that despite effectiveness of the policy but it is fair and adds

value to the organization.

Further from the study, It was found out that there are several elements of

Recruitment and Selection Policy such as Impact focus, Job fit Base, Participative

and employee Fitness to the job were among the elements of Recruitment Policy but

also Fairness, Participatory and Competence Based, Procedural Fairness and

Transparency were also mentioned by employee as the elements of R&S. It was also

found out that the policy had several characteristics which basically distinguished its

self from others such as “Transparency”, consistency, Fairness, Procedural,

Suitability, Credibility, Consistency and Legality. The findings signified that most of

the employees were full aware and were knowledgeable enough on what is

Recruitment Policy of the company.

It was also found out that most of the respondent 63.8% employees argued that the

policy is fair to its employee but most of all it adds value to the companies

performances. The findings also found out all the employees of the company accept

the fact the policy contributes to Performance of the company.

It was further found that there were several challenges highlighted by some of the

employee, the challenges which faced the Coca Cola Company in practicing the

Recruitment and Selection Policy. Among the challenges included Cost the policy

incur in process of recruiting in new employees and it was argued that it takes a lot

of money and much time to get a new employee. It was also found out that most of

the cost and expenses were resulted from outsourcing of the new employees but
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above all most of the employee included in the study said there were very few

challenges comparing to strength.

The findings basically showed that there Coca Cola Company has employees who

were aware on the recruitment and selection policy which was running the

organization however the newly employed respondents were not much familiar with

and this was due to the short period of time they have spent or even due to lack of

awareness programs to the employees by the Company.

5.2 Conclusions

Conclusively, the research findings justify that Recruitment and Selection Policy

plays great role in ensuring that the company performs at its best. The recruitment

and selection policy running the organization has assumed all the necessary elements

needed for the improvement of the organization performance.

Generally the findings showed that there was a direct link between the recruitment

and selection policy to the best performance of the organization, this was due to the

fact that compliance of selection and recruitment policy ensure the availability of the

best employee of the required calibre who can achieve to the best of the organization.

The study findings on whether the Recruitment and Selection Policies helps the

organization to achieve its objectives mainly involved. From the study findings 82.4

percent of total respondents said that the Recruitment and Selection Policy plays its

role in ensuring that the company performs at its best by having real passionate and

committed employees, get out of time to time replacement costs due to turnovers,

reduce of training costs and general sustainability of business operations as

evidenced by different organisation records.

Therefore, these findings have important policy implications to stakeholders, human

resources managers and to the policy and decision makers. The results provide a

frame work that will guide decision makers in adopting necessary strategies for

promoting recruitment and selection practices in the country. Also, this study
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contributed to the existing body of knowledge of recruitment and selection process in

Tanzania

5.3 Policy Implications

By extracting the findings of the study it shows that recruitment and selection policy

in CCK has a lot of challenges and factors affecting them, though some on the side of

CCK’s itself and others are from the organizational practitioners because of the full

autonomy they are having on recruitment and selection processes together with

dynamic nature of the work environment.

So, in order to counter these recruitment and selection bottlenecks, this study

recommends the following:

There is a need for reviewing recruitment and selection policy of the company so as

to cope up with dynamic changes for the recruitment and selection processes. With

globalization and advancement of technology there is a need of the company to adopt

the digital system which will create a pool of relevant job seekers with their

qualifications at company’s hand. This will help to reduce time wastage in sourcing

the candidates when need arises.

Further the findings it is recommended that the company should reconsider looking

at how it can start using the Electronic Recruitment and Selections technique in its

Recruitment and Selection practices. The findings justify that electronic recruitment

system will enable organisation to have an access with talented candidates across the

global as it will  easier for them to see an adverts through company website and

apply or uploading their curriculum vitae apart from the old ways of recruiting

employees through news papers which is costly and more time consuming.

In addition, HR planning should be insisted and given a great attention by the HR

Department together with other HODs. This will help other HR practices such as

recruitment to go smoothly and efficiently. The recruitment and selection should be
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objectively participatory and not just involving and observe the rules and regulations

of the company.

The above statement is quite true due to the fact that it is human resources who put in

actions organisation objectives and strategies which will eventually put an

organisation to the edge of success. In recent years HRP becomes part and parcel of

most successful organisation in the world even in public organisations. It is beyond

doubt that for organisation objectives, strategic plan to transform in to reality there

must be right human resources in the organisation, so that resources must be

determined in its number required, when to be required, of what skills and experience

for organisation to accomplish its strategic plans, improve organisation performance

and win competitive advantage. For all those mentioned to be achieved HRP looks

inevitable.

Also there is a need for promoting change management within the human resources

department. HR practitioners should be flexible with the changing conditions of the

recruitment processes. This will promote benefit and productivity within the

organisation. In addition more education and training should be given to those

involved with recruitment and selection time after time to cater for all new ones as

well. This will improve skills and efficiency during the recruitment and selection

process.

Lastly, the study findings observe high level of labour turnovers to the organisation.

It is well known that high level of turnover impact the organisation negatively in

terms of replacement costs and even destabilization of organisation operations. The

study justify that there is no direct link between company retention strategy and

prevailing recruitment and selection policy. Overtime, most of recruited candidates

left the company. Thus the company should relook on its retention strategy and

programs to make sure talented employees retained and help the organisation to

attain its goals and objectives.
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APPENDICES

APPENDIX 1: Research Questionnaire

MSc. HRM STUDENT RESEARCH QUESTIONAIRE

DAR ES SALAAM BUSINESS SCHOOL/MZUMBE UNIVERSITY

MARCH 2013

My name is Collins Constantine, a student at Mzumbe University- Dar es Salaam Business

School, pursuing a Masters of Science degree in Human Resources Management (MSc. HRM). As

part of course requirements, I am conducting a research to find out the impact of recruitment and

selection policy on the performance of Tanzania’s business organization. This research is for

academic use only and not otherwise. Respondents’ confidentiality and privacy will be highly

protected. I request you to volunteer answering the following questionnaire by ticking or filling in

where appropriate.

Part 1: Respondent’s personal details

Personal Details:

1. Designation   ………………………………………………..

2. Department   ……………………………………………….

3. Event / year of joining at CCK ……………………………..

Sex: 1. Female [__]       2. Male [__]       3. Prefer not to mention [__].

Age: Which age group do you belong?

a. 18 -25yrs [__]

b. 26 – 35 yrs [__]

c. 36 – 45yrs [__]

d. 46 and above [__]

Part Two: Specific Questions

1. Are you happy with the recruitment and selection practice in your Company?

YES               [__]

NO                [__]

Give reasons for your answer.

………………………………………………………………………………………
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………………………………………………………………………………………

2. What are the specific characteristics of recruitment and selection policy that considered

as critical for improving Company performance?

[More than one tick is allowed on this]

a. Suitability [__]

b. Consistency [__]

c. Legality [__]

d. Credibility [__]

e. Transparency [__]

f. Procedural fairness [__]

Please state others if any.

………………………………………………………………………………….

………………………………………………………………………………….

3. Does a Company have a recruitment and selection policy in place?

a.  No [__]

b.  Yes [__]

c. Do not Know [__]

4. What are the elements of recruitment and selection policy adopted by Coca Cola

Kwanza Company Ltd?

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

5. What determinants justify the effectiveness of the recruitment and selection policy?

...................................................................................................................

………………………………………………………………………………………

………………………………………………………………………………………

6. What is the perception of employee on the organizations’ recruitment and selection?

[More than one tick is allowed on this]

a. Fair                          [__]
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b. Unfair                      [__]

c. Value Added          [__]

d. Non value Added   [__]

e. Don’t know            [__]

Please state others if any.

………………………………………………………………………………….

7. Does recruitment and selection practiced have an influence organization performance?

a. Yes            [__]

b. No             [__]

Give reasons for your answer.

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

8. Are there any challenges facing recruitment and selection process?

a. Yes [__]

b. No [__]

If the answer is Yes, what are they?

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

9. Are there any weaknesses of recruitment and selection policy in your organization?

a. Yes [__]

b. No [__]

Comment on your answer.

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

10. Does e recruitment and selection policy fulfill the purpose for intended organization

goals?
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a. Yes [__]

b. No [__]

If the answer is Yes, how?

………………………………………………………………………………………

………………………………………………………………………………………

………………………………………………………………………………………

Thank you very much for your valuable participation.


