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ABSTRACT
In the past periods there has been a great development in the level of social organizations in India. The movement
is in fact a replication of a change in the government policies for outgoing gradually from social development
policies. This vast space is being enclosed by social organizations. The ‘war for talent’ has ended in recruiters
managing a broad range of ways to find talented candidates: an activity that, shared with rigid confines, has seen
them search for the most effective means for their requirements. Moreover, new technology is beginning up
opportunities for recruiters that are not simply cost-efficient, but are also battered, registered and successful.
This sequence of papers from Ceridian looks to examine the main courses during which organizations are
viewing to resource candidates, how those sources should fit mutually and how organizations can effort to handle
the sources in one established attraction plan. It is also a fact that social organizations constantly manage with
serious people management factors such as inviting the right talent at low salary structure, as long as career
opportunities for internal employees, retentive talent in the middle management team, efficient employee
engagement, etc, controlling cases of high abrasion, hiring and controlling cost of new employees. It is essential
for social organizations to think out-of-the-box and look at their causes from a modern angle to find supportable
solutions.
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1. INTRODUCTION
Gradually, talent acquisition is being lined as one element of a wider talent management strategy,
attached from other basic HR disciplines. Organizations are regularly handled with the task of making
quick lets and that too in a market with great lack of talent. For managers to get the right talent at the
right time, they will need to participate in proper recruitment activities and systems. Recruiting
companies want more scientific methods to shortlist quality talent as they do not have the time and
resources to clean talent held responsible for an employ. There is therefore an extra pressure on a
recruiter to have most effective and zero error while short listing applicants in candidate selections. In
order to do the talent acquisition process more exact and scientific, some new things are developing in
the space. These looks limits across new-age procedures, tools and technology and service-level
improvements that are helping recruiting organizations pay minimum time and attempt to employ the
right candidates.

2. REVIEW OF LITERATURE
Profits stands for a dimensions of social, political, environmental, ethnic and community activities that
impact the social and cultural wellbeing of the society and engage in community building activities,
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(Salamon and Sokolowski, 2004). (Bomstein, 2007) has observed that, most of the volunteer
organizations are entrepreneurial and inventive in accomplishing their social welfare activities. The
constructive part of the income for social organizations comes from income generating activities,
whereas for volunteer and community organizations, the constructive part of their income derives from
donations from individuals or organizations. (Vigoda and Cohen, 2003) and their employees voluntarily
engage in profit making activities for social progression adhering to a high ethical standard. The non-
profit concerns face numerous challenges in terms of declining in charitable contributions, reduction in
government funds, competition from for-profit providers of certain services, and demands for a
progressive change in the grass root levels. The 21st century is an era of dynamic technological
transformations, global mergers and acquisitions, global talent acquisition and deployment etc. These
sudden transitions in employment patterns and the young and flexible workforce encourage extreme
competition among employers to attract and deploy the right talent capital. (Osborn, 2001). To analyze
the nature of organizations, it is easy to categorize it to the segment they belong to, (Westall and
Chalkley, 2007) specified the sectoral memberships of voluntary organizations and social organizations.
Today’s organizations carry success stories based on its talent management strategies. Recruitment is
vital not just for developing human assets but for key organizational survival (Taylor and Collins, 2000).
According to Westall and Chalkley, it is not easy to classify voluntary organizations from social
organizations. There is a rather homogenous group which we mentioned as 'Third Sector’. Although
'Third Sector' organizations may be similar with respect to their purpose and existence, they do have
their differences in terms of their objectives, leadership and implementation paces. The existence of
social organizations and their social welfare objectives create an intention that the employees work for
more of a societal cause, than for the remuneration. From any angle, social organizations, the non-profits
cannot compare its compensation structures with for-profit organizations which promise a great
compensation package with an envious mix of salary, reward programmes and flexible benefits.
(Brandel, 2001). Social organizations are hybrid organizations that resemble philanthropic and
commercial organizations in its intentions, interests, operations, objectives, strategies etc (Dees et al.,
1998).

3. TALENT ACQUISITION
Talent acquisition is the besieged recruitment/acquisition of high performing groups. Organizations
needing external recruitment or head-stalking companies are now employing "talent acquisition"
specialists those job it is to find approach and recruit high performing groups from competitors. This
role is a highly particular role similar to that of a traditional recruiter/headhunter specialist then carrying
greater prominence and strategic significance to a business. Your organization has to grow mixed talent
acquisition strategies to appeal and employ top candidates, developing sourcing plans that contains
social media and employer branding. You also have to identify recruitment technology not only to reach
candidates but also to evaluate and specify analytics on those candidates. Identify the right individuals
who will change the company, and build widespread talent recruitment plans that join business goals and
talent objectives. Organizations face quick changes and unknown changing aspects in present difficult
recruiting market. They obtain huge numbers of applications for some positions and an absence of
skilled candidates for others. The influence of employing the incorrect candidate cannot be overstated.
At the same time, organizations are under rising pressure to minimize costs and increase productivity. At
this similar point, it may be valuable to determine how talent acquisition is watched as different from
recruitment. Recruitment is essentially filling an available position when a person leaves or is vaunted to
another function. Recruitment pursuit ends when you find a candidate who is skilled for the job in
question and involved in the job. Talent acquisition is yet a more difficult process. It is concerned as a
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more practical approach and a complete way to search for talent that will provide to the whole business
success of your organization. Talent acquisition compels good networking ability to go out after the
right talent, which would have beating ‘top performers’ who are not dynamically looking for a change of
job. Therefore, talent acquisition is the corporate employing chant for high level hires today.

Talent is the ancient power that facilitates the success of any organization. Lacking extraordinary talent,
a business can't,

 Utility market chance
 Increase in capital
 Make iconic products
 Recruit special talent
 Transfer great customer service

Present shortage of extraordinary talent is difficult observe to all businesses anyway of industry, size,
geography, or financial position. In present environment, businesses wants to hire, develop, and
maintain extraordinary talent to endure competitive.

3.1. The morphing face of talent acquisition
For their portion, talent management solution sources have developed to meet the growing and changing
needs of HR organizations. As this makes the technology assessment and selection procedure a little
more challenging, the increase of talent acquisition systems allows organizations to execute a
comprehensive solution to meet their unique needs. Many vendors are addressing some of the basic
dynamics related with present’s talent acquisition procedure, including:

 Paper resume replacement: As most of the companies move to an electronic or online
applicant tracing system, solution sources are integrating job-matching kits to increase quality of
hire. Over the views, technology works to analyze and clarify best-match candidates.

 Social media applications: Every organization wants to think how popular applications and
sites — like LinkedIn, Face book and Twitter — can help them associate with potential job
candidates.

 Human resource management systems (HRMSs) and third-party service integration: Over
the past many years, organizations have spent major time and money evaluating HRMSs and
other matching software and services. In order to reserve and spread that investment, any new
talent acquisition solution should be capable to communicate data and participate with remaining
technology.

 Contact management capabilities: Now days, applicants can come from a kind of sources from
external candidates with no priorities relationship with the company to former employees or
retirees pursuing to come back the workforce. Nevertheless of their origin, it’s essential to
maintain way of all applicants.

3.2. Talent acquisition and its performance
In present always changing Talent Acquisition aspects, the loyalty to the following steps cannot be
ignored.

 An Agile Talent Acquisition function: Agility is “how effectually an organization can respond
to changes in the marketplace, identify and recruiting spaces, and line up the right people in the
right places. Companies should appear for diversity in their approach and procedures and not the
agreement.
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 Employer Branding: Determining a clear employer product and coordinating that strategy both
internally and externally will highly increase an organization’s capability to know and appeal
talent. A clear defined brand not only counters the vision of the company but helps to appeal the
best candidates. Recruiting managers wanted to close the gap between their communicating
branding and the recruiting procedures that followed.

 Strategic adoption of social media: Social media will endure to extremely shock how
candidates are sourced, involved, and hired. The whole thing is shifting to this space, from how
jobs are vaunted to how candidates apply.

 Mapping talent acquisition with performance management: Besides, the occurrences of the
Talent acquisition have to increase not only its performance but also the overall business
performance. Organizations must give visibility around the position on the candidate’s
performance to hiring managers like key stakeholders.

 Data/Metrics driven function: The use of analytics can highly increase workforce management
strategy by enclosures and provided that intelligence to leaders for increased business planning
and association. A metrics driven culture is an important for any organization to regularly
increase on its bars for success.

3.3. Talent on demand
At present, it can be closely determined as the procedures by which employers of all kinds wait for their
human capital requirements and set about meeting them. Present talent management methods can
normally be placed into one of two classes: The first is a reactive approach that normally relies on
buying in talent when the requirement occurs. Here, there is very small expectation or planning for
future requirements.

3.4. Crowd sourcing
‘Crowd sourcing’, has newly developed as a new pattern for work which includes the dispersed
outsourcing of work during an ‘open call’ to any web user. The word ’crowd sourcing’ is now useful to
many places of mass cooperation’s and matches.

3.5. Open recruitment
The idea of ‘Open Recruitment’ forms on Cappelli’s structure for talent management and on ‘crowd
sourcing’ theory to develop an original new model for dealing talent in confused times. The ability sets
of internal resources and external recruitment experts have to develop quickly to return the speed of
change in the external environment.

4. ON- PREMISE AND OUTSOURCED OPTIONS
It is just a distinct procedure: data is fed in at the starting of the recruitment phase; output data is carried
to the HR management system and other business systems once a candidate has been selected, and in
related. Usual affairs for customers going down the routed services means center on getting declarations
about privacy, data security and uptime. Customers will also need to identify that the service can be
efficiently combined with their surviving HR management system.

5. MANAGING THE FUNDAMENTALS
Meanwhile its appearance as a different sector in the 1930’s, recruitment has permanently been about
the interface between three main areas: networking, technology and marketing. The development and
union of these three drivers has determined the recruitment market place. Networking has gradually held



Research paper
Impact Factor (GIF) 0.314

IJBARR
E- ISSN -2347-856X

ISSN -2348-0653

International Journal of Business and Administration Research Review, Vol.1, Issue.6, July - Sep, 2014. Page 5

technology inspiring from a confidence on a card index system and a phone to using e-mail, after that
job boards and at present social media as greater assignment with marketing if the substance for the
occurrence of employer branding as a powerful new recruitment tool. Positively, as a different
investment, recruitment automation suggests a number of potential benefits as well as:

 Reduced costs
 The capability to bring up high volumes
 Quick response
 Increased Productivity
 Process regulation
 Improved employee recommendation processes
 Improved reporting and analysis

6. COMPLETING THE ACQUISITION CYCLE
On boarding: The final thing of the recruitment procedure is to flatten the new employee’s way into the
organization and allow them to develop fully creative – a step usually known as on boarding. It’s a
method that facilitates multiple business functions, then signing a new employee includes setting up a
proper workspace; certifying that PCs, laptops, telephones and other mobile devices are obtainable and
designed; putting related data into security and linked front-of-house systems; facilitate entry to software
applications and services; and confirming that payroll, benefits and related systems are up-to-date.

7. ANALYSIS
Frequently the organizations desire loyal development-sector job-entries such as devnetjobs.org,
barefootjobs.com etc., somewhat than overall job gateways such as times now, naukri.com, monster.com
etc. At the same time it is particularly complex for social organizations to assemble job applications; it is
much more complex for them to develop the same due to the lacking professional basis specialist. If an
organization builds talent, acquisitions it, or uses a mixed approach, an attracting and retentive qualified
person is the essential to success. With the talent scarcity here to visit, success will come to those who
promote human resources in new paths. We can’t simply think that talent can be accept, since it makes
the statement that supply will always be sufficient and that people will do consistently in any work
environment. Simultaneously, we can’t think talent can be built, except we develop an environment that
takes care of it.

8. DISCUSSION
An organization’s achievement now influenced more than ever on its capability to vary to change. If
reacting to economic misgivings or market prospects, flexibility will be increasingly difficult to future
profitability. Accessing knowledge workers among a really open talent management system is a new
method of thinking about human capital. It makes an essential form in an eco-system of talent, lined
during a new kind of Talent Advisor and able of deliver specially, adaptable support to every level of the
business. Talent is now being more widely determined to contain rare skills at all levels of an
organization. Organizations want to figure out methods to move from stable events and infrastructure to
different ones in organizing and improving resources.

9. CONCLUSION
Foremost companies capitalize in talent management to select and keep the best person for each job
since they identify that business success is mechanical by the total talent quality of their workforce.
Open Recruitment is a new ideological structure that permits these fundamental threads to be mixed in a
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coherent model that convey talent, stable organizational stability and minimize costs. When a
company’s talent management procedure develops in the manner defined in this article, companies will
be averse to go back to the stop-gap proceedings of recruiting and retention. Their business model
stimulates social innovation, temporary jobs and preserve resources. Social entrepreneurs has increased
the bar so high and filled the space where a dismissive government and overwhelmed considerations fall
short. They have related in technology and social innovation below the same ridge while carrying out
the social mission with the strength of a missionary. Managers may be surprised by how frequently the
talents they want exist in right under their noses or the noses of peer groups an area away.
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