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Articles on engaging employees and improvingcompany culture Why Startups Need To Focus On Team Engagement In the competitive world of startups, where innovation sparks the flames of potential and zeal fuels the route to success, one critical component often sets companies apart: team engagement. Imagine a team not just... read more This
guide emphasizes the significance of quantitative questions in research, providing tips on crafting effective questions, conducting surveys, data analysis, and embracing technological advancements in quantitative research. When it comes to conducting research,... read more Emotional Intelligence in HR Leadership: Enhancing Team Dynamics
Introduction Fatigued by resolving conflicts amongst the team members in your organisation? Buckle up as we are about to understand the importance and techniques to develop emotional intelligence in HR... read more Discover how real-time data and streamlined processes can enhance your business operations. Learn proven methodologies to
achieve operational excellence, minimise waste, and deliver superior customer power. Many challenges exist in today’s fast-paced and highly... read more Looking for effective employee goals examples to use in your organisation? Here are 61 goals that range from performance goals to collaboration goals, and more. According to research from
Gartner, goals that align with the organisational needs improve employee... read more Dr Anurodh Godha 1. Learning Outcome: After completing this unit, you will be able to: Define selection aspect in human resource planning Understand the selection procedure in detail Come across the various selection tests and rules for effective testing Know
the objectives and various types of interviews Understand the various principles for interviewing Explain how the final selection decision is made. 2. Introduction to Selection Source: mv2.jpg/v1/fill/w_243,h 208/777e3c_2b285a2815a14823ac79d5c8878ed14a~mv2.jpg Human resource selection is the process of choosing qualified individuals who are
available to fill positions in an organization. In the ideal personnel situation, selection involves choosing the best applicant to fill a position. Selection is the process of choosing people by obtaining and assessing information about the applicants with a view to matching these with the job requirements. It involves a careful screening and testing of
candidates who have put in their applications for any job in the enterprise. It is the process of choosing the most suitable persons out of all the applicants. The purpose of selection is to pick up the right person for every job. According to Dale Yoder, “Selection is the process in which candidates for employment are divided into two classes-those who
are to be offered employment and those who are not”. According to Thomas Stone, “Selection is the process of differentiating between applicants in order to identify (and hire) those with a greater likelihood of success in a job”. In the words of Michael Jucius, “The selection procedure is the system of functions and devices adopted in a given company
for the purpose of ascertaining whether or not candidates possess the qualifications called for by a specific job or for progression through a series of jobs.” According to Keith Davis, “Selection is the process by which an organisation chooses from a list of screened applicants, the person or persons who best meet the selection criteria for the position
available.” Thus, the selection process is a tool in the hands of management to differentiate between the qualified and unqualified applicants by applying various techniques such as interviews, tests etc. The cost incurred in recruiting and selecting any new employee is expensive. The cost of selecting people who are inadequate performers or who
leave the organisation before contributing to profits proves a major cost of doing business. 3. Selection Procedure Source: The selection procedure is concerned with securing relevant information about an applicant. This information is secured in a number of steps or stages. The objective of selection process is to determine whether an applicant
meets the qualification for a specific job and to choose the applicant who is most likely to perform well in that job. Selection is a long process, commencing from the preliminary interview of the applicants and ending with the contract of employment (sometimes). The selection procedure consists of a series of steps. Each step must be successfully
cleared before the applicant proceeds to the next. The selection process is a series of successive hurdles or barriers which an applicant must cross. These hurdles are designed to eliminate an unqualified candidate at any point in the selection process. Thus, this technique is called “Successive Hurdles Technique”. In practice, the process differs
among organisations and between two different jobs within the same organisation. Selection procedure for the senior managers will be long drawn and rigorous, but it is simple and short while hiring lower level employees. A comprehensive selection process involves the various steps as shown in Figure 11.1 Figure 11.1 Steps in Selection Process,
Source: Designed by Author 3.1 Application Pool: Application pool built-up through recruitment process is the base for selection process. The basic objective at the recruitment level is to attract as much worthwhile applications as possible so that there are more options available at the selection stage. 3.2 Preliminary Screening and Interview: It is
highly noneconomic to administer and handle all the applicants. It is advantageous to sort out unsuitable applicants before using the further selection steps. For this purpose, usually, preliminary interviews, application blank lists and short test can be used. All applications received are scrutinised by the personnel department in order to eliminate
those applicants who do not fulfil required qualifications or work experience or technical skill, his application will not be entertained. Such candidate will be informed of his rejection. Source: Preliminary interview is a sorting process in which the prospective candidates are given the necessary information about the nature of the job and the
organisation. Necessary information is obtained from the candidates about their education, skills, experience, expected salary etc. If the candidate is found suitable, he is elected for further screening. This courtesy interview; as it is often called helps the department screen out obvious misfits. Preliminary interview saves time and efforts of both the
company and the candidate. It avoids unnecessary waiting for the rejected candidates and waste of money on further processing of an unsuitable candidate. Since rejection rate is high at preliminary interview, the interviewer should be kind, courteous, receptive and informal. 3.3 Application Blank or Application Form: An application blank is a
traditional widely accepted device for getting information from a prospective applicant which will enable the management to make a proper selection. The blank provides preliminary information as well as aid in the interview by indicating areas of interest and discussion. It is a good means of quickly collecting verifiable (and therefore fairly accurate)
basic historical data from the candidate. It also serves as a convenient device for circulating information about the applicant to appropriate members of management and as a useful device for storing information for, later reference. Many types of application forms, sometimes very long and comprehensive and sometimes brief, are used. Information is
generally taken on the following items: Source: Designed by Author (a) Biographical Data: Name, father’s name, data and place of birth, age, sex, nationality, height, weight, identification marks, physical disability, if any, marital status, and number of dependants. (b) Educational Attainment: Education (subjects offered and grades secured), training
acquired in special fields and knowledge gained from professional/technical institutes or through correspondence courses. (c) Work Experience: Previous experience, the number of jobs held with the same or other employers, including the nature of duties, and responsibilities and the duration of various assignments, salary received, grades, and
reasons for leaving the present employer. (d) Salary and Benefits: Present and expected. (e) Other Items: Names and addresses of previous employers, references, etc. An application blank is a brief history sheet of an employee’s background and can be used for future reference, in case needed. The application blank must be designed from the
viewpoint of the applicant as well as with the company’s purpose in mind. It should be relatively easy to handle in the employment office. Application form helps to serve many functions like: Its main usefulness is to provide information for reference checking, good interviewing, and correlation with testing data. It helps to weed out candidates who
are lacking in education, experience or some other eligibility traits. It helps in formulating questions to be asked in the interview. Data contained in application form can be stored for future reference. It also tests the candidate’s ability to write, to organize his thoughts, and to present facts clearly and succinctly. It indicates further whether the
applicant has consistently progressed to better jobs. It provides factual information. Weighted Application Blanks Some organisations assign numeric values or weights to the responses provided by the applicants. This makes the application form more job related. Generally, the items that have a strong relationship to job performance are given higher
scores. For example, for a sales representative’s position, items such as previous selling experience, area of specialisation, commission earned, religion, language etc. The total score of each applicant is then obtained by adding the weights of the individual item responses. The resulting scores are then used in the final selection. WAB is best suited for
jobs where there are many employees especially for sales and technical jobs. It can help in reducing the employee turnover later on. However, there are several problems associated with WAB e.g. It takes time to develop such a form. The WAB would have to be updated every few years to ensure that the factors previously identified are still valid
products of job success. The organisation should be careful not to depend on weights of a few items while finally selecting the employee. 3.4 Selection Tests: Many organisations hold different kinds of selection tests to know more about the candidates or to reject the candidates who cannot be called for interview etc. Selection tests normally
supplement the information provided in the application forms. Such forms may contain factual information about candidates. Selection tests may give information about their aptitude, interest, personality, which cannot be known by application forms. Types of tests and rules of good of testing have been discussed in brief below: Source: Designed by
Author A. Aptitude Tests: These measure whether an individual has the capacity or talent ability to learn a given job if given adequate training. These are more useful for clerical and trade positions. B. Personality Tests: At times, personality affects job performance. These determine personality traits of the candidate such as cooperativeness,
emotional balance etc. These seek to assess an individual’s motivation, adjustment to the stresses of everyday life, capacity for interpersonal relations and self-image. C. Interest Tests: These determine the applicant’s interests. The applicant is asked whether he likes, dislikes, or is indifferent to many examples of school subjects, occupations,
amusements, peculiarities of people, and particular activities. D. Performance Tests: In this test the applicant is asked to demonstrate his ability to do the job. For example, prospective typists are asked to type several pages with speed and accuracy. E. Intelligence Tests: This aim at testing the mental capacity of a person with respect to reasoning,
word fluency, numbers, memory, comprehension, picture arrangement, etc. It measures the ability to grasp, understand and to make judgement. F. Knowledge Tests: These are devised to measure the depth of the knowledge and proficiency in certain skills already achieved by the applicants such as engineering, accounting etc. G. Achievement Tests:
Whereas aptitude is a capacity to learn in the future, achievement is concerned with what one has accomplished. When applicants claim to know something, an achievement test is given to measure how well they know it. H. Projective Tests: In these tests the applicant projects his personality into free responses about pictures shown to him which are
ambiguous. 3.4.1 Rules of Good Testing Norms should be developed for each test. Their validity and reliability for a given purpose should be established before they are used. Adequate time and resources must be provided to design, validate, and check tests. Tests should be designed and administered only by trained and competent persons. The user
of tests must be extremely sensitive to the feelings of people about tests. Tests are to be uses as a screening device. Reliance should not be placed solely upon tests in reaching decisions. Tests should minimize the probabilities of getting distorted results. They must be ‘race-free’. Tests scores are not precise measures. They must be assigned a proper
weightage. 3.5 Interview: Source: An interview is a procedure designed to get information from a person and to assess his potential for the job he is being considered on the basis of oral responses by the applicant to oral inquiries by the interviewer. Interviewer does a formal in-depth conversation with the applicant, to evaluate his suitability. It is one
of the most important tools in the selection process. This tool is used when interviewing skilled, technical, professional and even managerial employees. It involves two-way exchange of information. The interviewer learns about the applicant and the candidate learns about the employer. 3.5.1 Objectives of Interviews Interview helps: To obtain
additional information from the candidate. Facilitates giving to the candidate information about the job, company, its policies, products etc. To assess the basic suitability of the candidate. The selection interview can be: One to one between the candidate and the interviewer: Two or more interviewers by employers representatives-sequential; By a
panel of selections, i.e., by more than representative of the employer. The sequential interview involves a series of interviews; each interviewer meeting the candidate separately. The panel interview consists of two or more interviews meeting the candidate together. 3.5.2 Types of interviews Interviews can be classified in various ways according to:
(A) Degree of Structure (B) Purpose of Interview (C) Content of Interview Source: Designed by Author (A) Degree of Structure: Unstructured or non directive: in which you ask questions as they come to mind. There is no set format to follow. Structured or directive: in which the questions and acceptable responses are specified in advance. The
responses are rated for appropriateness of content. Structured and non-structured interviews have their pros and cons. In structured interviews all applicants are generally asked all required questions by all interviewers. Structured interviews are generally more valid. However structured interviews do not allow the flexibility to pursue points of
interests as they develop. (B) Purpose of Interview A selection interview is a type of interview designed to predict future job performance, on the basis of applicant’s responses to the oral questions asked to him. A stress interview is a special type of selection interview in which the applicant is made uncomfortable by series of awkward and rude
questions. The aim of stress interview is supposedly to identify applicant’s low or high stress tolerance. In such an interview the applicant is made uncomfortable by throwing him on the defensive by series of frank and often discourteous questions by the interviewer. (C) Content of Interview The content of interview can be of a type in which
individual’s ability to project a situation is tested. This is a situation type interview. In job-related interview, interviewer attempts to assess the applicant’s past behaviours for job related information, but most questions are not considered situational. In a behaviour interview a situation in described and candidates are asked how they behaved in the
past in such a situation. While in situational interviews candidates are asked to describe how they would react to situation today or tomorrow. In the behavioural interview they are asked to describe how they did react to the situation in the past. 3.5.3 Principles of Interviewing Source: To make it effective, an interview should be properly planned and
conducted on certain principles; Edwin B. Flippo has described certain rules and principles of good interviewing to this end: Provide proper surroundings. The physical setting for the interview should be both private and comfortable. The mental setting should be one of rapport. The interviewer must be aware of non-verbal behaviour. Plan for the
interview by thoroughly reviewing job specifications and job descriptions. Determine the specific objectives and the method of the interviewing. Inform yourself as much as possible concerning the known information about the interviewee. The interviewer should possess and demonstrate a basic liking and respect for people. Questions should be
asked in a manner that encourages the interviewee to talk. Put the applicant at ease. Make a decision only when all the data and information are available. Avoid decisions that are based on first impressions. Conclude the interview tactfully, making sure that the candidate leaves feeling neither too elated nor frustrated. Maintain some written record
of the interview during or immediately after it. Listen attentively and, if possible, protectively. Questions must be stated clearly to avoid confusion and ambiguity. Maintain a balance between open and overtly structured questions. ‘Body language’ must not be ignored. The interviewer should make some overt sign to indicate the end of the interview.
Interviewing is largely an art, the application of which can be improved through practice. 3.6 Background Investigation: The next step in the selection process is to undertake an investigation of those applicants who appear to offer potential as employees. This may include contacting former employers to confirm the candidate’s work record and to
obtain their appraisal of his or her performance/ contacting other job-related and personal references, and verifying the educational accomplishments shown on the application. The background investigation has major implications. Every personnel administrator has the responsibility to investigate each potential applicant. In some organization, failure
to do so could result in the loss of his or her job. But many managers consider the background investigation data highly biased. Even though there is some reluctance to give this information, there are ways in which personnel administrators can obtain it. Sometimes, for instance information can be obtained from references once removed. For
example, the personnel administrator can ask a reference whose name has been provided on the application form to give another reference, someone who has knowledge of the candidate’s work experience. By doing this, the administrator can eliminate the possibility of accepting an individual based on the employee’s current employer’s glowing
recommendation when the motivation for such a positive recommendation was to get rid of the employee. 3.7 Physical Examination: Source: After the selection decision and before the job offer is made, the candidate is required to undergo physical fitness test. Candidates are sent for physical examination either to the company’s physician or to a
medical officer approved for the purpose. Such physical examination provides the following information. Whether the candidate’s physical measurements are in accordance with job requirements or not? Whether the candidate suffers from bad health which should be corrected? Whether the candidate has health problems or psychological attitudes
likely to interfere with work efficiency or future attendance? Whether the candidate is physically fit for the specific job or not? Policy on these physical exams has changed today. Dale Yoder writes, “Modem policy used the physical examination not to eliminate applicants, but to discover what jobs they are qualified to fill. The examination should
disclose the physical characteristics of the individual that are significant from the standpoint of his efficient performance of the job he may enter or of those jobs to which he may reasonably expect to be transferred or promoted. It should note deficiencies, not as a basis for rejection, but as indicating restrictions on his transfer to various positions
also.” 3.8 Approval by Appropriate Authority: On the basis of the above steps, suitable candidates are recommended for selection by the selection committee or personnel department. Though such a committee or personnel department may have authority to select the candidates finally, often it has staff authority to recommend the candidates for
selection to the appropriate authority. Organisations may designate the various authorities for approval of final selection of candidates for different categories of candidates. Thus, for top level managers, board of directors may be approving authority; for lower levels, even functional heads concerned may be approving authority. 3.9 Final Employment
Decision: After a candidate is finally selected, the human resource department recommends his name for employment. The management or board of the company offers employment in the form of an appointment letter mentioning the post, the rank, the salary grade, the date by which the candidate should join and other terms and conditions of
employment. Some firms make a contract of service on judicial paper. Usually an appointment is made on probation in the beginning. The probation period may range from three months to two years. When the work and conduct of the employee is found satisfactory, he may be confirmed. The personnel department prepare a waiting list and informs
the candidates. In case a person does not join after being selected, the company calls next person on the waiting list. 3.10 Evaluation: The selection process, if properly performed, will ensure availability of competent and committed personnel. A period audit, conducted by people who work independently of the human resource department, will
evaluate the effectiveness of the selection process. The auditors will do a thorough and the intensive analysis and evaluate the employment programme. 4. Factor Determining the Steps involved in Selection Process The major factors which determine the steps involved in a selection process are as follows: Selection process depends on the number of
candidates that are available for selection. Selection process depends on the sources of recruitment and the method that is adopted for making contact with the prospective candidates. Various steps involved in as selection process depend on the type of personnel to be selected. All the above factors are not mutually exclusive, rather these operate
simultaneously. In any case, the basic objective of a selection process is to collect as much relevant information about the candidates as is possible so that the most suitable candidates are selected. 5. Summary Selection is the process of picking up individuals out of the pool of the job applicants with requisite qualifications and competence to fill jobs
in the organisation. Proper selection can minimize the costs of replacement and training, reduce legal challenges, and result in a more productive work force. The discrete selection process would include the following. a. Application Pool, b. Preliminary Screening and Interview, c. Application Blank or Application Form, d. Selection Tests, e. Interview
f. Background Investigation, g. Physical Examination, h. Approval by Appropriate Authority, i. Final Employment Decision, j. Evaluation you can view video on Selection: Meaning and Procedure References Anthony, William P (1993) “Strategic Human Resource Management”. Dryden Press Arthur, Pell (1969), “Recruiting and selecting Personnel”.
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functions regarding human capital. This article outlines five models every HR practitioner should know. The goal of creating HRM models is to help companies manage their workforce in the most efficient and effective manner possible, in order to achieve the established objectives. Human resource management is often defined as a concept that
includes two possible approaches, or forms. A hard approach to HRM is characterised by its distinct focus on performance management and the emphasis it puts on the instrumental approach to the management of employees. A soft approach to HRM, on the other hand, focuses on empowerment, motivation, and trust in dealing with employees,
considering individual contributors the most important resource an organisation can have. In her book “Strategic Human Resource Management: Corporate Rhetoric and Human Reality” Lynda Gratton, a British organisational theorist, consultant, and Professor of Management Practice, concludes that “...even if the rhetoric of HRM is ‘soft’, the reality
is almost always ‘hard’”. HRM models often combine principles of soft and hard HRM, but with more emphasis put on one of these two approaches. Here are the five most significant HRM models every HR practitioner should know of. The Harvard Model One of the most significant and most influential models of HRM, the Harvard model, was initially
developed by several experts lead by Michael Beer in 1984 at Harvard University. The Harvard Model is operating with five significant components: situational factors, stakeholder interests, HRM policies, HRM outcomes, and long-term consequences the organisation is set out to accomplish. Get started for free today. Free sign up According to this
HR framework, the correlation between situational factors and stakeholder interests strongly affects and helps shape HRM policies, which should be implemented to lead to the desired HR outcomes (commitment, competence, congruence, and cost-effectiveness). According to the creators of this HRM model, aspiring to improve these four Cs will lead
to favourable consequences for individual well-being, societal well-being, and organisational effectiveness. The Harvard Model nurtures cooperation and motivational practices and empowers general managers to get involved in the HR aspect of the business. It is established on the belief that human resources can give any organisation a significant
competitive advantage, so, therefore, the employees should be treated as assets rather than the costs. The Warwick Model The Warwick HRM Model was constructed by the researchers Chris Hendry and Andrew M. Pettigrew at the University of Warwick in the early 1990s. Developed from the Harvard Model, this HRM framework represents an
analytical approach to HRM. Similarly to the Harvard Model, the Warwick framework focuses on five different elements: The outer context (which includes political, technical, and competitive factors, among others); The inner context (concerning the structure, leadership, culture, task-technology); Business strategy content (representing company
objectives, product market, and general strategy); HRM context (including role, definition, organisation, HR outputs); HRM content (HR flow, reward systems, employee relations, work systems, and other aspects). Essay writing service contributor for the topics focused on HR and organisational matters, Sam Michaels, explains the Warwick model as
a “framework focused on achieving performance and company growth by reaching the appropriate balance between internal and external context”, utilising HRM context and HRM content elements that adapt to the changes in the process. The 5P’s Model The 5P’s HRM Model is a form of strategic HRM developed in 1992 by Randall S. Schuler, a
praised scholar dedicated to the matters of global HRM, strategic HRM, the function of HRM in organisations and the interface of business strategy and human resource management. As its name suggests, The 5P’s Model is based on five constitutional aspects: purpose, principles, processes, people, and performance. According to this framework,
aligning and balancing these five principles leads to achieving company success. The 5P’s Model defines; Purpose as the organisation’s vision, mission, and primary objectives; Principles are defined as operational protocols set to lead to achieving a purpose; Processes include organisation architecture, systems, and methods of operation; People are
the vital HR resource performing tasks in line with the appointed principles and processes; Performance, ultimately, is a result that can be measured by the appropriate standards. 5P’s Model used by M. G. Pryor, C. White, and L. Toombs in 1998, as a tool for the long-term continuity and progress of the businesses, operates with the same
components. Strategy prompts the system, the system affects staff behaviour, and staff behaviour triggers the performance. Shortly put, according to the 5P’s HRM Model, organisational performance directly depends on the performance of people engaged in processes and guided by organisation purposes and principles. Image: Unsplash The Ulrich
Model The Ulrich Model (or the Business Partner Model) was first introduced in 1995 by Dave Ulrich, “the father of modern HR.” In his book “Human Resource Champions”, published in 1997, Ulrich elaborated the idea further. The Ulrich Model falls under the creative HRM and focuses on organising all HR functions into four central roles: strategic
partner, change agent, administrative expert, and employee champion (or employee advocate). Rather than focusing on processes and functions, this model is centred around people of the organisation and the roles they play in the grand scheme of things. Ulrich emphasised that remodelling HR doesn’t rely primarily on HR automation functions,
however. He stressed that CEO, together with senior management, also has a significant part to play in the process. Although the Business Partner Model is causing much debate when it comes to determining if it’s still valid today, it represents an important milestone in HRM history and is still in use in many organisations. The ASTD Competency
Model The ASTD Competency model was developed in 2004 by the American Society for Training and Development, after a conference and research process conducted by ASTD, DDI, and Rothwell and Associates. The model delivers a roadmap of success that lays out performance against a credible set of descriptors. Two slight modifications to the
model were made since then: first time in 2008/09, and then again in 2010/11. This framework is founded on three subsequent layers or blocks: Foundational level includes essential competencies: personal, interpersonal, and managerial; Focus level introduces Areas of Expertise (AoE) such as coaching, improving employee performance, social
learning, career planning, and evaluating; Execution level focuses on four crucial professional roles: learning strategist, project manager, business partner, and professional specialist. The ASTD Competency Model considers professional development the key to personal and company success. It mainly focuses on providing an answer to the question:
“What competencies should people possess and develop to succeed in their field and offer a valuable contribution to the organisation?” In Summary Improved productivity and reaching the set company goals remain the main focus of all HR endeavours. Although no model created to this day offers a perfect solution for all HR efforts, understanding
HRM frameworks in their diversity is crucial. Similar in certain aspects, yet different in other, HRM models developed so far give HR teams and specialist a good foundation to design, adjust, improve, and new practices for the future. Every organisation requires a specific approach in order to accomplish the ultimate goals of HRM: recruiting the best
employees, providing quality and relevant staff training, monitoring performance in ways that generate reliable results, designing and implementing employee welfare measures, and managing applicable reports. About the Author Eugene Eaton is a British blogger. He is into stand-up comedy. His favourite comedians are Louis CK and George Carlin.
A good morning laugh is what keeps Eugene upbeat and motivated through the day. Reading Time: 8 minutesRecruiting and selecting the right people for the relevant requirement is a crucial task for every human resource specialist. A good selection process is key to identifying talent for the ultimate business productivity. Tough in an organization
managers, supervisors, or HRs are responsible for the employee selection process for the desired profiles, the key responsibility of HRM is to define and guide managers in this process. What is the Selection Process in HRM? The selection process refers to the steps and methods used by organizations or individuals to choose the most suitable
candidates for a job position, admission to a program or school, or any other competitive opportunity. We can define the Employee Selection Process as shortlisting suitable candidates based on the necessary qualifications and skill set for required job vacancies in the organizations. Often it becomes challenging for the human resource management
team because if the selection gets wrong for the job, the cost acquired in the onboarding will be a huge loss to the employers in terms of money, effort, and time. It will affect the company’s future productivity as well. In this article, we will go closer to how to design the entire hiring process so that you can easily find suitable candidates for the
desired profile while enjoying the efficient candidate selection experience. Importance of the Selection Process in HRM A proper selection process can lead to a high employee retention rate and good company productivity. It improves the employee engagement rate as well. We are discussing the top 7 benefits of the acute selection process in HRM
in detail. » Identifying the right candidates Who is the right candidate for your desired domain? Or Are you sure that the employment rate would be lessened? The selection process helps HR professionals identify and evaluate candidates who possess the necessary skills, qualifications, and experience to perform the job effectively. By using various
assessment methods, HRM can ensure that the candidates who advance through the selection process are the most suitable for the position. » Improving organizational performance Each organization’s focus will improvise workplace performance and earn business profit. Hiring suitable candidates through a well-designed selection process can
significantly improvise the overall performance and success of an organization. Employees who are compatible with their roles are more likely to be appropriate in their responsibilities, contribute positively to the organizational culture, and achieve better results. = Cost reduction A complete selection process helps in quick onboarding. It reduces the
costs associated with recruitment and employee turnover. The selection process through HRM can easily assess candidates’ qualifications, skills, and knowledge, and detect whether they fit with the organization. The tests are increasing the chances of hiring interested individuals who are more likely to stay for the long term. It leads to higher
employee retention and reduces reported recruitment. - Legal compliance The selection process plays a critical role in ensuring legal compliance in hiring practices. By following a structured and fair selection process, organizations can minimize the risk of discrimination and bias, and ensure that candidates are evaluated based on their
qualifications and merit rather than personal characteristics protected by law. = Employee engagement and morale When candidates are selected based on their fit with the job and organizational culture, they are more likely to feel engaged and satisfied in their roles. A well-designed selection process that aligns candidates’ skills and motivations
with the job requirements can contribute to higher levels of employee morale and motivation. - Building a Diverse Workforce The selection process provides an opportunity for HRM to promote diversity and inclusion within the organization. By adopting inclusive practices and considering a diverse pool of candidates, HRM can ensure that individuals
from different backgrounds and perspectives are given equal opportunities to join the organization. - Planning and talent management The selection process also plays a role in identifying high-potential candidates for future leadership positions. By assessing candidates’ potential, HRM can identify individuals who demonstrate the necessary skills,
competencies, and leadership qualities required for future leadership roles. Also Read: » All about Employee Background Verification Process - (Detailed Guide) Some barriers that may exist in the hiring process are: Human resources specialists often face challenges when creating an effective recruitment process. These are, In the fair interview
process, the interviewers should not be biased. Confirm the validity of information collected from the candidate in the application form. Keeping the candidate warm. The candidates should be kept from other places. Arranging interviews efficiently. So the candidates stay energetic all the time. What are the primary steps of the Recruitment and
Selection Process in Human Resource Management? The recruitment and selection process includes various steps, as follows Criteria development Application Screening and pre-selection Preliminary Interview Assessment Employment Interviews Checking references Medical examination Final Selection Let’s discuss all the steps in detail, 1. Criteria
Development The first and most strategic step is developing the correct purpose of selection, which includes Criteria Development. Criteria development means determining the sources for a scalable hiring process. Generally, hiring criteria are based on analysis and job specifications. However, a candidate’s personality would be crucial for roles
where they must face the customer while undertaking their daily duties. By developing the criteria before reviewing any résumés or conducting random interviews, the HR manager or manager can not only finalize their desired field but also reduce the entire hiring timing. 2. Job Posting Once the criteria have been developed, three steps must
commence the entire ‘application’ process. The steps are following, = Inviting application In this step, you can post the vacancy details through advertisement. All the job details are provided in this advertisement. Those advertisements attract candidates to apply for the desired profile. » Receiving the applications Once you can receive enough
resumes for the required post, you can get a chance to go through the skills and knowledge of the applicant you can get a rough idea of the candidates. It also helps you to ask a question during the interview process. » Scrutiny of Applications Once the recruitment management system reviews the applicants, you can scrutinize their resumes for final
verification. Once the candidates have the essential qualifications, you can email them and call them for an interview. Usually, the candidate selected for the interview must be three to four times the number of vacant posts. 3. Screening and Pre-selection of the Candidate The next step of ‘Application’ is screening and pre-selection before commencing
the interview process. In this phase, you must choose 3 to 10 people from the entire large group of candidates. Suppose you hire someone with over 3 years of experience in the desired field. And more than half of the submitted resumes are from freshers’ end, and then you can quickly rule out those people and send interview invitation mail to the
qualified candidates. In the case of any big organization, when they launch bulk hiring, the screening committee faces the initial screening process, and the pre-selection process can be time-consuming. Using the software is efficient and cost-effective for managing the entire selection process within the estimated timeline. Choosing any ATS with
enabled artificial intelligence can be a good option for a fair selection process. - Phone screening/chatbot Phone screening or using of chatbots is trending now. During the phone screening process, you can ask some general queries related to the resume to the candidates for a scalable selection process. Using a chatbot for asking these questions is
also an outstanding option. 4. Preliminary Interviews The 3rd step of the selection process is conducting the round one interview. In general, HR specialists go with the interview questions and examine some insight into a person’s verbal fluency and sociability and how well-suited they are in their specific role. During the preliminary interview, HRs
ask queries related to the job, which presents the opportunity to sell the job to the candidate. The interview leads an honest and friendly communication between the candidate and the interviewer, making it easier for potential candidates to find the desired profile. 5. Assessment Assessment is an essential step in the selection process, developing a
scoring system. A common assessment is also known as the mental ability test, or you can call it a Five-Factor Model of Personality test. During this step, the interviewer understands the candidates with a higher IQ associated with faster learning and higher performance. The weightage allocated to the assessment varies from one company to another.
Let’s discuss the Five-factor Model of personality test in detail, - Intelligence test With intelligence tests, interviewers try to understand the candidates’ capacity to learn something new. This test estimates the candidates’ IQ through work sample tests, mathematical tests, jargon or written tests, and verbal familiarity. This test measures the learning
and mental capabilities of the candidates. = Aptitude Test The aptitude Test helps the interviewer to understand the potentiality of acquiring the new skill of the candidates. With Aptitude tests, candidates prove to themselves how they are the potential to taking quick decisions or fast grasp new skills, etc. = Personality Tests In this phase, the hiring
manager tries to talk to the candidate to understand their character qualities for future productivity execution. With this personality test, interviewers check the applicants’ motivational level, traits, sympathy, sensitivity, etc. They try to understand the applicants’ thinking by presenting some random controversial situation to the candidates. =
Interest Tests Candidates’ interest in the desired field leads to business productivity and company growth. With the interest test, the interviewer can know the candidate’s interest in the chosen field. This test intends to find every individual’s field of interest to recognize the work they like to perform. - Motor Test With the motor test, the interviewer
observes the hand-to-eye coordination of the candidates. They watch the candidates perform their duties and observe how well they do them. 6. Employment Interview An employment test is one of the essential parts of the selection process. This selection process consists of an oral examination of the candidates selected through the previous
assessment test. During this employment test, the interviewers try to match the information they get from the CV. The basic queries of this selection process vary from company to company and change according to the desired profile’s needs. Moreover, With this Employment personal interview round, the HR manager tells them their role and
responsibilities and how they would have to perform. And HR tries to check their communication skill, interest in joining, etc. Based on this round, the right candidate is finally shortlisted for joining through a panel discussion. » Types of Employment Interview » Structured Interview Interviewers arrange some questions before the interview,
maintaining the same strategies and format. » Unstructured Interview Interviewers take job knowledge tests by questioning some random queries of the candidate. Often this process is treated as a negative process. » Panel Interview In the panel interview, the organization arranges some employment tests in front of interviewers. It is one of the
challenging phases of the entire selection process. The organization plans for this round to choose the best candidates for the company. In Panel Interview, the hiring decision is undertaken by the entire panel. » Stress Interview Often interviewers create a stressful environment at the time of the interview. They take the psychological test by
criticizing the candidate’s opinion, keeping silent for a long time, and creating an awkward atmosphere during the interview. This selection process varies from one company to another. 7. Reference check After completing the entire preliminary interviews, questioners contact the references of the qualified applicants to get some vital information like
a person’s capabilities, experience in previous companies, and leadership and managerial skills. This round is one of the essential phases of the employment interview. Often, interviewers get closer to other qualities about them. In this recruitment process in HRM, organizations may reach out to prior employers or the concerned educational
institutions for previous job experience. 8. Medical examination The selection process refers to the candidates’ physical examination that ensures each qualified applicant’s physical strength. Though it is mandatory for every organization, most big companies undergo this process to hire fit candidates, as they are supposed to invest huge for them. If,
in this case, the potential candidates seem unfit and fail the medical test, the job will not be given to them. In some scenarios, the candidate often has to go through drug tests to detail the candidate’s good health. A detailed medical checkup ensures that the employees have good health standards that increase the expectation of employee engagement
and company productivity. 9. Final Selection and Appointment Letter It is the final phase of selecting the right candidate among the twenty or thirty candidates chosen in the previous employment process. The selected candidates receive an offer/appointment letter from the organization. The appointment letter contains every detail of the job, like
working hours, salary, leave allowance, loans, etc. Besides, they are asked to sign an NDA (Non-Disclosure Agreement) when they join. Often in the case of experienced candidates, they are hired temporarily with an assurance of permanency on completion of 3 months of the probation period. Also Read: » What is Employee Exit Management? Benefits
+ Complete Process At the End Selecting and hiring the best applicants for the desired field is the key to building productivity and company growth. A proper selection process not only leads to employee engagement and increases the employee retention rate but also helps to create a competitive advantage for the organization. Share — copy and
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