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A structured process promotes fairness, diversity and equal opportunity. Asda 2025 The way in which ASDA can achieve such transformed outlooks is based on the way it hires and selects personnel. 
Slide 3: Background of ASDA 
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Quality, value and great service are the three things that have helped make ASDA one of the most successful retailers in the UK. With more than 140,000 employees, ASDA's success hinges on selecting candidates who share its dedication to sustainability and innovation in the cutthroat retail sector, as well as its customer-centric culture.
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ASDA has a systematic and methodical approach to recruitment that starts with job analysis to make sure that the responsibilities and skills are clearly defined. The job descriptions and the person specification are clear about what to expect from the job (Tholen, 2024). The candidates are discovered by digital platforms, screened for the competency fit and shortlisted fairly. Onboarding and Structured Interviews Structured ways of interviewer through interviewers ensure that new hires are aligned with ASDA's strategic goals, and can contribute effectively to the transformation journey.
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Using a structured interview will help ASDA to evaluate candidates in the same way through the use of appropriate questions and criteria. This method makes the selection unbiased and fair. It is best suited to analytical or technical roles, such as a Financial Analyst, where consistency and accuracy are very important (Mohanarajesh, 2024). Candidates' answers are rated according to pre-defined criteria, and therefore, the best match is guaranteed based on evidence and competency.
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At ASDA, for leadership or transformation roles, we have used panel interviews. Multiple interviewers are engaged to ensure that more than a single mind is used in the evaluation of the validity of the technical skills of the candidate, attitude, and cultural fit (Basch et al. 2021). This is a colossal means of helping in the reduction of bias and provision of an additional factor of validity to the decisions made during the selection. It will be effective in the case of more sophisticated jobs to find an individual with a high level of written/oral languages, leadership and problem-solving abilities.
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Skills in Competency-based interviews can enable ASDA to recruit those candidates who demonstrated the ability to exhibit such skills in real-life. The Stella method will make the responses measurable and structured. This would be effective when working in business transformation jobs, where the attributes of leadership, flexibility, and creativity play a role (Andukuri et al. 2024). It allows ASDA to recruit those whose behaviours align to that of the performance and culture of the company.
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For this reason, these questions get candidates to expand on their experiences, and that's how thought processes and real contributions are revealed (Petridis et al. 2024). For example, asking "What specifically did you do?" helps to validate skills and behavioural evidence. Probing is the means to ensure that interviewers are making informed and evidence-based hiring decisions to enhance the accuracy and fairness of ASDA's overall selection process.
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Leading questions should be reserved for informational (or follow-up) stages of interviewing. Using leading questions, ASDA seeks to understand how a candidate will work with others and fit into the corporate culture (Liao et al. 2021). These questions will help interviewers understand candidates' attitudes and motivation. However, it must be noted that interviewers may not want their candidates to provide a specific answer. In an emotionally ethical way, this tool can be used to screen for individuals who share the values of ASDA, collaboration and a customer focus.
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ASDA uses Socratic questioning techniques to understand how the candidate’s reason through problems and come to valid conclusions. This methodology helps to identify people who have the ability to think strategically, question assumptions, and apply logic to problem-solving - important characteristics for transformation or leadership roles (Adewusi et al. 2024). By facilitating reflective discussion, Socratic questions reflect a candidate's perception of the complexity, their decisions in line with the organisation's objectives and contribute to continuous improvement within a changing ASDA business environment.
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ASDA often runs a fusion of both formats for successful recruitment and inclusive recruitment.
At ASDA, the different formats for interviews are utilised for efficiency and inclusion. Face-to-face interviews help to assess communication skills and interpersonal skills, and online interviews allow for flexibility and the ability to reach more candidates (Saarijärvi and Bratt, 2021). For transformation positions, initial online interviews can be used to effectively screen candidates, and then in-person interviews can be considered to measure the leadership level and the match of the candidate with the company culture, and make the final selection.
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ASDA has an ethical recruitment and selection process that is transparent and free of discrimination. The company adheres closely to the Equality Act 2010 and does not discriminate against any applicants, whether they are male or female, black or white, elderly or disabled (Legislation, 2025). Interviewers are taught ways to identify and reduce unconscious bias. ASDA also makes reasonable accommodations for candidates with special needs and has a confidentiality policy for the whole hiring and integration process, and confirms fairness, respect and corporate responsibility through every part.
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Lastly, the business transformation objectives also include recruitment and selection process of ASDA. The competency based and structured interviews, which are founded on the successful questioning methodology (in the specific case, probing) which can help to show the traces of such competent, motivational and value-driven employees. Online and face to face interviews may be utilized to help provide response and the responses may even be equal. The latter will guarantee recruitment of the most talented personnel, inclusiveness and introduce the long-term organisational development through maintaining a loyal and competent human resource base.
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Slide 2: Introduction

* Recruitment and selection are fundamental
HR activities - ASDA they get to choose
the best candidate!

* ASDA Business Transformation Project was

used to discuss is Operation expansion and
digit efficiency Behaviour (Asda, 2025).
* Staff with the same values as ASDA

Companies increase efficiency and make
morale higher (Okeke and Mollajafari,
2024).
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Slide 3: Background of ASDA

* A large supermarket retailer in the United Kingdom, ASDA
was established in 1949.

* Headquartered in Leeds company operated stores are over
600 (Asda, 2025).

* It employs over 140,000 people in logistics and retail.

* It focused on customer service, sustainability and digital

transformation.
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Slide 4: Recruitment Process

* Recruitment is matching the positions and
people (Gao, 2021).

* Steps: Job analysis, Job Description & the
person Specification.

* Shortlisting based on competencies and
experience.

* A good selection is guaranteed by means
of interviews and tests.

* Onboarding is successfully implemented
to make new hires (Tholen, 2024).
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Slide 5: Interview Type 1 — Structured
Interview

*Strucrured interviews are written with
standardised questions and scoring.

*Public-supply utilities need to be fair,
consistent and reliable (Beecher et al.
2024).

* Minimise the effects of interviewer bias
and support objectivity

* Suitable for Analytical Professionals such

as financial analysts.
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Slide 6: Interview Type 2 — Panel Interview

* Panel interviews: This type of interview is one in
which several interviewers test a single candidate
(Wingate and Bourdage, 2024).

Members may include the HR Department,
Department heads and project managers.

* It promotes balanced and collegial evaluation.

* It reduces individual prejudice, makes decisions
more reliable (Basch ez al. 2021).

* Example: "How have you coped with resistance

during organisational change?"
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Slide 7: Interview Type 3 — Competency-
Based Interview
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Slide 8: Questioning Technique -
Probing (Main Focus)

% The questions to be probed must
encourage the applicant to expound on
the first answers (Neuert and Lenzner,
2021).

o Example: "How did you get that result?
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Slide 9: Questioning Technique —
Leading

* Leading questions are designed to elicit a
particular answer from candidates
(Tjuatja et al. 2024).

* For example, the interviewer can ask,
"What is your greatest strength?"

* They are ideal for studying the individual
values and attitudes of a job applicant.

* This approach is adopted to define the
cultural fit of the ASDA working together

environment.

o
S eeneral Concemsy
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Slide 10: Questioning Technique -
Socratic

* Socratic questioning helps candidates to think
critically and justify their decisions (Ho et al.
2023).

* It examines reasoning, logic and problem
solving to a deep level.

* For example, an interviewer may ask, "What
assumptions did you make for that decision?"

* This is a very useful technique that can help
ascertain analytical intelligence as well as
leadership potential (Adewusi et al. 2024).

* Tt is ideal for a strategic or managerial role.

Socratic Questioning
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Slide 11: Face-to-Face vs Online
Interview

* Face to face-to-face interviews make it possible
to see people and observe their body language
(Wakelin et al. 2024).

* They build more rapport on a more in-depth
level and require more time and resources.

* Online interviews are convenient, cost-
effective and flexible.

* However, they have limitations dealing with
non-verbal communication and are dependent

on technology.
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Slide 12: Equal Opportunity and Ethical
Considerations

* ASDA is an equal opportunity organisation and
diversity is encouraged at all levels of
recruitment.

The process is compatible with the Equality
Act 2010 to ensure no discrimination
(Legislation, 2025).

Interviewers are trained in bias-awareness and
ethical decision-making.

* Accessible interviews provide an even playing
field for candidates with disabilities.

Open dialogue allows for ethical and inclusive

hiring practices.
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Slide 13: Conclusion

* Effective recruitment is an element of ASDA to
ensure that ASDA procures the right person for
the right job.

Probing questions are the most valuable thing
you can use to check depth and authenticity.

* Interview quality is improved through a
combination of probing, leading and Socratic
methods.

The use of a mixture of face-to-face and online
formats provides inclusiveness and efficiency.

Ethically responsible and fair commercial
practices enhance ASDA's reputation and

workforce success.
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