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Selection methods

Recruitment selection is the procedure a company deploys to hire new employees. It is frequently stated as "recruitment and selection", since both terms describe a procedure. This can be seen as one being positive and the other negative for descriptive purpose, meaning recruitment adds people whereas selection minuses people. An organisation will recruit many potential applicants and then sift them using numerous different methods to yield the one they want to hire.

Fig. 1 (University of Bristol, 2014)




Interview
A selection procedure designed to short list applicants based on verbal answers to verbal questions. Recruitment interview’s most important undertaking is to analyse and figure out the applicant’s skills, experience and general character allowing a judgement to be made to determine the best applicant for a specific job description.

Preliminary Interview
The preliminary interview is used to shortlist the applicants from the selection process by scrutinising the candidates based on their minimum suitability for the job. This can be achieved by either informal interview or as some organisation prefer to complete this using a telephone interview.

Structured interview
These interviews involve a planned set of closed-ended questions that are prepared in advance and are the same and are in the same order for all candidates resulting in a more equal opportunistic process with much fewer prejudice.

Unstructured interview
Interview with no agreed plan, more informal with open-ended questions comparable to a conversation. However, since each candidate is asked a different sequence of questions, this design lacks the reliability and accuracy of a structured interview and can yield bias and discriminate result.

Panel Interview
This type of interview usually involves a select group of professionals with the sole task of interviewing and hiring an applicant, resulting in a bonded decision to hire the right person for their organisation. It is very effective and as a result usually used in deciding higher management positions, bearing in mind that this also allows for a number of senior people to collaborate in the decision making process. “Using a final dataset of 125 coefficients with a total sample size of 32,428, our results highlight the importance of taking all three sources of measurement error (random response, transient, and concept) into account. For instance, the mean interrater reliability was considerably higher for panel interviews than for separate interviews conducted by different interviewers” (Huffcutt et la., 2013). Having a group of people involved in the interview process helps improve your probability of a good hire.

Work related test
These are specifically designed work environment test or activities that can enquire whether an applicant has the skills, experiences and knowledge to complete the job description. Some abilities more than others such as driving skills can often be easily tested by practical tasks than by interview. This can also have the added benefit for the applicant as it gives them an awareness of what is required of them in the job they have applied for.

Work references
An endorsement from someone who employed or supervised you previously, or in the case for graduates a professor or lecturer can be regarded as a reference. This can be used as a basis of enquiry into your ability as well as your personal character for the job you have applied. Unfortunately not everyone is able to obtain this and also this has the lowest effectiveness in current selection method. 
According to Aamodt & Williams (2005), a validity meta-analysis findings concluded that the corrected validity coefficient for reference recommendations and actual job performance was a staggeringly low .29. In spite of this evidences, 96% of organisations still use reference inspections as a vetting and selection method, according to a current survey by The Society for Human Resource Management.

Personality test
A selection procedure that measures an applicant’s personality and behavioural style, normally using a form of questionnaire that helps analyse their personality dimensions: extroversion, emotional stability, agreeableness, conscientiousness, and openness to experience.

Ability test
These types of testing are designed to evaluate an applicant’s intelligence as well as anticipate their potential function in numerous diverse occupations. “General mental ability and specific cognitive tests have been recognized as the most powerful predictors of overall job performance, task performance, academic performance and training proficiency” (Salgado, 2017), they can be used to assess a person’s 

· Abstract Reasoning - talent at discovering resemblances and variances in collections of different designs.
· Numerical Reasoning - test determines the proficiency in numerical data handling as well as an understanding and inferring of mathematical information.
· Verbal reasoning - the talent of analysing words to rationally appreciate reports and documents.

Bio-Data Analysis
Short for biographical data, which is an applicant’s private information, work-related record, learning history, abilities, interest and hobbies all detailed and documented. This data form is dependent wholly on the creators of it and is usually created using things like online surveys and questionnaires.  Large companies like Google collect and store huge amounts of data about us, this information can be used for this type of analysis.

Assessment Centres
This is the most effective method of selection and can contain within it combination of the different selection method that are mentioned above. This can take place over a day or two at a set venue for all the applicants and is generally the final phase in a large recruitment drive for a big organisation. It is also the most costly method as it involves a lot of design input as well as logistics and therefore mostly administered by large organisations.

Conclusion
After researching the methods above, I made the decision that our Bus Driver would be selected cost effectively and successfully by undertaking a practical work related test and an unstructured interview, which can for efficiency purpose both be performed at the same time.
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Contribution Audit - Team 3	
Assignment Title: Recruitment Presentation	
Start Date: 31-10-18	
Completion Date: 28-11-18

	Task Name
	Start date
	Completion date
	Team Member Name

	Group meeting to decide each member task assignment
	07/11/2018
	07/11/2018
	All members

	Research into recruitment advertising 
	08/11/2018
	27/11/2018
	Shahidur

	Research into Job Description & Person Specification
	08/11/2018
	27/11/2018
	Azmal

	Research into CV, Job Application and Covering Letter
	08/11/2018
	27/11/2018
	Ziaur

	Research into recruitment selection method
	08/11/2018
	27/11/2018
	Ataur

	1000 word presentation notes write-up
	09/11/2018
	27/11/2018
	All members

	Presentation Speaker Notes Outline
	14/11/2018
	27/11/2018
	All members




	Task Name
	Start date
	Completion date
	Team Member Name

	Meeting with Laura where we decided that we will be recruiting a bus driver
	21/11/2018
	14/11/2018
	All members

	Team Meeting to discuss presentation slides
	21/11/2018
	14/11/2018
	All members

	Team Meeting to discuss final co-ordination for the presentation
	27/11/2018
	27/11/2018
	All members

	Team presentation rehearsals
	27/11/2018
	27/11/2018
	All members
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