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Executive Summary
The proposed report illustrates the most fundamental approach into the recruitment process from an employer’s perspective looking at identification of candidate to interviewing and selection. The focus of this report illustrates toward the about selecting and recruiting an appropriate candidate for a job as an employer. However, knowledge and understanding of the recruitment process is demonstrated in the report. Moreover, a job is identified and considering that job, the key points are discussed which are necessary for a recruitment process and an appropriate candidate. 


Introduction
Employees are the most significant asset for a business. They serve to make or advance the way of life of an association, and significantly influence the success of a business. In times of financial difficulties, the cost of contracting wasteful staff can demonstrate to be hurtful to the profitability of an association (Noe and Wright, 2017). A compelling and meticulous recruitment process requires an employer to deliberately choose the most skilled employees, who will positively profit the association or business (Noe and Wright, 2017).
Discussion and Analysis
According to Cascio, 2015, the recruitment process consists of attract the right candidates to the organization, according to the profile required for the positions vacancies, and carefully examine your documents in order to produce a list short of them, so that they are subsequently investigated during the selection process of personal.
Daley et al., 2012 mention that the recruitment of efficient personnel can be describe as “knowledge of the resources that are desired, the resources that are available and where and how they can be found.”
The term personnel selection is used to refer to the acquisition of a new staff of employees, that is, the selection of recruited candidates that best cover the required profile for the vacant position. For this, it is necessary that the selectors determine the methods to be used that can best identify the potential of the candidates, call them interviews, test psychological, performance tests, aptitude tests, personality and motivation tests, etc. Regardless of the method used, the tests should be designed to assess the potential of the candidate to meet the requirements of the position, such as: Knowledge, skills and attitudes (Bonoli and Hinrichs 2012). 
Once the best candidate has been selected, according to the evaluation, we proceed to the hiring , which consists of registering (registering) the new employee, (payroll, Imss, Sat, etc.) to in order to comply with the company's policies and procedures, and with the legal precepts necessary. 
The induction program is useful for new employees to know and identifying with new organization; that know the turn of the company, its objectives, mission, vision and values ​​of the organization, working conditions, services provided by the company, systems of personnel administration and the opportunities that the employee has to make a career within the organization (Bonoli and Hinrichs 2012).
After implementing the induction program, it is convenient and necessary to implement a training program. This is necessary to teach the employee the best way to develop their functions, in an effective and productive way. According to the description of the position in reference; how to set goals and design strategies to get better results at work, however, results can be: maximize the degree of productivity, increase the job satisfaction and motivation, make the best use of material resources, equipment and company technology (Bonoli and Hinrichs 2012).
Regarding the importance of generic skills, both groups recognize the importance of skills training, especially employers. These have a more homogeneous view of the competencies that university studies should provide, while academics present a more polarized response. This similarity in Skills valuations by employers can make it difficult to select key competencies (Humburg and Van der Velden, 2015) for the design of academic profiles and graduate professionals. 
Academics and employers select, among the best-developed competencies in the University training, the ability to acquire new knowledge and ability to apply such knowledge in professional practice.
Using this information, the employer prepares a standard application form to collect information provided by applicants, in addition to their own resumes. Then the vacancy is announced (Velasco, 2012).
Indicted
The processing phase involves taking a gander at applications and resumes sent by potential employees. This phase helps the employer to distinguish suitable candidates for the underlying interview, which should be possible by telephone or eye-to-eye (Velasco, 2012). The processing phase also involves the interview, wherein the employer can discuss the data gave in the application by the potential worker, as well as assess the character of the up-and-comer and the communication skills. The employer collects information through note taking during the interview (Velasco, 2012).
Elimination
The elimination process involves contrasting the information got during the interviews with the underlying needs distinguished for the vacant position. This enables the employer to decrease the list of applicants interviewed and to choose the most qualified person in the gathering. Here, the skills, competencies, educational experience and character are contrasted with the expected set of responsibilities. Applicants that don't meet the key criteria are eliminated; those who do consent advance the selection process (Velasco, 2012).
Select
Selecting the most suitable up-and-comer means doing a second check with the references gave. References give data about the applicant's character and competencies. Employers also lead individual verifications to establish criminal records, such as medication use and driving offenses. A last interview can be made with the selected applicant, to discuss topics such as salary, payments and work programs. The selection process ends when the employer offers the vacant position to the most qualified up-and-comer (Pellizzari, 2011).
Recruitment Process
It is the call for candidates, the dissemination movement of method for selectively drawing in candidates who meet the base requirements for the required position. An association first identifies its applicant, and after that must pull in him. In a selection process the two choose, the organization as well as the applicant (Pellizzari, 2011). Once, for the organization to choose, it needed to distinguish and after that pull in several candidates and not just one. Recruitment is not just significant for the association; It is a two-channel communication process: applicants wish to get a precise data about what it resembles to work in the association; the organizations need to get exact data on the kind of representative that will be the applicant whenever hired (Velasco, 2012).
Before the interview, pre-selecting the profiles is important according to the description of the post and all the necessary needs. Of all the curricula received, it select those that are most relevant based on knowledge and candidate experience this preselection can be done by the company or the selector based on criteria that it supplied. On the one hand, account is taken into account, and on the other way, that is, how it is written, if the understandable, clear, neat, concise, etc. In relation to the content, if the work experience is ascending, if there are spaces temporary without work activity, and all the questions that arise for the interview (Humburg and Van der Velden, 2015). 
· Analyse work history: previous jobs if they are framed within what the profile requires in terms of the type of company and position. 
· Analyse work continuity, take into account local, country difficulties, see freelance work gaps.
· Analyse rotation, changes and define their causes. It may be because of an economic improvement, a rise, massive decoupling.
Interviewing
The interview may include a pre-interview or preliminary interview, brief exchange to check information about the curriculum. Also a technical interview, where examine knowledge, skills and abilities for the required position, and a deep interview, bipersonal situation focused on the candidate's knowledge, his history, personal characteristics, linking style, interests, cultural features, values ​​and projects regarding the position, etc (Cascio, 2015). The Interview is a fundamental instance of the selection process. It is the moment in which corroborate the data mentioned in the CV, evaluate the trajectory of the candidate's job, its potential and we develop hypotheses regarding its traits of personality and compatibility of these with the position to be filled. It is the instance in that we establish the evaluations to take, of a technical, psychotechnical, environmental order, etc. The interview allows us to establish which are the most appropriate tests to evaluate to the applicant (Cascio, 2015). 
The interview is an exchange that is held with an unmistakable purpose and not by insignificant satisfaction of talking. It is a bipersonal situation between selector and applicant with the intention to establish a relationship, bounded in time and space, through which each one can obtain his purpose. One of the attribute of selector is to know the candidate and to detect characteristics appropriate to the profile sought, and for the applicant, an occasion for deploy your personal resources, meet the evaluator's expectations and get employment, and obtain information about the position and the company to which he is applying (Bonoli and Hinrichs 2012). 
The interviewer should facilitate communication-showing interest and confidentiality regarding what was reported by the interviewee. It is important to allow the candidate to express spontaneously on the topics that the selector has to lead. In the end guide the interviewee according to the steps to follow and provide the information, which can give instance of the process (Velasco, 2012). 
Our goal is to meet the applicant and observe how he conducts. The same they provide both verbal and postural information: They allow knowing the form of express yourself, vocabulary, the way of relating, how a situation faces candidate (Cascio, 2015). 
It is important to keep in mind that in this type of process it is expected that the Applicant's presentation is focused on achievements and adaptive areas related to the job position to which you apply, as well as certain issues that are silenced The interviewee may consider them unfavourable for evaluation (Daley, 2012).
Evaluation
The assessments allow more data about the skills of the applicant. Technical assessments are those that relate legitimately to the skills job systems, support, machinists, dialects, graphic structure, and so on (Cascio, 2015). 
Psycho-labor assessment assesses the social aptitudes important for the Since, devices, for example, psychometric and projective methods are utilized and situational tests enable us to assess character (relational connections, affectivity, taking care of unfriendly circumstances, resilience to dissatisfaction, and so on.). Moreover, the kind of knowledge (cognitive style) and skills (teamwork, leadership, exchange, adaptability, and so on (Humburg and Van der Velden, 2015). 
Environmental Study is significant so as to decide the level of suitability of the contender for required profile, it encourages us to contrast the data got and the outcomes tossed into different examples of the procedure, study the potential outcomes of adjustment of Applicant to the culture of the company, check their experience of suitability, genuineness and reliability.
Presentation of the rundown of candidates: After the psychological assessment, an exhaustive assessment of every competitor is performed to present to the finalists, after relative weighting of the example. Result attractive to introduce a few finalists (Hauff. and Gousios, 2015.
Identifying a job
According to an employer’s perspective, the suitable and the most challenging job selection is for the position of web developer. Web developer job comes up with many technicalities and consequences towards the recruiting process. Therefore, for this purpose the employer must keep in mind the important principles, approaches and measures to fulfil the objective in the most appropriate manner. For the desired job, the employer must keep in mind the following strategies i.e. using the data from the competitor's application to assess whether they ought to be given a screening interview (Hauff. and Gousios, 2015. 
Running a screening interview
Ordinarily, a screening interview is raced to confirm the data picked up in the application procedure and to get a general feeling of the competitor you are interviewing. This interview is the place we will intend to see any central reasons why you would not procure this individual. A screening interview should be possible by telephone or face-to-face. Regularly screening interviews are done via telephone to abstaining from squandering assets in the beginning times of the recruitment procedure (Hauff. and Gousios, 2015.

Interview the candidate for the role
This is our chance to make sense of what the applicant can do as per his potential. We can utilize this phase to comprehend the competency of the forthcoming new representative. Be that as it may, the inquiries given must identified with a developer's understanding, methodologies, and working inclinations as needs be. Nevertheless, on the off chance that we realize that the developer requires a particular range of abilities, at that point additional inquiries can be included into his structure fields so as to address the technical subtleties (Hauff. and Gousios, 2015.
Discuss whether the candidate would be a good fit
Surveying every one of the materials contained in this agenda and talk about the various candidates. Occasionally realising who hops out at you and different occasions it is significantly harder. Taking into account how to organize the accompanying highlights of a competitor:
Competency in the role
Experience in the role
Whether they will fit into the company culture
Conclusion
Selection as a process implies the crossing of different stages, which are they feed each other, so it has a dynamic character. That is why it is important to respect the order of these stages, for example, it is not advisable to interview the candidates and then look for information on the people with whom they will work, already that we will not take into account how your personality traits will influence the work performance of that team. It is also not convenient to administer the tests, without having previously interviewed the applicant.
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