


[bookmark: _GoBack]Selection process from job analysis

Steffan Bugler(1950674)

Planning the recruitment campaign 

A recruitment campaign is a plan that aims to encourage a person to join a cause and, in this case, it would be to apply for a job advertised. The plan would consist of a number of parts. 


Defining requirements 

This is where they’d would highlight the role profile and person specification. This is how a potential employee would get a clear understanding of the role and understand what is expected of them if they apply. The role profile is where you define the overall purpose of the role. This is where the employer would also include information on the terms and conditions i.e. the pay, benefits and hours worked. As well as any special requirements such as mobility, travelling and unsocial hours.  Next to define the role you need a person specification. 
A person specification, which can also be known as a job specification, underlines the knowledge, skills and abilities needed to carry out the role. This is where they would define the education, qualification, training and experience required.

Attracting candidates 

Attracting candidates is where an employer would choose to advertise a job. “The Internet has changed the way companies conduct business, including how they attract and recruit employees”(Borstorff,2005,1)[footnoteRef:1]. So, it’s no surprise that to find that the most popular form of advertisement is online sites like Indeed.com and total jobs.com. “Indeed, is the #1 job site in the world1 with over 250 million unique visitors2 every month.”[footnoteRef:2](indeed,2019)  [1:  Borstorff,P.(2005)’online recruitment: attitudes and behaviours of jobseekers’ ,Strategic E-commere,volume 1,125.]  [2:  Indeed(2019)about indeed, Available at : https://www.indeed.co.uk/about (accessed:1st December 2019)] 


Other forms of attraction candidates can include Job Centre Plus, online social networking like LinkedIn, recruitment agencies and executives search consultants/head-hunters. 

Selecting candidates 

First examine information. Candidates will respond to chosen advert with a formal application which can be in the form of an email or letter. This will also be support with a CV. These documents will provide the information about their education, qualification, training and experience which allows an employer to create a structed basis for drawing up a shortlist. 
From this shortlist you can select candidates for interviews and set up records of those interviews. Keeping records ensures that all applicants are considered on the same basis against the person specification. 

The next steps are sifting through applicants. “Applications are sifted by comparing the information available about them with the key criteria in the person specification.”[footnoteRef:3](Armstrong and Taylor, 2014) The criteria should be analysed and fully understood. The criteria can be put into three categories.  [3:  Armstrong, M. and Taylor, S.(2014) Armstron’s Handboob of Human Resource management practice. 13th ED. London:Ashford colour press Ltd] 


1. Essential- these are the things that are necessary of the candidate and without them they can’t be considered 
2. Very desirable- these are the things employers would like from the candidate but aren’t necessary. Candidates with these will be given extra points and are more likely to be selected. 
3. Desirable- candidates who meet this criterion will be given favourable consideration. 

By having this criterion, you can start to mark people and compare different applicants ensuring that you are fair and employ the best candidate.  








