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Speaker Notes
My task in the presentation of “The Recruitment Process” is to cover the final selection stages of the candidate that applies for the role. We are looking to recruit a manager for a prestigious restaurant. 
The final selection process will include the following:
· Phone interview
· Assessment with profiling test
· Face-to-face interview
Phone interview
The purpose of the phone interview is to put the candidate on the spot and see how they react and compose themselves. The tone of voice and use of language will be a very important factor for the successful candidate. This will show how the candidate will appear to potential business clients and restaurant customers when dealing with them on the phone. We intend to call the candidate with no prior warning. If the candidate is fine with taking the phone interview at the time, then it shows resourcefulness and eagerness for the job. The phone interview can start to build a picture of the candidate with regards to whether they can fit into the company. According to Morgan (2017) this type of interview determines whether the right experience and abilities are shown for the job. This can then further the screening process.
Of course, there disadvantages to the phone interview process. Amongst them are:
· You cannot tell body language to determine how enthusiastic the candidate is
· If there are signal issues on a mobile phone, then the call could get cut off – this could potentially give the wrong impression to both people on either end of the line
· The interviewee could hang up if they feel nervous

Assessment with profiling test
The profiling test should determine the candidates’ suitability for the role in terms of personality. We are looking for someone who is authoritative. Should have a problem-solving mindset. But should also be considerate and thoughtful. The manager will be dealing with many different types of people and will need to have the ability to adapt to each personality. This will show strong character and interpersonal skills. The profiling test we have chosen is the Myers-Briggs personality test. This test has been designed to try to understand and find uses for different personality types, Higgs (2001).


Face-to-face interview
Finally, once the potential manager passes the preceding tasks, the interview will commence. In this we will ask the candidate the relevant questions and get more personal information with regards individual experiences, strengths, weaknesses, etc. 
We will need to determine whether the candidate looks interested. What tone of voice, body language and hand movements, etc. is used. As explained by Maund, Schriek and Tinkler (2017) non-verbal communication involves facial expressions, eye contact, body movement etc. The observer (ourselves) will need to interpret all this to form a decision. 
We will also be asking open questions to get a detailed understanding of the candidates past work experiences and key achievements. Some examples of the open questions will include:
· Why do you think you’d be a good fit here?
· What do you value in the workplace?
· Can you give an example of when you gave good customer service?  
· Can you describe a moment when you felt proud of your work?
These questions will show the candidates understanding of the roles and responsibilities 
We would look for examples of critical thinking in the interview. This is when a certain detail is spotted or considered that others would not have thought about Morgan (2017). It gives an excellent idea of the candidates’ ability to solve problems and meet the demands of the job.
We would also expect the candidate to ask some relevant questions of their own. Again, this shows that they are really interested and didn’t just come along to get experience points.

Conclusions
With regards to time scales from looking at the cv to the face to face interview and final job offer we expect it all to take place within a week. Once a candidate is chosen based on their cv, we will call them and request a phone interview. Then we will ask them to come into the branch for an assessment leading to the final interview. If the interviewee is absolutely right for the job, we can offer it straight after the interview. If there are more than one strong candidate, then a letter will be sent to the best candidate after careful consideration.  So overall this process is quick, and the candidate could start as soon as they are available to work.
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