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EMERGING TRENDS IN RECRUITMENT, SELECTION
CRITERIA AND ORGANIZATION
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) Abstract ;
Recrutfment and selection are two key parts of the hiring process that
allozp companies to find and attract the best talent. Recruitment involves
gettmg a job de_scnption in front of as many people as possible. Selection
involves narrowing down the pool until you’re left with the best person for the
role:’. The recruttment and selection process involves six main steps: creating
a _]ob‘ descnptlorll, advertising the role, screening candidates, conducting
interviews, carrying out tests and assessments and selecting the successful
candidate.
Keywords: Recruitment and selection, Employees, Toxic workplace,
Environment, organization, worker performance, Standard of Living.

Introduction
Recruitment and selection Successful human resource should identify human

resource needs in the organization. Once the needs are identified, the process of

recruitment or acquisition function starts. Recruitment is the discovering of potential

candidates for actual or anticipated organizational vacancies. Or, from another

perspective, it is a linking activity bringing together -

those with jobs to fill and those seeking job. The

ideal recruitment effort will attract a large number o

of qualified applicants who will take the job if it is gl

offered. It should also provide information so that ‘ s = -

unqualified applicants can self select th.e_mselves out

of job candidacy; this is, a good recruiting program

should attract thequalified and pot 9t'tr8.0t the

unqualified. This dual objective 'w111 minimize the

cost of processing unqualified caandates. _
When focusing on the recruitment and selectloax:l ;

of employees for your business, there are some gener w

considerations you should always keep in mind:

i tis
i recognise about recruitmen - '
! g:tfgsi;?l;rzzss m‘gtrlll a@ number of key stages, all of which combine to enhance

. i i for any advertised position.
the best candidates avaﬂab!e : -
. your chanccsrtc})f ﬁl;g:gig out that in terms of leading apd. managing6 .employees if
) ;to:ls :xl-:onv::) recrii““g the best people available, then it is always going to be an

uphill struggle to manage them day-toﬁg. t
¢) Another general rule is that when se€ 1gd o 1l any
consider the internal candidates that cou p

ni ition.
then recruit externally for the more junior posit

o fill any vacancy you should® always
ted to the available post and

[novATIVE PRACTICE And Applied Research

International Journal of

Page No. : 147



155N No : 349898 \
conduct an interview, but few can g o it '

. Aomin this is 2 mMISAKES FE% T 0 ined. . .
dj Again, this i - - ropriatels tﬁ.‘ eC. coriews without adequate training,
el 11nnless N8y 245 o 2 it o At MG N S
::_,-.4 ..:- PO -u'c:_:i‘fs Sncu.d Cg-“f“ d “‘;ﬁ, the mcfdlmlﬂ‘nt pI‘OC@SS ande vou
e} Nobody I FOUI URSTT. .e associalt = - o
. e legal ISSULS &5 + slation.
fi There are many =57 . .4 all rejex'&r--lfg"b“‘ PP
' should familiarize yourSell W B8 ses have elements of subjective judgemen,
. o mer recTuitment anda se;:‘C..t..- j o . ﬂ-a"essiom’-l and pOan\'t manner 1s more
However, mMOSL IE= =" . _ :,h applicants I & &5 . aitive view
inherent in them. But reating oo e =, essful or not, with & POSIUVE WVIEW of the
velv to leave them whether €y <~ ;bf ~nplicants . Expenence also shows that 4
axely 10 e e Ly 1ealt with the 8pPP-© . .
organization and how it Das C.;c—- results which impact favourably on the wider aspectg
- PR o - v~ | T 'uu’f o e . . ~
successful appointment €22 PT- Le can have damaging effects far outside the organization
« 2 P ~nT OO0 1 i s - - .
of organizational life while a poor Of itment and selection of employees also provides an
4 o1 IIUIACAS ~

O

sde Howewver, the recrdd - 1
s made. HOWEVE] atitselfin a favourable light.
. s

: : _
o i 3 ) . 3 s
ST of mexrftf; ; natha (2010) recruitment is the process ot ﬁrfdutlig anlc: attracting

2" .‘_’.I:).a_l....q N [ o R - -
s:um‘ cuazlifed people to apply for job vacancies m.the orgar}:lzah e this i of
activitiss an organization wses to attract job candidates who have ihe needed
B tiee and ariades. Recruitment is the process of generating & pool of qualified
ticants for organizational job vacancies. .
apphcants s na ¢ is the process of generating & pool of

o - Oford and Arveetey (2011 recruitmen pro e .
For Ofo Aryeetey | ) vment within an organization. Evidence

e individuals to apply for emplo} & AN .
;?i:g:; mthd;t larger corp%gations are more likely than smaller orgar‘t)wations_m
implementing sophisticated recruitment processes (Bacon & Hoque, 2005) with
majority of smaller organizations relying on referrals and adverusing as their
recruitment practices of choice (Barber, Wesson, Roberso & Taylor, .1999). ‘

< The general purpose of recruitment according to Gamage (2014} is to provide the
organization with a pool of potentially qualified job candidates. The quality of
human resource in an organization highly depends on the quality of applicants
attracted because organization is going to select employees from those who were
attracted.

4 In the same vein, Henry and Temtime (2009) construed recruitment as the entry
point of manpower into an organization and the path an organization must follow
from there on in order to make sure that they have attracted the right individuals
for their culture and vibes so that the overall strategic goals are achieved .

Objectives
+ To assess the perception of the employers regarding recruitment process they have

undergone.
. go identify the average time spent for selection process.
¢ To identify new ways of improving the present recrui
Recmit:;ent, Selection Criteria and Ofganiz’;tional Pzrrli}claﬁe:x:cimcedure.
ecruitment and selection form j iy :

strategies, which identifies and securesapr:oa;;); 52‘21 0; e e OvezRl e

succeed in the short to medium-term. In fact. th ed for an organization to survive an

pool of suitably qualified Candidates.t Sl Sue aic purpose of recruitment is to creatc "
iy ) 0 enable the selection of the best didates for the

organization, by attracting more and more empl i e feait
ployees to apply in the organization whereas

the basic purpose of selection i

b ro . - 1
positions in the organization. process 1s to choose the right candidate to fill the various
Recruitment

Internet-based : .
technalogies which support all aspects of recruitment have become

widespread. Recruitm
and appointing s1.1i1:r=1tcff:t rc(gfxfisidtaot: efo(:ﬂv-e rsll process of attracting, shortlisting, selecting
organization. Recruitment can alsg Jobs f{either permanent or temporary) within an

refer : : .
to processes involved in choosing individuals fof
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unpaid roles. Managers, huma
and recruitment specialists may
out recruitment, .but in som
employment agencies, commerci
or specialist search consultancje
parts of the process.

Process

Reseanchy Journal  —

be tasked wip, carrying e,

»YE,

s

al Tecruitment
S are useqd to

| Recruitment Life Cy'c:&?'”
Job analysis for new  jobs or Substantia]]

changed jobs, ajob  analvsic ot e

S1 RS
un.d_ef'taken to dOCUment the kn):)wsler:jléihtskﬂlze .
abilities and other characteristics
(KSAOs) required or Sought for the job. From
these, the relevant information is captured in ey
a person specification. .
Sourcing is the process

of attracting or identify; '
Screening and selection g tifying candidates,

Referral recruitment programs

Referral recruitment programs allow both

outsiders and employees to refer candidates for filling i .::

job openings. Online, they can be implemented by : e

leveraging social networks. ’ O

1. Employee referral =

An employee referral is a candidate recommended by | ¢ e

an existing employee. This is sometimes referred to  \\ |\ {7 pere

as Referral recruitment Encouraging existing employees \ ! &5 /

to select and recruit suitable candidates results in: RN -
< Improved candidate quality ('fit'), and retention . TNt

X3

%

\
e

)
o

The one-to-one direct relationship between the candidate and the referring employee
and the exchange of knowledge that takes place allows the candidate to develop a
strong understanding of the company, its business and the application and
recruitment process. The candidate is thereby enabled to assess their own
suitability and likelihood of success, including "ﬁtting‘in." .

Reduces the considerable cost of third parties service providers who .would. hayc
previously conducted the screening and selection process. An op-ed in Crain's in
April 2013 recommended that companies !ook to employce_ referral to speed the
recruitment process for purple squirrels, which are rare candidates considered to be
y " ositions. .

ﬂ;z:n;e;cplt;;se Zolgy;%g:ul; receives a referral bonus, and is widely acknowledgec:h as
being cost effective. The Global Employee Referral Index 2013 Survey found that
92% of the participants reported employee referrals as one of the top recruiting
sources for recruit.ing.‘ ; i job offer conversion rates increase,
As candidate quality improves Ifltnd illft?rwn{:za”inug” decreases, which means  the
the amount of time spe t can be streamlined and be used more
company's Human Resources headcoun

efficiently. : e as existing employees source

: isi xpenditures decreas \ _
;/Iz—irket:prl)g an(;lidzii‘;erftzlrﬁg ttfep isting personal networks of friends, family and
otential can &

associates. "overly homogeneous" workforce is

g tivity: An
There 18, however, a risk of less f:orporatt? Cre‘?atiotgs-"
at risk for "fails to produce novel ideas or 1nno
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. rk referral . ~ements ,
Iznitsi:l‘l::r?l n::tszgnscs to mass-cmailing .nf J.(l\‘) announcements 1o thoge Withi,
emploirccs' social network slowed the gereening proc
Two ways in which this improved are: .
«  Making available screen tools for employe o
"work routines ofalrcadylimc-stmvcd .cmpl(’)"-‘“;' . line for the pers
« "when employees put their reputation on the Poperson they g,
recommending.
Screening and Selection
Various psychological tests can /
are also available to measure physical abil

ca8.

es to use, although this interferes wigy, the

assess a variety of KSAOs, including literacy. Assensmenyy
ity. Recruiters and agencies may use applican,

tracking systems to filter candidates, along with software tools for psychometric testing ang
performance-based assessment. In many countries, employers arc “"’-“"X mandated o
ensure their screening and selection processcs meect equal opportunity and  ethicy

standards.

a. Employers R )

In fact, many companies, including multinational organizations and those thqt recruit from
a range of nationalities, are also often concerned about whcthcll" candidate fits the
prevailing company culture and organization as a whole. Companics m?d recruitment
agencies are now turning to video screening as a way to notice these slfl!ls without the need
to invite the candidates in physical. Screening as a practice for hiring has undergone
continual change over the years and often organizations arc using vidco to maintain the
aforementioned standards they set for themselves and the industry.

b. Disabled Candidates

The word disability carries few positive connotations for most employers. Rescarch has
shown that employer biases tend to improve through first-hand experience and exposure
with proper supports for the employee and the employer making the hiring decisions. Hiring
disabled workers produce more advantages than disadvantages. There is no difference in the
daily production of a disabled worker. Given their situation, they are more likely to adapt to
their environmental surroundings and acquaint themselves with equipment, enabling them
to solve problems and overcome adversity as with other employees.

c. Diversity

Many major corporations recognize the need for diversity in hiring to compete successfully
in a global economy. The challenge is to avoid recruiting staff who are "in the likeness of
existing employees" but also to retain a more diverse workforce and work with inclusion
strategies to include them in the organisations.

Multi-tier recruitment model

In some companies where the rec.ruitmcnt volume is high, it is common to sce a multi-tier
recrgltment model where the different sub-functions are grouped together to achieve
efficiency.

An example of a 3 tier recruitment model:

e Tier 1 - Contact/ Help dcsl.c - This tier acts as the first point of contact where
recruitment requests are being raised. If the requests are simple to fulfil or ar
queries in nature, resolution may take place at this tier

Tier 2 - Administration - This tier manages mainly the administration processcs

Tier 3 - Process - This tier manages the process and how the requests get fulfilled
Recruitment Strategy

A zegl'}littlmem Sggti‘g}’ is la KLM an organization enacts to form a recruiting process and
establish a candidate pool. organization uses recrui : : ify a hiring
vacancy, establish a timeline, and ruitment strategies to identily

i identify goals throughout the rc:cruitmcnt
process. Recruitment strategies are ically th _ UIToug £50UTCES
department. typically the responsibility of the human I
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General
Organizations define their own recruiti
35\\\-}:cn. where, and how that recryi
answer the following questions
what tvpe of individuals should be ¢t

« What recruitment message

« How can the targeted indiv

« When should the recruitme

« What should be the natyure
Practices
Organizations develop recruitmen
objectives. Typically, organizations devel
thesg, objectives into a holistic recrui
iiﬁ?gg:itﬁz;m[eg 1t conducts recruitment activities. This typically starts by advertising a
dld .
Professional Associations
There are numerous professional associations for
associations typically offer benefits such as memb
groups, awards, local chapters, vendor
Professional associations also offer
professionals
Internal Factors of Recruitment
Organizations have control over the internal fa
The internal factors are:

* Size of organization

* Recruiting policy

* Image of organization

¢ Image of job Size of Organization
(a). The size of the organization: Is one of the most impo‘rtan.t factors aﬁ"ecting_ the
recruitment process. To expand the business, recruitmept planning is mandatory for hiring
more resources, which will be handling the future operations. . . '
(b). Recruiting Policy: Recruitment policy of an orgamzatmn, ie., hmng from internal or
external sources of organization is also a factor, u_rhlch affects the recruitment process. It
specifies the objectives of the recruitment and provides a framework for the implementation
of i . e .
(c)fef;ualgu:it}tg:;agrnizamilon: Organizatior_ls h.a\{ing a good polsilnvelnqage in the' (;r_larket gai\n
casily attract competent resources. Maintaining good public relations, ptr;w mgk ;:u lccl
Services, etc., definitely helps an organization in enhancing its reputation in the market, an

i sources. . .

s e LT I e i o 0 0 g o st ke i
recruitment. Jobs having a positive image in terms of better remuneration, pro idered
recognition good work environment with career development opportunities are considere
to be the c};aracteristics to attract qualified candidates.

Ext ent N
:::;fl;:::otx:r: r‘::ftl::::glt:: cannot be controlled by an organization. The external factors
that affect the recruitment process include atl_hcrex if:lltc_)a“éltgi are related to the attributes of
V) Demoprpiic factrs Doyt o, sy vl ender, ecopeion
n emp

€conomic status, etc. demand and supply of labor. For
trols the 1
b) Labor lm?frl::t - Lal\)t,)%x; ggsgllcee;l:ggg a specific skill is less than the demand, then
example, e supp

argeted?

should be communicated?
duals best be reached?

nt campaign begin?

of a site visit?

human resources professionals. Such
er directories, publications, discussion
relations, government lobbying, and job boards.

a recruitment resource for human resources

ctors that affect their recruitment functions.
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if the demand is less |

. d,

need more ¢fforts, O the other BAT ' than th,
{on ey Wi . relative ensier . ; . . o

ing v«lnll h;f 1(11«‘ unm”l"”-y”""" rate is high in :Ji‘spcmﬁ(’: area, hiring of
.li:;\ yle and eaaier, a8 the number of al’pi)‘lc;xntts 1;)5 very high, In
, lll)ltlyllltflli rate i 1ow, then recruiting ends to be very difficy)y
;i(llll'(f(::l. . - . . . R

g reflect the social and polltlcal environment of a market
¢ iral and state governments. These laws dictate the
safety and health regulations, etc., for

nt changes, the laws too change.

the hiring will
aupply, the hir
) Unemployment ti
resources will be
contraat, il the unen
duc to less number ol re
d) Labor lawa - Labor Inw
which are created by the cen
compensation, worlking, environment, e
different types of employments. As the gover

Selection

Personnel sclection is the
individuals, Although the term
selection, hiring, acculturation, ctc.) the

workers. In this respect, selected prospects arc geparat o o make th
intention of choosing the person who will be the most success e the most

valuable contributions to the organization. Its effect on the group is discerned when the
selected accomplish their desired impact to the group, through achievement or tenure.

The Process of Selection:

e Reception

e Screening Interview

e Application Blank

e Sclection Tests

e Selection Interview

e Medical Examination

Reference Checks

e Hiring Decisions
The procedure of personnel selection includes gathering data about the potential candidates
with the end goal of deciding suitability and sustainability for the employment in that
particular job. This data is gathered utilizing one or more determination devices or
strategies classified as such:

e Interviews

cess used to hire (or, less commonly, promote)
aspects of the process (recruitment
n meaning focuses on the selection of
ed from rejected applicants with the

methodical pro

can apply 1o all
most commo

e Personality Tests

e Biographical Data

« Cognitive Ability Tests
e Physical Ability Tests

e Work Samples

Development and implementation of su i
ch screening methods i i
: uch s som umar
:icci(::lll;;ic:gc;igzgrmi?gsélcl:{.gcr organizations hire consultants or ﬁ?’tr::e:hggnsep:éa};ize o’
ion systems. I-O psych i i

des ' i O psychologists mus 1 i
vaTidcixtytct:’ftsgl)cXitl)lrf}:ozlclcﬁgon tools predict job performance tecézlelilact: :}?g:exl;(é:lr;cg:; g
using one or more of st'hc ?‘zﬁo%?rfgdurcs B usl.’la.“y valida{ed (shown to be job relever?
i Rt o types of validity: content validity, construct validiy
Predictt_)r validity and selection ratio
Two major factors determine the qualit

* Employees, 4

*  Predictor validity and

* Selection ratio,

of newly hired
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» who did not. People ab i
om thos¢ W Pie¢ above thig ¢ ;
glosc pelow it are not. Score are hired or o
' The selection ratio (SR), on the oth
" h ’ er h :
py the number of job applicants N, This val "y the numb

i 1 : ' « o ue wa P ings n dlwdﬁd
selectivity of the organization’s hiring practices Wlll] range between 0 and 1, reflecting the
use of any selection device has little ' en the S

: R is equal to 1
. meaning, b S 0 1 or greater, the
usually more applicants than job 8, but this is n

: . ot often the case >
Openings. F 4 as there are
percentage of employees thought to be Ii:rfo wally, the base rate is defined by the
measurement. rming  their

jobs satisfactorily following
gelection Decisions

Tests designed to determine an individual' i . -
company or mdgstry_ may be referred to as persor?:élsassg?rg:n{otrooal‘s pgtitéiu:art Fcan aid
those charged with hiring personnel in bo ing individuals for hire and i C%i ting new
hires in -the.approprlate positions. They vary in the measurements the usm ; ZCLlng !;C“;
standardization they employ, though all are subject to error. o it

1) Predictors for selection. always have less than perfect validity and scatter plots, as
well as other forecasting methods such as judgmental bootstrapping, and in’dex
models can help us to refine a predicti ;

( 2 1 : on model as well as identify any
mistakes. The criterion cutoff is the point separating successful and unsuccessful

perfqrmers according to a standard set by the hiring organization. True positives are
apphe'd those thought to succeed on the job as a result of having passed the
selection test and who have, in fact, performed satisfactorily. True negatives
describe those who were correctly rejected based on the measure because they
would not be successful employees.

2) False negatives occur when people are rejected as a result of selection test failure,
but would have performed well on the job anyway. Finally, false positives are
applied to individuals who are selected for having passed the selection measure, but
do not make successful employees. These selection errors can be minimized by
increasing the validity of the predictor test.

3) Standards for determination of the cutoff score vary widely, but should be set to be
consistent with the expectations of the relevant job. Adjusting th.e f:ugoff in either
direction will automatically increase the error in the other. Thus, it is important to
determine which type of error is more harmful on a case-by-case basis..

4) Banding is another method for setting cutoff values. Some differences in test scores
are ignored as applicants whose scores fall within the same band (or, range) are
selected not on the basis of individual scores, but of apot.her factor' spas to reduce

The width of the band itself is a function of test reliability, the two

Banding allows employers to ignore test scores

lection, and many have criticized the technique for

adverse impact.
being negatively correlated.
altogether by using random se
this reason.

lection .
Emerging Trends in Recruitment a?idssleection approach is undergoing tremendous

tions and changes in strategic outhok. The following
mpacting recruitment and selection process. ’
dvertising and promotional hub for the c;ompan(;i
te job openings, career information, an
ts are usually tailored and targeted for

< A talent network serves as a a o
brand name. It is used t‘o commurrl‘ o
other company information. He co | .
each specLfic candidate. 4 More and more companies today are

K ildi -to- talent bran fers to how the

) Bulld}ng "y er'ld .to endd to end talent brand. A talent brandS trcemployees o
focusing on bll; 1}dmg :ll:::eived by its current employees, pa
company is being P
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lovees. It is @ method for communicating and showcasing the
ployees.

culture in real time. .
. drateare developing strong talent bra;d s(tirgtegbl to tl;:.duce their
o cOmpame;‘( to aegd lower turnover rates. A talent ra;‘l lst;orTIl_;-‘R Ing that ig
cost Per e joint efforts of the marketing departmen o departmen,
geatf ‘ wr:obitliej recruitment strategy Recent surveys indicate that mcreasingly

o evelop

large number of prospective candidates US€ mobile devices to access the

internet and carry out personal tasks including job search. Hence, a growin
1

trend among large firms i§ to c1'"eate :r;nobxle career site built specLficall\ tq
meet the needs of. the mob}le devl(?:1 uxsmtworks Over the past few years, social
& Growing emphasis on using socl 3+ Facebook have rapidl ) SO

networking sites such as LinkedIn an ac pidly gaineq

prominence amongst internet USers. ‘
concmsfllc:etruitment and selection remains one of the most important ﬁ.}qcnons Of. the HR
department. As competition increases between firms §§1ectmg and re(:Nltmg the right a_nd
qualified talents become all the more important. Traditionally companies haYe 1a_rge1y relied
upon prospective candidates to find the firm however today head hunting is a active
function of the HR department. Firms not only need to head hunt but also must retain
existing employees. We entire recruitment and selection strategy has changed and evolved to
a new form where the onus lies on the firms to advertise, attract, and retain top talents.
Internet based technologies and various other soiZare and information systems have
provided new capabilities like never before. Where is a growing trend amongst firms to adopt

and utilize these technical solutions. The future is bound to see an increased role of internet
based solutions in recruitment and selection process.
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