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Abstract:

Selection is the process by which a company selects applicants based on their perception of
who would best fit the job requirements while taking the existing environment into account.
Organizations must react swiftly to people's needs in the quickly evolving business world of
today. The organization may incur significant costs if the incorrect candidate is chosen or
the right candidate is rejected. According to this study, applicants' job choices are
influenced by the information provided by human resource systems; certain systems will be
more significant to some individuals than others; and the degree to which an applicant's
personal traits align with the information provided by the system will determine whether or
not they are hired. The effects of human resource systems were evaluated using a policy-
capturing methodology in relation to other factors that previous studies have demonstrated
have a major impact on employment decisions. We will talk about it in this paper. The
Human Resource Management System's function in selecting.
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10.1 Introduction:

Talented workforce development, engagement, retention, and attraction are all made
possible by human resource management, or HRM. A key component of HRM is the
recruitment process, which aids businesses in identifying and employing the most qualified
applicants for available positions. A number of steps are involved in the recruitment
process: job analysis, candidate sourcing, resume screening, initial interviews, candidate fit
assessment, job offer, joining formalities, retention, engagement opportunities, and exit
formalities management.

Selection:

Selection is the process of evaluating the skills, qualifications, and experience of candidates
in order to reduce the number of applicants until the best candidate remains for the position.
Interviews and a variety of exams and assessments are typically used in this procedure to
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evaluate each applicant. The procedures used to pick candidates with the best qualifications
to fill an existing or future position are referred to as the selection process. Although
recruiting decisions are often made by managers and supervisors, human resource
management (HRM) plays a crucial role in defining and assisting managers in this process.

[1]
The Selection Process:

Recruiting encourages people to apply for jobs, but choosing the best applicant is still a
difficult task after you have received applications. Getting information about candidates,
assessing their qualifications, and selecting the best one are all part of the selection process.
At the very least, the procedure can take a long time, especially when applying for a high-
level post, and it frequently involves multiple people from the same company.

The importance of HRM functions:

e Human resource management (HRM) is the foundation of any organization, and its
effectiveness can determine whether your business succeeds or fails. Business
operations run smoothly when HRM functions are operating well, and all staff members
strive toward the same objective.

e Itis crucial that the HR department possess the capabilities needed to properly recruit
since the HRM functions are intended to attract and retain employees.

e All organizations, regardless of size, breadth, or industry, can adopt HRM and its
functions since they are universal.

e In contrast to registration or written process regulations, HRM functions are more
action-oriented and assist in resolving employee-related issues with the aid of
reasonable recommendations.

e The functions aim to maximize the potential of the personnel. In order to improve
personnel capacities, they also support training and development initiatives.

e Since all employees are involved, regardless of their position or standing within the
company, these are not discrete responsibilities.

10.1.1 Human Resource Management Systems in Job Selection:
Let's examine how HRMS transforms the hiring process and its role in job selection.

1. Centralized Candidate Management: Centralizing candidate management is one of
HRMS's main roles in hiring. HR managers can utilize HRMS to save, arrange, and
manage candidate information in a centralized database rather than going through a ton
of resumes and emails.

2. Automated Shortlisting and Screening: HRMS use automation to shortlist and screen
candidates more quickly, saving HR professionals time and effort. HRMS may
automatically go through incoming applications and identify those that match the
requirements by setting up predetermined criteria and keywords.

3. Improved Candidate Experience: Attracting top talent and building a great employer
brand depend on a positive candidate experience. By offering a user-friendly interface
for job seekers to find and apply for openings, follow the status of their applications,
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and receive regular updates on their progress, HRMS play a critical part in improving
the candidate experience.

4. Data-Driven Decision-Making: Throughout the hiring process, HRMS uses data
analytics to facilitate data-driven decision-making. HR professionals may learn a great
deal about recruiting outcomes, candidate demographics, and recruitment patterns by
compiling and evaluating candidate data.

5. Compliance and Regulatory Adherence: HR professionals who are involved in hiring
must prioritize navigating the complicated terrain of employment rules and regulations.
Through the integration of functions like application tracking, background screening,
and document management, HRMS help to ensure compliance and regulatory
adherence.

6. Smooth Integration with Other HR operations: An all-encompassing approach to
talent management is made possible by the smooth integration of HRMS with other HR
operations. HRMS helps applicants move smoothly from the selection stage to later
phases of the employee lifecycle, including learning and development, performance
management, and onboarding. [2]

10.1.2 Typical Steps in a Sequential Selection Process:

There cannot be a uniform process for choosing various employee kinds or for all concerns
to follow. In actuality, the selection process varies from organization to organization and
from job to job. Selection can sometimes be a fairly straightforward, one-step procedure.
However, it is frequently very time-consuming and intricate. The following could be the
primary steps in the selection process:

Preliminary interview
Application blank
Selection tests
Employment interview
Checking of references
Physical examination
Final approval.

The above steps are not meant to be followed in a strict order. While some organizations
follow these procedures in a different order, others do not follow them at all. For instance,
some businesses don't conduct the initial interview. Selection tests may occasionally be
preceded by a physical examination. Candidates must complete two forms before and after
the preliminary interview due to certain issues. To compensate for the time difference, it is
customary in certain organizations to collect the biodata following the last interview. Some
companies perform physical exams somewhat early in the process to save time and money
by avoiding screening medically unfit individuals.

The following is a statement of the recruitment and selection principles:
The first thing to note about reclamation is that it's a procedure with several important steps

that all combine to increase one's chances of finding the fashionable candidates for any job
posting. In order to be named, the campaigners must pass through a variety of colorful
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stages, complete specific tasks, and endure a variety of colorful interview rounds.
Sometimes there are just two candidates in the last round of interviews; one is chosen and
the other is turned down.

If one does not hire the greatest candidates, it will always be difficult to lead, guide, and
manage staff on a daily basis. This is worth mentioning. Another general guideline is that
while trying to fill a position, one should always look for internal individuals who might be
encouraged to apply for the open position before hiring outside applicants for the junior
role. All too frequently, senior managers overlook the hiring process and only get engaged
when a senior position is being filled or it's time for the final interview. There is a mistake
here, and every new hire should have their qualifications and suitability evaluated.

A common misconception is that any manager with expertise can conduct interviews. Both
closed-ended and open-ended questions are included. Anyone can conduct an interview, but
it's crucial that they can do it properly if they have the necessary training and strong
communication abilities. Conducting interviews without receiving the necessary training is
not worthwhile.

There are numerous legal concerns related to the hiring process, thus it is essential that
everyone become knowledgeable about the pertinent laws. The organization's members
must familiarize themselves with the policies and procedures necessary for the hiring and
selection processes. [3]

10.2 Review of Literature:

People are the most valuable resource, according to the mission statement of practically
every firm. Any business needs the right people at the right time and place in order to
accomplish its objectives, endure, and thrive (Oladipo, 2011). Like other commercial
organizations, banking institutions rely heavily on the caliber and proficiency of its
workforce. Because the application of human resource practices supports the maximization
of employees' competencies inside the firm, organizations must thus give their human
resources more attention. [4]

The process of obtaining competent candidates for open positions inside a company and
determining whether to hire or reject them is known as recruitment (Mathis, 2004).
Selecting the best candidates who meet the qualifications for a given position is known as
selection. Selection is a psychological estimate of appropriateness or a decision-making
process. [5]

According to Hatch and Dyer (2004), by identifying variations in firm resources, the
resource-based view of the firm is more likely to explain long-term differences in firm
performance. Their philosophy in this area is predicated on the idea that businesses with
rare and valuable resources may be able to gain a competitive edge. Additionally, as human
capital is one of the organizational resources, this study will concentrate on how training,
motivation, and recruitment techniques in human resources management contribute to
competitive advantage in Jordanian industrial organizations. [6]
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10.3 Objectives:

o Identify the obstacles and challenges that are facing human resource management when
recruiting the best applicants

e To Study the Role of Human Resource Management System in Job Selection

e To Explain the Main sources of Job Selection in HRM

10.4 Research Methodology:

The processes for a research paper involve reading and taking notes on the sources of the
data, organizing the research materials that have been acquired, and writing a bibliography.
This research approach uses a research paper (library research).

10.5 Result and Discussion:
10.5.1 Human Resource Management:

The process of human resource management unites individuals and organizations to
accomplish both personal and organizational objectives. The art of acquiring, training, and
retaining a skilled workforce to accomplish an organization's objectives effectively and
efficiently is known as human resource management. Without the right human resources,
no business can survive in the current business climate. Thus, managing human resources
has emerged as every organization's main focus. [7]

| EMPLOYEE | | SELECTION |
= @,
o | B
| TRAINING | % | PAYROLL |
Human Resource Management
| RECRUITMENT | | REWARDING | | PpoLiciEs |

Figure 10.1: Human Resource Management (Source: www.geeksforgeeks.org)
10.5.2 Selection Process:

The primary role of the human resources department is recruiting and selection. The first
step in giving a business a competitive edge and a strategic advantage is the recruitment
process. How many and what kinds of employees are needed, where and how to find people
with the right qualifications and interests, what incentives to use or avoid for different types
of applicant groups, how to separate unqualified applicants from those who have a
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reasonable chance of succeeding, and how to evaluate their work are all necessary for an
ideal recruitment program. From finding candidates to setting up and performing interviews,
the recruitment process is a methodical process that takes a lot of time and resources. The
following is a general recruitment procedure:

— A Recruitment Policy

—A Recruitment Organization

Development of Sources of
Recruitment

Process of Selection

|| Technique used to tap there
Sources

|| A Method of Assessing the
Recruitment Programme

Figure 10.2: Process of Selection [8]

Selection is the process of thoroughly vetting applicants who submit applications for
positions in order to identify the best prospects for the open positions. It involves matching
applicants' qualifications to the positions that need to be filled. The process of choosing
people with the necessary skills to fill positions in an organization is known as selection.
Selecting the best applicant is only one aspect of selection. It's an effort to find a good
balance between what the organization needs and what the applicant can and wants to do.

The selection procedure is the other essential human resource management task. Matching
a candidate with the position in question in order to get the greatest performance is the main
concern here. In the selection process, a number of tactics are used, such as referrals and
interviews. Because it guarantees that the best individuals are deployed based on their skills
and expertise, the selection process is crucial. The practical attributes and those in the
application paperwork are matched to accomplish this. Making effective selection
judgments is the goal of all the selection processes, from the first screening interview to the
last physical exam and procedures.

For the selection process to be successful, the qualifications and interests of the candidates
must perfectly align with the goals of the company. Good hiring practices guarantee that a
worker will perform well from the beginning.
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By eliminating pointless procedures, it also prevents excessive employment costs.
Additionally, it keeps a company from facing time-consuming and expensive legal
repercussions from employing practices that are incompetent and inappropriate. [9]

Process of Selection:

The process of choosing an employee for a vacant post involves a series of actions that must
be followed. Following hiring, this process divides the applicants into two groups: those
who will receive a job offer and those who won't. Since the proper type of applicant can be
selected at that precise moment and unsatisfactory candidates are rejected, a comprehensive,
well-rounded decision-making procedure is required. The selecting procedure varies from
one association to another and even within a department within the same association. For
example, in certain associations, the therapeutic examination is conducted following a
definitive decision, but in others, it may be conducted before to a final decision. Every
association, however, designs the selection process based on its own requirements. While
some companies prioritize reference checks and interviews, others may place more weight
on other tests. Similar to this, candidates for lower-level roles may just need to go through
one quick selection interview, whereas candidates for managerial positions may be
interviewed by several specialists. the hiring procedure by following the steps shown in
figure 10.3.

- — Initial screening
Fail to meet minimum
qualification Vv Passed
e e T
Failed io complete job | Completed application
application or failed job ¢ Passed
specification
Employment test
Failed Test
i Passed
= T Passed [ conditional job
| Comprehensiveinterview offer
Failed to impress T T
interviewer and / meet
job expectations 1 |
I |
Background Examination e _ _ _ _ - \
Problem if required |
encountered
v ¥V Vv '
- - Passed |
Reject Applicant | "
T Medical/physical examination if 1
Unfit to do essential | required (conditional job offer 1
elements of job Able to perform :
essential elements
of job 1
I
Permanent job offer K= = = = = === oo

Figure 10.3: Selection Process Steps
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10.5.3 Sources of Recruitment:
Main sources of recruitment are:

1. Present Employees: Most businesses have a policy that allows them to notify their
present workforce about a job opportunity before attempting to hire from outside
sources. The candidate has the chance to advance to the desired position as a result.
There are vacancies created by this internal promotion that need to be filled.

2. Current Employee Referrals: According to a survey, workers who use employee
references to hire new hires are more devoted to and accountable for their work.
Additionally, they remain longer than other applicants.

3. Advertisement: This is one of the most effective ways to find new employees. It can
also be found online and in newspapers. Compared to printed ads, online ads are less
expensive.

4. Agencies: To find and evaluate candidates for open positions, a number of businesses
engage outside contractors. They are compensated based on the salaries of the
employees. When an organization needs qualified applicants, it is quite advantageous.

Recruitment Process: Concern notifies the HR department to recruit individuals if a position
becomes available in any department. Employees are notified whether internal selection and
transfer have taken place so they can apply to fill open positions. The notice board has all
of the information. The recruitment process is divided into two primary areas. They are:

1. Internal Resources:

The primary source of internal resources is the availability of resumes for employee
referrals. It makes it easier to find better prospects with less effort. This is one technique to
make resumes quickly available. Additionally, the organization benefits from the strong
morale of the candidates. However, it only fills positions at lower levels. Guidelines from
this source include the need that a candidate have 5 years of experience and that employees
who are bound by a contract may also apply in response to an internal advertisement,
contingent on their qualifications and productivity.

2. External Resources:

When internal vacancies and hiring permanent staff are not urgently needed, external
resources are needed.

3. Keep records of the hiring procedure:
Maintain your precise data in accordance with the different steps of the process to enhance

the hiring and selection procedure. Thus, a variety of recruitment indicators include time-
to-fill, interviews, offers, accepts, resumes received, resumes shortlisted, and so on.
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Figure 10.4: Flowchart of Selection Procedure
4. Employment Rate Employment:

The key to any organization's success is its rate. It was linked to the unemployment rate,
which is a powerful indicator of the current status of the economy. It also determines the
hiring procedure. To boost employment through recruitment, there are a few things to keep
in mind. [10]

Anytime an organization needs staff, an existing incumbent leaves their position or is
promoted, or a current incumbent takes a long leave of absence, like maternity leave, the
recruitment and selection process might take place.

Internal initiatives, college employment fairs, technical and vocational events, and
traditional newspaper ads can all be used for recruiting. Its foundations are the
organization's open positions at the moment and projections of future requirements.

The hiring manager must focus their efforts on the greatest alternative in order to find the
best prospects. Establishing staffing needs is the first step in the recruitment process.
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Figure 10.5: Usual strategic recruitment process

The first step in building an organization's competitive strength is recruitment and selection.
The recruitment process takes a lot of time and resources and is a methodical process that
includes finding candidates as well as setting up and performing interviews. The methods
via which firms seek and connect with candidates are thus envisioned as recruitment and
selection. The hiring process consists of two stages: recruitment and selection. While
selection is the set of procedures used to screen individuals in order to identify the best
prospects for open positions, recruitment is the process of looking for candidates and
encouraging them to apply for jobs within the company. [11]

10.6 Conclusion:

Selection and recruitment are processes that are crucial to any organization's success. To
attract a large number of skilled workers, the hiring process should be straightforward. The
selection process after hiring should be fair and impartial. The strategies used in the
recruitment and selection process also affect the employment rate. It is said that human
resources are an essential component of any business. Proficient and skilled workers are
capable of carrying out the jobs, activities, tasks, and operations in a sufficient manner.
Therefore, it is essential to create efficient recruitment tactics and selection procedures
inside the organizational structure. Members of the business can choose human resources
in a suitable way when they are aware of the correct recruitment and selection procedures.
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There are many different job responsibilities and roles inside the business, and the ability to
accomplish various tasks and operations requires skills and talents that can be developed by
providing individuals with proper training.
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