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Masters in
Human Resources ManagmentLearning Objectives

• Approach systematically the process of creating, refining, and implementing 

effective tools and strategies to assess whether candidates meet the required 

standards or fit specific roles.

• Implement Selection Techniques: Identify and apply different selection techniques, 

such as interviews, assessment centres, and psychometric testing.

• Critically assess the processes, methods and apply different techniques to evaluate 

the competence and appropriateness of candidates.
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Learning Method

• Lecture focused on learning objectives supported by formative 
assessment tools, to provides feedback and information during the 
instructional process, while learning is taking place, and while 
learning is occurring. 

• Formative assessment through participative learning activities will be 
utilised evaluating students’ comprehension and academic progress 
throughout the lecture -  particularly with respect to understanding 
and applying HRM concepts.
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• Approach systematically the process of creating, refining, and 
implementing effective tools and strategies to assess whether 
candidates meet the required standards or fit specific roles.
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1. Define the Goals and Standards

•    Clarify Objectives: Identify what makes a candidate successful for 
the specific role or meets required standards.

•    Job Analysis: Conduct a thorough analysis to determine key 
responsibilities, required skills, qualifications, and cultural fit.

•  Criteria Development: Create a framework of measurable attributes 
(e.g., technical proficiency, interpersonal skills).
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2. Develop Assessment Tools

•    Design Assessments: Choose the tools that best evaluate the   identified 

      criteria. Examples include:

•     Structured interviews for behavioral and situational assessment.

•     Skill tests for technical competency.

•     Case studies or practical tasks to gauge problem-solving.

•     Standardize Scoring: Develop rubrics to ensure consistent evaluation.
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3. Implement Candidate Selection Strategies

•   Pre-Screening: Use CV/resume filters or automated systems to 
shortlist candidates meeting baseline qualifications.

•   Multiple Stages: Incorporate stages like written tests, group 
discussions, and panel interviews to assess diverse qualities.

•   Stakeholder Involvement: Include input from different team 
members or departments to ensure a holistic evaluation.
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4. Pilot and Refine the Process

•  Test the Tools: Run a pilot round with mock candidates or employees 
to test the effectiveness of the assessments.

•  Gather Feedback: Collect insights from evaluators and participants on 
clarity, relevance, and fairness of the process.

•  Optimize: Make adjustments based on feedback to improve reliability 
and validity.
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5. Conduct Candidate Assessments

•  Create a Welcoming Environment: Ensure candidates feel 
comfortable to perform at their best.

•  Focus on Consistency: Administer assessments uniformly to all 
candidates for fairness.
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6. Evaluate and Select

•  Review Results: Compare candidate performance against predefined 
criteria using scoring systems.

•  Decision-Making: Select candidates who best align with the role’s 
requirements and organizational culture.
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7. Post-Selection Analysis

•  Measure Outcomes: Track the performance of selected candidates in 
their roles to assess the effectiveness of the process.

• Continuous Improvement: Update tools and strategies based on 
outcomes and evolving role requirements.

• This step-by-step approach ensures a structured, fair, and effective 
hiring process. 
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Groups Discussion

• Matching someone to a specific role is as much an art as it is a science 
- it requires balancing objective criteria with an understanding of the 
individual's unique strengths. 

• Evaluating whether candidates meet required standards or fit specific 
roles typically involves a few structured steps. 

• Exercise: As an HR Official you are Hiring an IT Specialist.

   Create a Plan of Action to ensure an effective process.

formative assessment
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1.Define the Role and Standards: Clearly outline the job description, required skills, qualifications, 
and performance expectations for the role.

2.Review Resumes and Applications: Check for relevant experience, qualifications, and any 
achievements that align with the role.

3.Assessment Tests: Use skill-based tests, personality assessments, or problem-solving exercises to 
evaluate a candidate's abilities.

4.Behavioral and Situational Interviews: Ask candidates to provide examples of how they've handled 
specific challenges in the past, or pose hypothetical scenarios to gauge their response.

5.Cultural Fit Assessment: Determine how well their values, work style, and personality align with 
the company culture.

6.Reference Checks: Speak to former employers or colleagues to verify the candidate’s professional 
history and gain additional insight.

7.Trial or Probation Period: Some organizations may offer short-term projects or trial periods to see 
how candidates perform in a real-world setting.
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Implement Selection Techniques: 

• Identify and apply different selection techniques, such as 

interviews, assessment centres, and psychometric testing.
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Learning Activity

• Distinguish between structured, semi-structured, or unstructured 
interviews.

• In which interview situations would you use them?
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and an understanding of their purpose. 

Some key techniques and their applications:

1. Interviews

• Types: Structured, semi-structured, or unstructured interviews.

• Implementation: 

o Develop a clear framework or set of questions aligned with the job's requirements.

o Use behavioral or situational questions to gauge a candidate’s experience and decision-making.

• Benefits: Allows for direct interaction with candidates and assessment of soft skills.
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2. Assessment Centres

• Activities: Group exercises, role-playing, presentations, and case 
studies.

• Implementation: 

o Design activities that reflect actual job scenarios.

o Include assessors trained to evaluate candidates objectively.

• Benefits: Provides insights into candidates' teamwork, leadership, 
and problem-solving skills.

• https://www.youtube.com/watch?v=Reaj4e5wbB0&t=17s

https://www.youtube.com/watch?v=Reaj4e5wbB0&t=17s
https://www.youtube.com/watch?v=Reaj4e5wbB0&t=17s
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3. Psychometric Testing

•Types: Aptitude tests, personality assessments, or cognitive ability tests.

• Implementation: 

• Select valid and reliable tests appropriate for the role.

• Ensure candidates are informed about the process and outcomes are 
interpreted by professionals.

• Benefits: Offers an objective measure of abilities, preferences, and 
compatibility with the role.
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• Considerations

• Ensure all techniques are fair, transparent, and compliant with data 
protection and anti-discrimination laws.

• Combine multiple techniques to gain a holistic view of candidates.

• Provide feedback to candidates for a positive experience, even if they 
are not selected.
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• Critically assess the processes, methods and apply different 
techniques to evaluate the competence and appropriateness of 
candidates.
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• Evaluating the competence and appropriateness of candidates is a 
multi-faceted process that involves various methods and techniques, 
each with its own strengths and limitations. 

• Here's a critical assessment:
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Learning Activity

What is Psychometric Testing?

Which are the types of Psychometric Testing?

What are their advantages and disadvantages?
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Processes

1.Defining Requirements:

• Before evaluation, it's critical to establish clear job descriptions, competencies, and 
criteria for success.

• However, organizations often fail to align these requirements with long-term goals, 
potentially leading to mismatched hires.

2.Screening:

• Initial screenings through resumes, cover letters, or application forms filter 
candidates efficiently.

• Nevertheless, this method risks overlooking capable candidates due to biases or 
over-reliance on keywords.

3.Structured Interviews:

• Interviews, especially structured ones, provide consistency and fairness in 
evaluating candidates.

• The challenge lies in interviewers' ability to mitigate unconscious bias and focus on 
job-relevant attributes.



Click to edit Master title style

• Click to edit Master text styles
• Second level

• Third level
• Fourth level

• Fifth level

Masters in
Human Resources ManagmentMethods

1.Psychometric Assessments:

• Widely used for measuring cognitive abilities, emotional intelligence, and personality traits.

• While reliable and standardized, these tests require proper validation to ensure relevance to specific 
roles.

2.Work Sample Tests:

• These evaluate a candidate's capability through job-specific tasks, offering a realistic view of their skills.

• However, these tests might not capture adaptability or soft skills comprehensively.

3.Behavioral and Situational Interviews:

• Candidates are assessed based on past behavior or hypothetical scenarios to gauge decision-making 
skills.

• While insightful, these rely on candidates' self-reported actions, which may not always reflect reality.
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Techniques for Evaluation

• 1.Multi-Rater Feedback (360-Degree Assessment):

• Gathering input from multiple stakeholders gives a well-rounded view of a candidate's 
fit.

• Yet, this can be time-consuming and may sometimes reflect group biases.

• 2.Competency-Based Frameworks:

• Using frameworks to link assessment tools directly to competencies ensures evaluations 
are job-relevant.

• A rigid framework, however, may undervalue potential or unconventional skills.

• 3.AI-Powered Screening:

• AI tools can quickly analyze large candidate pools for suitability.

• They require careful programming to avoid perpetuating biases present in historical data.
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Improvement Opportunities
 

• Customization: Tailoring methods to organizational context can improve 
relevance and outcomes.

• Bias Training: Mitigating implicit bias in assessors enhances fairness and 
inclusivity.

• Validity and Reliability Checks: Ensuring tools and techniques are consistently 
accurate and predictive of job performance is essential.

• By combining these approaches and reflecting on their limitations, organizations 
can design a robust evaluation process that not only identifies the best talent but 
also aligns with organizational culture and goals



Click to edit Master title style

• Click to edit Master text styles
• Second level

• Third level
• Fourth level

• Fifth level

Masters in
Human Resources Managment

References 

• Armstrong, M. with Taylor, S. (2014), Armstrong’s Handbook 
of Human Resource Management Practice, 13th edn. 
London: Kogan Page. 

• Taylor, S. (2014), People Resourcing, 6th edn. London: CIPD.



Click to edit Master title style

• Click to edit Master text styles
• Second level

• Third level
• Fourth level

• Fifth level

Masters in
Human Resources Managment

Masters in 
Human Resources Management


	Slide 1: [HR Planning, Talent Acquisition, Retention and Reward Strategies]]
	Slide 2: Learning Objectives 
	Slide 3: Learning Method
	Slide 4
	Slide 5
	Slide 6
	Slide 7
	Slide 8
	Slide 9
	Slide 10
	Slide 11
	Slide 12: Groups Discussion
	Slide 13: Typical Plan
	Slide 14: Implement Selection Techniques: 
	Slide 15: Learning Activity
	Slide 16
	Slide 17
	Slide 18
	Slide 19
	Slide 20
	Slide 21
	Slide 22: Learning Activity
	Slide 23
	Slide 24
	Slide 25
	Slide 26
	Slide 27: References 
	Slide 28

