
UNIT-2 

HUMAN RESOURCE PLANNING 

Meaning 

 Human Resource Planning (HRP) is the process by which an organization ensures that 

it has the right number and kinds of people, in the right places, and at the right times, who are 

capable of effectively and efficiently performing assigned tasks. 

 Thus, the major underlying objective for human resource planning is to ensure that the 

organization will always have the right people in the right places to do the work required by 

the organization. 

Human Resource Planning consists of: 

 Forecasting future human resource needs 

 Forecasting the availability of those human resource, and 

 Matching supply with demand 

 

Human Resource Planning is also known as Manpower planning or Employment planning 

or Workforce planning. 

 

Definition 

 “Human Resource Planning is the process by which an organization ensures that it 

has the right number and kinds of people, at the right places, at the right time, capable of 

effectively and efficiently completing those tasks that will aid the organization in achieving its 

overall objectives”.  

Stephen P. Robbins 

  

Importance of Human Resource Planning 

Human Resource Planning is essential for several reasons: 

1. Aligning HR with Organizational Goals 

HRP ensures that human resource management is aligned with the overall strategic goals of the 

organization. By understanding the long-term objectives, HR professionals can develop plans 

to meet the future workforce needs. This alignment helps in achieving organizational goals 

more efficiently and effectively. 

2. Improving Workforce Utilization 

Effective HRP helps in optimizing the utilization of the workforce. By accurately forecasting 

the demand and supply of labour, organizations can avoid overstaffing or understaffing 

situations. This leads to better utilization of human resources, improved productivity, and 

reduced labour costs. 



3. Addressing Skill Gaps 

HRP helps in identifying and addressing skill gaps in the workforce. By analysing the current 

HR inventory and forecasting future needs, organizations can identify the skills that are lacking 

and develop training and development programs to address these gaps. This ensures that the 

organization has the necessary skills to achieve its objectives. 

4. Enhancing Employee Development 

HRP plays a crucial role in employee development. By identifying the future HR needs and the 

skills required, organizations can provide targeted development opportunities for their 

employees. This not only helps in building a skilled workforce but also enhances employee 

satisfaction and retention. 

5. Ensuring Business Continuity 

Effective HRP helps in ensuring business continuity by preparing for potential risks and 

uncertainties. By developing contingency plans and succession plans, organizations can 

minimize the impact of unexpected events on the workforce and maintain business operations. 

6. Supporting Change Management 

HRP is essential for managing change effectively. As organizations undergo changes such as 

mergers, acquisitions, or restructuring, HRP helps in managing the workforce transition 

smoothly. It involves planning for the new workforce requirements, addressing employee 

concerns, and ensuring that the organization has the necessary talent to support the changes. 

7. Legal Compliance 

HRP helps organizations comply with labour laws and regulations. By understanding the legal 

requirements related to employment, organizations can develop HR plans that ensure 

compliance with these laws. This helps in avoiding legal issues and maintaining a positive 

reputation. 

8. Enhancing Organizational Agility 

HRP enhances organizational agility by enabling organizations to respond quickly to changes 

in the business environment. By forecasting future HR needs and developing flexible HR plans, 

organizations can adapt to changes such as technological advancements, market trends, and 

competitive pressures. This agility helps in maintaining a competitive edge. 

9. Promoting a Proactive Approach 

HRP promotes a proactive approach to human resource management. Instead of reacting to 

workforce issues as they arise, HRP involves anticipating future needs and developing plans to 

address them. This proactive approach helps in minimizing workforce disruptions and 

improving organizational performance. 
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Purpose of Human Resource Planning 

 All organizations perform human resource planning. HRP allows the organizations to: 

1. Improve – the utilization of human resources as well aa overall business planning 

process. 

2. Match – human resources related activities and future organization objectives 

efficiently. 

3. Achieve – economies in hiring new workers. The HRP is used to reduce personnel 

costs by helping management anticipate shortages or surpluses of human resources 

and correct these imbalances before they become expensive. 

4. Provide – a better basis for planning employee development that makes optimum use 

of workers aptitudes. 

5. Expand – human resource activities and other organizational units. 

6. Coordinate – different human resource management programs such as affirmative 

action plans and hiring needs. 

7. Make – major demands on local labor markets successfully. 

8. Promote – greater awareness of the importance of sound human resource 

management throughout all levels of the organizations. 

Process of Human Resource Planning 

1. Analysing Organizational Objectives:  

 Understanding Goals: 

Start by clearly defining the organization's strategic objectives and how human resources can 

contribute to achieving them. 

 Identifying HR's Role: 

Determine the specific roles, skills, and competencies needed to support these objectives, 

ensuring alignment between HR activities and business strategies. 

2. Assessing Current Human Resources:  

 Workforce Inventory: 

Evaluate the current workforce's skills, experience, performance, and demographics. 

 Workforce Structure: 

Analyse how the existing workforce is structured and whether it meets current and future needs. 

3. Forecasting Future HR Needs: 

 Demand Forecasting: 

Predict future HR requirements based on business growth plans, market trends, technological 

advancements, and other factors.  



 

 Supply Forecasting: 

Assess the availability of internal and external talent to meet future demands.  

4. Performing Gap Analysis:  

 Identifying Discrepancies: 

Compare the forecasted demand and supply to identify any skill gaps, shortages, or surpluses 

in the workforce. 

 Developing Strategies: 

Create action plans to address these gaps, which may involve recruitment, training, 

development, or other HR interventions. 

5. Developing and Implementing HR Strategies: 

 Action Plans: 

Develop specific strategies to address the identified gaps, such as recruitment plans, training 

programs, or succession plans.  

 Implementation: 

Put the action plans into effect, ensuring effective execution of HR strategies.  

6. Monitoring and Evaluation: 

 Tracking Progress: 

Continuously monitor the implementation of HR plans and track progress against objectives.  

 Feedback: 

Gather feedback from stakeholders, including department heads and employees, to assess the 

effectiveness of the plans.  

 Adjustments: 

Make necessary adjustments to the plans based on monitoring and feedback to ensure they 

remain aligned with organizational needs. 

Steps of Human Resource Planning 

Human resource planning is a process through which the right candidate for the right 

job is ensured. For conducting any process, the foremost essential task is to develop the 

organizational objective to be achieved through conducting the said process. 

Six steps in human resource planning are presented in 

 



 

1. Analysing Organizational Objectives: 

The objective to be achieved in future in various fields such as production, marketing, 

finance, expansion and sales gives the idea about the work to be done in the organization. 

2. Inventory of Present Human Resources: 

From the updated human resource information storage system, the current number of 

employees, their capacity, performance and potential can be analysed. To fill the various job 

requirements, the internal sources (i.e., employees from within the organization) and external 

sources (i.e., candidates from various placement agencies) can be estimated. 

3. Forecasting Demand and Supply of Human Resource: 

The human resources required at different positions according to their job profile are to 

be estimated. The available internal and external sources to fulfil those requirements are also 

measured. There should be proper matching of job description and job specification of one 

particular work, and the profile of the person should be suitable to it. 

4. Estimating Manpower Gaps: 

Comparison of human resource demand and human resource supply will provide with 

the surplus or deficit of human resource. Deficit represents the number of people to be 

employed, whereas surplus represents termination. Extensive use of proper training and 

development programme can be done to upgrade the skills of employees. 

5. Formulating the Human Resource Action Plan: 

The human resource plan depends on whether there is deficit or surplus in the 

organization. Accordingly, the plan may be finalized either for new recruitment, training, 



interdepartmental transfer in case of deficit of termination, or voluntary retirement schemes 

and redeployment in case of surplus. 

6. Monitoring, Control and Feedback: 

It mainly involves implementation of the human resource action plan. Human resources 

are allocated according to the requirements, and inventories are updated over a period. The 

plan is monitored strictly to identify the deficiencies and remove it. Comparison between the 

human resource plan and its actual implementation is done to ensure the appropriate action and 

the availability of the required number of employees for various jobs. 

Job Evaluation 

Meaning 

Job evaluation is a systematic process used to determine the relative worth of different 

jobs within an organization, primarily for the purpose of establishing a fair and consistent 

compensation structure. It involves analysing and comparing jobs based on factors like skill 

requirements, responsibilities, and working conditions to assess their value and rank them in a 

hierarchy.  

Job Evaluation is a systematic way of determining the value and worth of a job in 

relation to other jobs in an organization. It tries to make systematic comparison between jobs 

to assess their relative worth for the purpose of establishing a rational pay structure. 

Definition 

 According to International Labor Organisation “Job evaluation is an attempt to 

determine and compare methods which the normal performance of a particular job makes on 

normal workers without taking into account the individual performance of the workers 

concerned”. 

 According to Wendell French “Job evaluation is a process of determining the relative 

worth of various jobs within the organization so that differential wages may be paid to jobs of 

different worth”. 

Objectives of Job Evaluation 

1. To determine equitable wage differential between different jobs in the organization. 

2. To eliminate wage inequities. 

3. To develop a consistent wage policy. 

4. To establish a rational basis for incentive and bonus schemes. 

5. To provide a framework for periodic review and revision of wage rates. 

6. To provide a basis for wage negotiations with trade unions. 

7. To minimize wage discrimination of the basis of age, sex, caste, region, religion. 

8. To enable management to gauge and control the payroll. 

 

 



Advantages of Job Evaluation 

1. Job Evaluation is a logical and objective technique of ranking jobs and thereby 

removing wage inequities. It is helpful in developing an equitable, rational and 

consistent wage and salary structure. 

2. It helps to improve industrial relations by reducing employee doubts and grievances 

arising out of wages. It increases employee satisfaction on wage differentials. 

3. It helps in fitting new jobs at their appropriate places in the existing wage structure. 

4. It provides a clear and objective basis for wage negotiations and collective bargaining. 

5. It simplifies wage administration by making wage rates more uniform. 

6. It facilitates job redesign by re-allocating the easy and difficult tasks equally among 

different jobs. 

7. It reveals jobs which require less or more skilled workers than those already performing 

these jobs. In this way job evaluation facilitates better utilization of the workforce. 

Limitations (Problem) of Job Evaluation 

1. Job evaluation is not fully objective and scientific. There is considerable scope for 

subjective judgement and human error. There is no standard list of factors to be 

considered and some job factors cannot be measured accurately. 

2. Job evaluation fails to consider several factors which influence the value of a given job 

from workers’ point of view. Demand and supply of a particular skill, security of 

service, career prospects, social status, nature of supervision, etc. are such factors. 

3. Some methods of job evaluation are difficult to understand. Workers and trade unions 

often oppose job evaluation. They fear that it will do a way with collective bargaining 

for settlement of wage rates. 

4.  Job evaluation is a time-consuming and expensive process. As job contents change 

revaluation of jobs becomes necessary.  Moreover, job standardisation essential for 

proper evaluation may be difficult under changing conditions. 

 

Methods of Job Evaluation 

1. Non-Analytical Methods 

 Ranking Method: 

This method involves simply ranking jobs from highest to lowest in terms of overall value or 

importance to the organization. It's a straightforward approach, but can be subjective and 

difficult to apply to large organizations with diverse roles.  

 Classification/Grading Method: 

Jobs are grouped into predefined grades or classes based on factors like skill level, 

responsibility, and working conditions. This method provides a more structured approach than 

ranking but can still be somewhat subjective in defining grade boundaries.  

 



2. Analytical Methods 

 Point-Factor Method: 

This method breaks down jobs into specific factors (e.g., skill, effort, responsibility, working 

conditions) and assigns points to each factor based on its relative importance to the job. The 

total points for a job determine its overall value and pay level. This method is more objective 

and detailed than ranking or classification.  

 Factor Comparison Method: 

Similar to the point-factor method, this method also breaks down jobs into factors, but instead 

of assigning points, it compares jobs factor by factor against benchmark jobs, and monetary 

values are assigned to each factor. This method is more complex and time-consuming than 

point-factor, but can provide a more precise assessment of job worth.  

Process of Job Evaluation 

Job evaluation is a systematic process used by organizations to determine the relative 

value of jobs in order to establish a fair and equitable pay structure. It ensures that similar jobs 

are rewarded similarly based on their importance and responsibilities. 

1. Job Analysis 

This is the first step where detailed information is collected about various jobs in the 

organization. It includes job duties, responsibilities, required qualifications, and working 

conditions. 

2. Preparation of Job Descriptions and Specifications 

Based on the job analysis, a job description (what the job involves) and job specification 

(what qualifications are needed) are prepared. These documents form the foundation for 

evaluation. 

3. Selection of Job Evaluation Method 

An appropriate method is selected based on organizational needs. Common methods 

include: 

 Ranking method 

 Classification method 

 Point-factor method 

 Factor comparison method 

4. Job Evaluation Committee Formation 

A committee comprising HR personnel and line managers is formed to ensure fairness 

and objectivity in evaluating the jobs. 

 



5. Evaluation of Jobs 

Each job is evaluated using the selected method. Points or ranks are assigned based on 

factors like skill, effort, responsibility, and working conditions. 

6. Establishing Job Hierarchy 

Jobs are then ranked or grouped according to their evaluated worth, forming a clear job 

hierarchy within the organization. 

7. Developing Salary Structure 

Based on the job hierarchy, a salary structure is created to maintain internal equity and 

ensure fair compensation. 

8. Review and Revision 

The job evaluation process is not static. It should be reviewed periodically to reflect 

changes in job roles and responsibilities. 

Job Analysis 

Meaning 

 Job Analysis is a systematic process of gathering and making certain judgement about 

all of the important information related to the nature of job. 

 Job Analysis is a systematic way to gather and analyse information about the content 

of jobs, human requirements, and the context in which jobs are performed. 

Definition 

 Job analysis may be defined as the process of studying and collecting information 

relating to the operations and responsibilities of a specific job. 

 Job Analysis is nothing but ‘obtaining information about jobs’. 

 

Objectives of Job Analysis 

The main objectives of job analysis are as follows: 

1. Job Redesign: 

A job may be analysed to simplify the process and methods involved in it. Such work 

simplification helps to improve productivity. 

2. Work standards: 

In order to establish job and time standards, a job has to be analysed in detail. A systematic 

study of the job reveals the time that should be taken in performing the total task. Once the 



time requirements become known, standards relating to daily performance can be 

established. 

3. Miscellaneous: 

Job analysis provided support to other personnel activities, such as recruitment, selection, 

training, performance appraisal, job evaluation, safely, etc. 

Benefits of Job Analysis 

 A comprehensive programme of job analysis of is an essential element of sound human 

resource management. It provides valuable information for taking right decisions about the 

organisation’s human resources. 

1. Organisation Design: 

Job analysis is useful in classifying jobs and interrelationship among them. Responsibility 

commensurate with authority and accountability for various jobs can be specified so as to 

minimize duplication or overlapping. 

2. Human Resource Planning: 

Job analysis provides useful information for forecasting manpower requirements in terms of 

knowledge and skills. It also helps in planning for promoting and transfers by indicating lateral 

and vertical relationship between different jobs. 

3. Recruitment and Selection: 

Information relating to the tasks, responsibilities, knowledge and skills serves as a realistic 

basis for hiring people. Job vacancy is advertised on the basis of job description and job 

specification. Job analysis provides understanding of what an employee is expected to do on 

the job. Such understanding serves as the basis for meaningful forecast of job performance. 

Selection methods are based upon such forecast. 

4. Placement and Orientation: 

A clear understanding of job requirements helps in matching these requirements with the 

abilities, interests and aptitudes of people. 

5. Training and Development: 

Job analysis provides valuable information required to identify training needs, to design 

training programmes and to evaluate training needs, to design training programmes and to 

evaluate training effectiveness. 

6. Performance Appraisal: 

Job analysis helps in determining performance standards in critical parts of a job. Employee 

performance can then be evaluated against know standards and critical activities. 

 



7. Career Path Planning: 

Job analysis provides a clear idea of opportunities in terms of career paths and jobs available 

in the organisation. 

8. Job Design: 

With the help of knowledge about job requirements, improvements in work design and work 

methods can be made to improve productivity and job satisfaction. 

9. Job Evaluation: 

Job analysis serves as the basis for determining the relative worth of different jobs. It therefore 

helps in developing appropriate wage and salary structures, with internal pay equity between 

jobs. 

10. Labour Relation: 

Information obtained through job analysis is helpful to both management and trade unions for 

collective bargaining. It can also be used to resolve disputes and grievances relating to work 

load, work procedures, etc. 

Purpose of Job Analysis 

1. Preparation of job descriptions: 

A job description contains a job summary, the job duties and responsibilities, and some 

indication of the working conditions. 

2. Writing job specifications: 

The job specification describes the individual trait and characteristics required to perform the 

job well. 

3. Legal compliance: 

Job analysis is especially critical for legal compliance with equal employment opportunity 

(EEO) and other government regulations. 

4. Job design: 

Job analysis information is used to structure and modify the elements, duties, and tasks of 

specific jobs. 

5. Recruitment: 

Job analysis information is useful when searching for the right person to fill the job. It helps 

recruiters to seek and find the type of people that will contribute to and be comfortable with 

the organisation. 

 

 



6. Selection: 

The final selection of the most qualified people requires information on what job duties and 

responsibilities need to be performed. This type of information is provided in the job 

description. 

7. Performance appraisal: 

The evaluation of performance involves comparison of actual versus planned output. Job 

analysis is used to acquire an idea of acceptable levels of performance for a job. 

8. Training and development: 

Job analysis information is used to design and implement training and development programs.  

The job description provides information on what skills and competencies are required to 

perform the job. Training and development work is then conducted to satisfy these skill and 

competency requirements. 

9. Career planning and development: 

Job description information can be helpful in career planning by showing an employee what 

will be expected in jobs he or she may choose to move to in the future. Job specification 

information also can point out areas in which an employee might need to develop to further a 

career. 

10. Compensation and benefits: 

Compensation is usually tied to a job’s required skill, working conditions, and so on. Job 

analysis is used to compare and properly compensate jobs. 

11. Safety and health: 

Job analysis information is useful in identifying possible job hazards and working conditions 

associated with jobs. From the information gathered, managers and HR specialists can work 

together to identify health and safety equipment needed, specify work methods, and train 

workers on safety and health practices. 

Process of Job Analysis 

Job analysis is an important process in human resource management. It involves collecting and 

studying detailed information about a job to understand its duties, responsibilities, working 

conditions, and the skills and qualifications required to perform it effectively. Job analysis helps 

organizations make informed decisions related to recruitment, training, performance 

evaluation, promotions, salary structure, and overall workforce planning. The process of job 

analysis follows several clear steps to gather and organize the required information. 

1. Defining the Objective 

The first step in the job analysis process is to clearly define the objective. It is important to 

understand why the organization wants to conduct the analysis. The purpose could be to update 

job descriptions, improve salary and benefits, redesign roles in a department, or restructure the 



company. Once the objective is finalized, it must be shared with top management. Their 

approval and support are necessary to carry out any changes resulting from the job analysis. 

2. Collecting Background Information 

In this step, existing job-related information is gathered. This includes reviewing job 

descriptions, company organization charts, previous job analysis reports, and training 

materials. These documents help the analyst gain an overall understanding of the job's position 

within the organization and prepare for the detailed data collection. 

3. Selecting Jobs for Analysis 

Since analysing all jobs at once is not practical in large organizations, selected jobs are chosen 

based on importance. Critical, newly created, or frequently changing jobs are prioritized. 

Choosing the right jobs ensures that the job analysis adds value and focuses on areas that need 

immediate attention. 

4. Choosing the Method of Data Collection 

Several methods can be used to collect information about jobs. Common methods include 

interviews with employees and supervisors, written questionnaires, direct observation of 

employees at work, and work diaries maintained by employees. Sometimes, a combination of 

methods is used to ensure accurate and complete data collection. 

5. Collecting Job Data 

This step involves gathering all necessary details about the job. Information collected includes 

job duties, responsibilities, tools and equipment used, required skills, qualifications, physical 

and mental demands, and working conditions. The aim is to develop a complete understanding 

of the job's nature. 

6. Verifying the Collected Information 

After the data is collected, it must be verified with the concerned employees and their 

supervisors. This helps to correct any errors or misunderstandings and ensures the accuracy of 

the data. Verification also builds trust and increases the reliability of the final job analysis.  

7. Preparing Job Description and Job Specification 

Based on the verified data, two key documents are created. The job description includes the 

job title, duties, responsibilities, tools used, and working conditions. The job specification 

outlines the qualifications, experience, skills, and personal traits required to perform the job 

successfully. These documents are essential for various HR functions. 

8. Using the Job Analysis Data 

Finally, the information obtained is used in various HR functions. It helps in recruitment, 

training, performance appraisals, salary structuring, promotions, and job redesign. With a clear 

understanding of job roles, organizations can improve both employee performance and 

organizational efficiency. 



Methods of Joba Analysis 

Job analysis is the process of collecting and analysing information about the duties, 

responsibilities, necessary skills, outcomes, and work environment of a particular job. It is 

essential for recruitment, training, performance appraisal, compensation, and job design. 

Below are the main methods of job analysis: 

1. Observation Method 

This involves directly observing employees as they perform their job duties. The analyst notes 

down tasks, tools used, physical environment, and interactions with others. 

 Usefulness: Best for jobs with manual, observable tasks such as machine operation, 

construction work, or assembly line roles. 

 Advantages: 

o Real-time, first-hand data. 

o Helps identify actual tasks and workflow. 

 Disadvantages: 

o Not suitable for jobs involving mental or creative work. 

o Employee behaviour may change when being observed (Hawthorne Effect). 

o Time-consuming if many employees need to be observed. 

2. Interview Method 

In this method, the job analyst conducts interviews with jobholders, supervisors, or both. 

Interviews can be structured (with predefined questions) or unstructured (open-ended). 

 Usefulness: Suitable for most types of jobs, including managerial and professional 

roles. 

 Advantages: 

o Allows for in-depth understanding. 

o Clarification possible through follow-up questions. 

 Disadvantages: 

o Time-consuming. 

o Risk of biased or inaccurate responses. 

o Requires skilled interviewers to collect valid data. 

 

 



3. Structured Questionnaires Method 

Employees are asked to fill out a pre-designed questionnaire about their job tasks, 

responsibilities, and required skills. Questions may include multiple-choice, rating scales, or 

open-ended formats. 

 Usefulness: Good for analysing a large number of similar jobs efficiently. 

 Advantages: 

o Standardized data collection. 

o Easy to compare multiple jobs. 

 Disadvantages: 

o May not capture all aspects of the job. 

o Requires employees to understand and accurately complete the questionnaire. 

4. Employee Diary/Log Method 

Employees maintain a diary or log over a certain period, recording daily tasks, time spent on 

each activity, challenges faced, and accomplishments. 

 Usefulness: Suitable for roles with varied tasks or where observation is not feasible. 

 Advantages: 

o Provides detailed insights over time. 

o Captures less frequent or hidden tasks. 

 Disadvantages: 

o Time-consuming for employees. 

o May be inaccurate if employees forget or don’t log properly. 

o Requires strong commitment from staff. 

5. Technical Conference Method 

A panel of experts (usually supervisors or experienced employees) is brought together to 

discuss and define the tasks, responsibilities, and requirements of a job. 

 Usefulness: When quick data collection is needed or the job is too complex to observe. 

 Advantages: 

o Gathers expert insights quickly. 

o Efficient for high-level roles. 

 



 Disadvantages: 

o May miss practical day-to-day aspects. 

o Possibility of group bias or dominant opinions overshadowing others. 

6. Structured Analysis Method 

This approach uses standardized tools and techniques to analyse jobs in a systematic and 

quantitative manner. Two widely used techniques under this method are: 

a) Position Analysis Questionnaire (PAQ) 

 A comprehensive, standardized questionnaire with 194 job elements grouped into 

categories like: 

1. Information input 

2. Mental processes 

3. Work output 

4. Relationships with others 

5. Job context 

6. Other job characteristics 

 Usefulness: Helps compare jobs across departments or organizations. 

 Advantages: 

o Provides quantitative data. 

o Useful for job evaluation and compensation. 

 Disadvantages: 

o Complex and requires trained analysts. 

o Less flexible for unique or non-traditional jobs. 

b) Functional Job Analysis (FJA) 

 A method developed by the U.S. Department of Labor. 

 Analyses jobs based on: 

o Data: Information processing requirements. 

o People: Interpersonal relationships involved. 

o Things: Physical objects handled or equipment used. 

 Also considers reasoning, math, language, and worker traits. 

 



 Advantages: 

o Detailed, consistent analysis. 

o Useful in government and public sector jobs. 

 Disadvantages: 

o Technical and time-intensive. 

o Requires specialist knowledge. 

7. Combination Method 

Most organizations use a mix of methods to ensure a complete and accurate job analysis. For 

example, a combination of interviews, observation, and questionnaires might be used for 

managerial roles. 

 Advantages: 

o Compensates for the limitations of individual methods. 

o Provides a well-rounded view of the job. 

 Disadvantages: 

o Requires more time and resources. 

o Data management may become complex. 

Job analysis is essential for building effective HR systems. Each method has strengths and 

weaknesses, and the choice depends on the type of job, the level of detail required, and 

available resources. Using a combination of methods often yields the best results. 

Job Description 

  A job description is a written statement of the content of a job which is derived from 

the job analysis. It states what the jobholder does, how it is done, under what conditions it is 

done and why it is done. 

 In simple words, job description is a written description of what the job entails. 

 Job description define the nature of the job content, the environment and the conditions 

under which employment is carried out. 

 Actually, there is no standard format for a job description.  The job description form 

may vary from one organisation to another. 

Job Description Components 

1. Job identification:  The identification section includes such information as job title, 

job code, date, author, job location, job grade, supervisor and status. 

a) Job title:  

It is nothing but title of the job. 



b) Job code: 

Job code use numbers, letters, or both to provide a quick summary of the job. 

Job code is an alphanumeric code that helps arrange jobs into occupational 

groups. 

c) Date: 

The date tells subsequent users how old the description is. 

d) Author: 

The writer of the description is identified so that questions or errors can be 

brought to the attention of the author. 

e) Location: 

The department (or departments) where the job is located helps identify the job 

for future reference. Location references may include division, plants or other 

organisation breakdowns. 

f) Job grade: 

Job descriptions may have a black for later addition of the job grade or level. 

This information helps rant the job’s importance for pay purpose. 

g) Supervisor: 

The supervisor’s title may be listed to help identify the job and its relative 

importance. 

h) Status: 

Analysts may identify the job as exempt or not from overtime laws. 

2. Job summary: The second section, job summary, is a brief one or two-sentence 

statement describing the purpose of the job and what outputs are expected from job 

incumbents. 

3. Job duties: The third sections, job duties section, contains clear and precise statements 

on the major tasks, duties, and responsibilities performed. 

4. Working conditions: This section describes the working conditions of the job. It may 

go beyond descriptions of the physical environment. Hours of work, safety and health 

hazards, travel requirements and other feature of the job expand the meaning of this 

section. 

5. Approvals: Since job descriptions affect most HR decisions, their accuracy should be 

reviewed by selected jobholders and their supervisors. Then supervisors are asked to 

approve the description. This approval serves as a further test of the job description and 

a further check on the collection of job analysis information. 

 

Benefits of Job Description 

A job description is a written document that explains what a person has to do in a job. It 

includes the duties, responsibilities, skills needed, and who the person reports to. It is very 

important for both employers and employees. 

important benefits of having a job description: 

 



1.Clear Roles and Responsibilities 

A job description helps employees understand what they are supposed to do. It clearly 

explains daily tasks, duties, and who they should report to. This avoids confusion and makes 

the work process smooth. Employees feel more confident when they know what is expected of 

them. 

2. Helps in Hiring the Right People 

When companies want to hire someone, they can use the job description to choose the right 

candidates. It shows what qualifications and skills are needed for the job. This makes it easier 

for HR to select suitable applicants and saves time during the recruitment process. 

3. Useful for Training and Development 

Job descriptions show the skills and knowledge required for the job. If an employee lacks 

certain skills, the company can provide training. This helps employees grow in their jobs and 

also prepares them for promotions in the future. 

4. Makes Performance Evaluation Easier 

Job descriptions are useful when checking how well an employee is doing. Managers can 

compare the employee's work with what is written in the job description. This makes 

performance appraisals fair and clear. Employees can also set goals based on their job 

duties. 

5. Reduces Legal Problems 

A job description can help a company follow labour laws. It ensures that the employee is doing 

the right job for their role. If there is ever a dispute, the company can use the job description as 

proof. This helps avoid legal trouble like complaints about unfair treatment. 

 

Job Specification 

  A job specification is a document which states the minimum acceptable human 

qualities necessary to perform the job successfully. 

 Job specifications stipulate the minimum acceptable characteristics a jobholder must 

posses as a requisite to be able to perform the job. 

 Actually, the job specification evolves from the job description. 

Components of Job Specification 

A job specification gives details about the person needed for a job – such as their 

qualifications, skills, and the job environment. It helps companies find the right person for 

the right job. 

Here are the three main components: 



1. Job Identification 

This part gives basic information about the job. It helps to identify the job and its place in the 

company. 

It includes: 

 Job title (e.g., Sales Manager, Accountant) 

 Department name (e.g., Marketing, HR) 

 Location (e.g., Mumbai Office) 

 Job code or ID (used for internal records) 

 Reporting to (e.g., Reports to the HR Head) 

This helps in understanding what the job is and where it fits in the organization. 

2. Job Specification 

This part describes the qualifications and qualities needed to do the job well. It focuses on 

the person. 

It includes: 

 Education – Minimum qualification (e.g., B.Com, MBA) 

 Experience – Years of work required (e.g., 2 years in sales) 

 Skills – Abilities needed (e.g., good communication, computer skills) 

 Knowledge – Subject knowledge (e.g., tax rules, software knowledge) 

 Personal qualities – Traits like honesty, teamwork, confidence 

3. Working Conditions 

This part explains the environment where the job will be done. 

It includes: 

 Workplace setting – Office, factory, fieldwork, etc. 

 Work hours – Full-time, part-time, shift timing 

 Travel – If travel is required or not 

 Physical conditions – Noise, heat, standing long hours, etc. 

This helps the employee know what kind of work environment to expect. 

A good job specification helps both employers and employees. It makes hiring easier, 

ensures better performance, and avoids confusion about the job role. 

 



Main Differences Between Job Description and Job Specification 

Point of 

Difference 
Job Description Job Specification 

1. Meaning Explains what the job involves 
Explains who is suitable to do the 

job 

2. Focus Focuses on the job itself 
Focuses on the person who will do 

the job 

3. Purpose To describe duties and responsibilities 
To list qualifications and skills 

needed 

4. Includes 

-Job title 

- Duties 

- Responsibilities 

- Reporting lines 

- Education 

- Experience 

- Skills 

- Personal qualities 

5. Prepared 

by 

Usually prepared by the HR department 

or manager 

Prepared by HR with help from 

department heads 

6. Helps in 

- Role clarity 

- Work planning 

- Performance reviews 

- Hiring the right person 

- Training needs 

- Promotions 

7. Example 

"The sales executive is responsible for 

contacting customers and achieving 

monthly sales targets." 

"Should have a BBA degree, 2 years 

of experience, good communication 

skills." 

 

Both job description and job specification are very important tools for human resource 

management. A job description helps understand what the job involves, while a job 

specification helps in finding the right person for the job. 

Together, they make sure that the company hires the right people and employees know what 

is expected from them. They also help in training, promotion, and performance evaluation. 

Differences Between Job Analysis, Job Description and Job Specification: 

Aspect Job Analysis Job Description Job Specification 

What it is A process A document A document 

Focus 
Understanding the job 

and its needs 

Duties and 

responsibilities of the job 

Qualifications and 

attributes of the person 



Aspect Job Analysis Job Description Job Specification 

Purpose 
To collect job 

information 
To describe the job role 

To specify the ideal 

candidate’s profile 

Main 

Users 

HR professionals, 

managers 

Employees, applicants, 

managers 

Recruiters, HR, hiring 

managers 

Outcome Basis for JD and JS 
List of job duties and 

responsibilities 

Candidate requirements 

and skills 

Example 
Observing, interviewing 

job holders 
Written tasks and duties 

Educational and experience 

requirements 

 

Job Analysis is the foundational process that helps gather detailed information about a 

job. From this analysis, two important documents are created: the Job Description, which tells 

what the job involves, and the Job Specification, which outlines the person requirements for 

that job. Together, these tools assist organizations in hiring the right people and managing jobs 

effectively. 

Recruitment 

Recruitment is a fundamental function of human resource management that involves 

the process of identifying, attracting, and selecting qualified candidates for a job vacancy 

within an organization. It is the first step in the hiring process and plays a critical role in 

ensuring that the organization has the right people to meet its goals. 

Definition 

Recruitment is the process of finding and attracting capable applicants to apply for 

employment. It bridges the gap between job vacancies and suitable candidates by encouraging 

the right individuals to apply. 

Objectives of Recruitment: 

1. Attracting Qualified Candidates 

To attract a pool of suitably skilled and qualified candidates for a particular job or 

organization. 

2. Meeting Organizational Staffing Needs 

To fulfil the current and future manpower requirements of the organization effectively. 

3. Ensuring a Good Fit 

To select candidates who not only have the right skills but also fit well with the 

company culture and values. 



4. Reducing Turnover 

To minimize employee turnover by recruiting candidates likely to stay and perform 

well over the long term. 

5. Improving Quality of Hire 

To enhance the overall quality of the workforce by recruiting talented and competent 

individuals. 

6. Cost-Effectiveness 

To find suitable candidates within reasonable recruitment costs and time. 

7. Promoting Diversity 

To encourage diversity and equal opportunity in hiring. 

8. Supporting Organizational Growth 

To recruit individuals who can contribute to the growth and success of the 

organization. 

Importance of Recruitment 

1. Fulfils Manpower Needs 

Recruitment ensures that the organization has the right number of employees to carry 

out its operations smoothly without any shortage or excess. 

2. Improves Quality of Workforce 

Effective recruitment brings in skilled and talented employees who enhance overall 

productivity and performance. 

3. Reduces Employee Turnover 

By selecting candidates who fit well with the job and organization, recruitment 

reduces the chances of employees leaving early. 

4. Supports Organizational Growth 

Hiring the right people drives innovation, efficiency, and expansion, helping the 

company achieve its goals. 

5. Saves Time and Cost 

A well-planned recruitment process minimizes the time and money spent on hiring, 

onboarding, and training. 

6. Enhances Employer Brand 

A good recruitment process creates a positive impression about the organization in the 

job market, attracting better talent. 

7. Maintains Competitive Advantage 

Recruiting skilled and motivated employees helps the company stay competitive in its 

industry. 



8. Ensures Legal Compliance 

Proper recruitment procedures help the company adhere to employment laws and 

avoid legal issues. 

Recruitment Process 

Recruitment is the process of finding and attracting capable candidates to fill job 

vacancies in an organization. It is a critical HR function that ensures the company has the right 

people in the right roles. The recruitment process involves several important steps, which 

together help in selecting the best fit for the job. 

1. Identifying Vacancy 

The first step in recruitment is to identify whether there is a vacancy that needs to be filled. 

This could happen due to employee resignation, retirement, promotion, or company expansion. 

Understanding the exact requirement helps to avoid unnecessary hiring or shortage of staff. 

2. Job Analysis and Job Description 

Once the vacancy is identified, a detailed analysis of the job is conducted. This involves 

determining the duties, responsibilities, skills, qualifications, and experience needed for the 

position. A formal job description and job specification are prepared to guide the recruitment. 

3.Sourcing Candidates 

The next step is to attract potential candidates. This is done by advertising the job opening 

through various channels such as company websites, job portals, newspapers, social media, 

recruitment agencies, employee referrals, and campus recruitment. The goal is to reach a wide 

pool of qualified applicants. 

4. Application Process 

Interested candidates submit their applications or resumes for the job. This step collects all 

potential candidates who want to be considered for the role. 

5. Screening and Shortlisting 

Recruiters review the applications to shortlist candidates who meet the minimum criteria laid 

out in the job description. Screening may involve checking qualifications, experience, and 

skills to narrow down the list to the most suitable applicants. 

6.Selection Tests and Interviews 

Shortlisted candidates are called for further assessment through interviews, written tests, or 

practical tasks. These tests evaluate the candidate’s knowledge, skills, and suitability for the 

position. Interviews may be conducted in multiple rounds involving HR personnel and 

technical experts. 

 

 



7. Background Verification 

After selecting the most suitable candidate, the company verifies the candidate’s credentials, 

past work experience, references, and sometimes conducts medical or police checks. This step 

ensures that the candidate’s information is accurate and reliable. 

8. Job Offer 

The selected candidate is then given a formal job offer, detailing the terms of employment such 

as salary, benefits, working hours, and joining date. Negotiations may occur at this stage. 

9. Appointment and Onboarding 

Once the candidate accepts the offer, they are officially appointed and go through the 

onboarding process. This helps the new employee adjust to the organization, understand their 

role, and become productive quickly. 

Types of Recruitment 

Recruitment is the process of attracting and selecting suitable candidates for jobs in an 

organization. There are mainly two broad types of recruitment: 

Internal Recruitment 

Internal recruitment refers to filling job vacancies from within the existing workforce. It is the 

process of identifying and promoting or transferring current employees. 

Types of Internal Recruitment: 

 a. Promotion 

Upgrading an employee to a higher position with greater responsibilities and better 

pay. 

 b. Transfer 

Moving an employee from one department or location to another at the same level of 

responsibility and pay. 

 c. Internal Advertisements / Job Posting 

Informing employees about job openings so that interested candidates can apply. 

 d. Employee Referrals 

Current employees recommend someone they know (inside the organization) for the 

job. 

Advantages of Internal Recruitment: 

 Saves time and cost. 

 Boosts employee morale and motivation. 

 Quicker integration since employees already understand the company culture. 

 



Disadvantages: 

 Limits the pool of candidates. 

 May lead to internal politics or jealousy. 

 No new ideas from outside. 

2. External Recruitment 

External recruitment means hiring people from outside the organization. It is used when 

internal candidates are not suitable or available. 

Types of External Recruitment: 

 a. Job Portals and Online Applications 

Using platforms like LinkedIn, Indeed, or Naukri.com to post job vacancies and 

receive applications. 

 b. Employment Exchanges 

Especially used in government or semi-government jobs to recruit through public 

employment offices. 

 c. Recruitment Agencies 

Third-party agencies that help find suitable candidates for a fee. 

 d. Campus Recruitment 

Hiring fresh graduates directly from colleges and universities. 

 e. Walk-in Interviews 

Inviting candidates to appear directly for interviews without prior appointments. 

 f. Newspaper Advertisements 

Traditional method to reach a wide audience for job openings. 

 g. Social Media Recruiting 

Using platforms like Facebook, Instagram, or Twitter for job advertising and 

candidate engagement. 

Advantages of External Recruitment: 

 Brings in fresh talent and new perspectives. 

 Larger talent pool to choose from. 

 Can improve diversity and innovation. 

Disadvantages: 

 Time-consuming and more expensive. 

 Longer onboarding and training period. 

 Higher chances of wrong hiring if not done carefully. 



Both internal and external recruitment have their own importance and are used 

depending on the organization's needs. A balanced recruitment strategy that uses both methods 

helps a company maintain stability and bring in new ideas for future growth. 

Methods of External Recruitment 

External recruitment is the process of hiring candidates from outside the organization 

to fill vacant positions. It allows a company to bring in fresh talent, new ideas, and updated 

skills from the wider job market. The following are the main methods of external recruitment: 

1. Direct Recruitment (Walk-in Interviews) 

Direct recruitment is when job seekers are invited to appear directly for interviews without 

prior application. Employers usually display notices or banners outside the workplace or 

publish walk-in schedules for immediate hiring. It is commonly used for filling temporary or 

unskilled positions. 

2. Employment Exchanges 

Employment exchanges are government-run organizations that help employers find suitable 

candidates. Job seekers register themselves with the exchange, and the organization refers 

their names to employers based on requirements. This method is often used in the public 

sector or for lower-level jobs. 

3. Recruitment Agencies / Placement Consultants 

These are private firms that specialize in hiring candidates for different companies. 

Employers outsource part of their hiring process to these agencies, which find, screen, and 

suggest candidates according to the job profile. This method is useful for hiring professionals 

and technical experts. 

4. Campus Recruitment 

In this method, companies visit educational institutions like colleges and universities to 

recruit final-year students for jobs. The selection process often includes written tests, group 

discussions, and interviews. It is mainly used to hire fresh graduates for entry-level roles. 

5. Job Portals and Online Applications 

Job portals are websites where employers post vacancies and job seekers apply by submitting 

their resumes. Some popular platforms include Naukri.com, Indeed, and LinkedIn. Online 

recruitment has become one of the most commonly used methods in modern HR practices. 

6. Newspaper Advertisements 

Organizations publish job vacancies in daily newspapers or employment magazines. These 

advertisements mention the job title, required qualifications, application process, and 

deadlines. This method is still used to reach a wider audience, especially for local or regional 

hiring. 

7. Social Media Recruiting 



Many companies now use social media platforms such as LinkedIn, Facebook, and Twitter to 

advertise jobs and interact with potential candidates. Social media recruitment is widely used 

for employer branding and engaging passive job seekers. 

8. Outsourcing / Contract Staffing 

In this method, companies hire third-party contractors or agencies to provide manpower. The 

hired employees work under the company’s supervision but are officially on the agency’s 

payroll. This is mostly used for short-term projects or temporary roles. 

Methods of Recruitment 

Recruitment refers to the process of attracting, selecting, and appointing suitable 

candidates for jobs within an organization. It plays a key role in building a strong workforce 

and ensuring the company runs smoothly. Recruitment can be done in two main ways: internal 

recruitment and external recruitment. 

1. Internal Recruitment 

Internal recruitment involves selecting candidates from within the existing workforce of the 

organization. It focuses on promoting or transferring current employees to fill vacant positions. 

a. Promotion 

Promotion is the process of elevating an employee to a higher post with more responsibilities 

and better pay. It is based on the employee’s performance, experience, and qualifications. 

b. Transfer 

Transfer refers to shifting an employee from one department, location, or job role to another 

without any significant change in rank or pay. It helps in balancing the workforce across 

departments. 

c. Internal Job Posting 

This method involves posting job vacancies on internal notice boards, emails, or portals so that 

existing employees can apply for the position if interested. 

d. Employee Referrals 

Employees are encouraged to refer people they know for open positions. If the referred 

candidate is selected, the employee may receive a referral bonus or reward. 

2. External Recruitment 

External recruitment is the process of hiring candidates from outside the organization. This 

helps bring in fresh talent, new ideas, and updated skills. 

a. Direct Recruitment (Walk-in Interviews) 

This method involves inviting job seekers to come directly to the company for interviews. It is 

commonly used for hiring for lower-level or temporary positions. 



b. Employment Exchanges 

Government-run employment exchanges help employers connect with job seekers who have 

registered with them. It is often used for public sector and lower-skilled jobs. 

c. Recruitment Agencies / Consultants 

Private agencies are hired by companies to find and recommend suitable candidates for jobs. 

They handle the initial screening process and refer the best applicants. 

d. Campus Recruitment 

Companies visit colleges and universities to recruit fresh graduates. The selection process may 

include tests, interviews, and group discussions. 

e. Job Portals and Online Applications 

Companies post job openings on online portals like Naukri.com, LinkedIn, or Indeed. Job 

seekers can apply directly by submitting their resumes online. 

f. Newspaper Advertisements 

Organizations publish job vacancies in newspapers to reach a wider audience. These ads 

include job details, qualifications, and how to apply. 

g. Social Media Recruiting 

Platforms like LinkedIn, Facebook, and Twitter are used to share job openings and connect 

with potential candidates. This is a modern and fast-growing method of recruitment. 

h. Outsourcing / Contract Staffing 

Companies may hire employees through third-party contractors for specific projects or 

temporary roles. These employees work for the company but are paid by the contractor. 

Selection 

Selection may be defined as the process by which the organization choose from among the 

applicants, those people whom they feel would best meet the job requirement, considering 

current environmental conditions.   

Definition of Selection 

Selection is defined as the process of identifying and choosing the best candidate for a job 

from a group of applicants. It involves a series of steps to assess and filter out unsuitable 

candidates and finalize the one who best fits the job role and organizational culture. 

Objectives of Selection 

1.To Choose the Right Candidate 



The primary objective of selection is to identify and choose the most suitable candidate who 

matches the job requirements in terms of qualifications, skills, experience, and personality. A 

good match ensures better job performance and job satisfaction. 

2. To Ensure Organizational Fit 

Selection aims to find candidates who not only meet the technical requirements of the job but 

also fit well with the organization’s culture, values, and work environment. Cultural fit 

contributes to long-term retention and teamwork. 

3. To Improve Efficiency and Productivity 

By selecting competent and skilled individuals, the organization can improve overall efficiency 

and productivity. Effective selection reduces the chances of errors, delays, and poor decision-

making on the job. 

4. To Reduce Employee Turnover 

Proper selection ensures that the right individuals are hired, who are likely to stay longer in the 

organization. This reduces the cost and disruption associated with frequent hiring and training 

of new employees. 

5. To Minimize Hiring Costs 

A well-structured selection process helps avoid the cost of wrong hiring decisions. Selecting 

the right candidate in the first attempt saves money spent on repeated recruitment, training, and 

onboarding. 

6. To Ensure Legal Compliance 

Selection processes are designed to follow labor laws and equal opportunity guidelines. The 

objective is to ensure fair and non-discriminatory hiring practices, avoiding any legal 

complications. 

7. To Build a Strong Workforce 

Selection helps build a talented, committed, and motivated workforce that can contribute to the 

achievement of organizational goals. A strong team is essential for competitiveness and 

innovation. 

8. To Support Long-term Organizational Goals 

Selection is not just about filling immediate vacancies. It also focuses on hiring candidates with 

potential for future growth, leadership, and succession planning to meet long-term goals. 

Importance of Selection 

1.Ensures the Right Fit for the Job 

Selection helps in choosing candidates whose skills, qualifications, and experiences match the 

job requirements. This ensures that the right person is placed in the right job, which leads to 

better performance and job satisfaction. 



2. Improves Organizational Efficiency and Productivity 

By selecting competent and capable employees, organizations can improve overall 

productivity. Skilled employees perform their tasks more efficiently, which positively impacts 

the organization’s growth and success. 

3. Reduces Employee Turnover 

A proper selection process ensures that the chosen candidates are well-suited for the job and 

the organization. This reduces the chances of employees leaving the company prematurely, 

saving costs related to recruitment and training. 

4. Lowers Recruitment and Training Costs 

Selecting the right candidate the first time minimizes the need for repeated recruitment and 

training. This reduces expenses and saves valuable time and resources for the company. 

5. Promotes a Positive Work Environment 

When the right candidates are selected, it leads to better team dynamics and a positive work 

culture. Employees feel motivated and satisfied, which contributes to improved morale and 

cooperation. 

6. Supports Legal Compliance 

A transparent and fair selection process helps organizations comply with labor laws and equal 

opportunity regulations. This prevents discrimination and promotes fairness in hiring. 

7. Builds a Strong Workforce 

The selection process helps in building a workforce that is talented, committed, and aligned 

with the organization’s goals. A strong team is vital for maintaining competitiveness in the 

market. 

8. Facilitates Long-term Growth 

Selecting candidates with potential for growth and development supports the organization’s 

succession planning and leadership development. This helps ensure sustainability and future 

readiness. 

 

Difference Between Recruitment and Selection 

Recruitment and selection are two important stages in the hiring process of any organization. 

Though they are closely related, they have distinct meanings, objectives, and activities. 



Aspect Recruitment Selection 

Meaning 

Recruitment is the process of 

attracting a large pool of candidates 

to apply for a job. 

Selection is the process of choosing 

the most suitable candidate from the 

applicants. 

Purpose 
To create a pool of qualified 

candidates for the job vacancy. 

To pick the best candidate for the 

job from the recruited candidates. 

Focus 
Focuses on attracting as many 

candidates as possible. 

Focuses on choosing the right 

candidate from the pool. 

Nature 
Recruitment is a positive process 

(inviting applicants). 

Selection is a negative process 

(rejecting unsuitable candidates). 

Process 
Involves advertising, sourcing, and 

collecting applications. 

Involves screening, interviewing, 

testing, and shortlisting. 

Time Duration 
Usually takes more time as it covers 

many candidates. 

Takes less time as it involves 

filtering candidates. 

Outcome 
Results in a large number of 

applicants. 

Results in hiring a few suitable 

candidates. 

Scope 
Broader process, includes attracting 

candidates from inside and outside. 

Narrower process, focused on final 

decision-making. 

Effect on 

Organization 

Brings new talent and options into 

the organization. 

Ensures the right talent is hired, 

affecting organizational 

performance. 

 

 Recruitment is about finding and attracting potential candidates. 

 Selection is about choosing the best fit among those candidates. 

 Recruitment casts a wide net; selection filters and picks. 

 Both processes are essential for effective hiring and organizational success. 

 

Process of Selection 

Selection is the process of choosing the most suitable candidate from a pool of applicants to 

fill a specific job vacancy. It involves several steps that help the organization evaluate 

candidates thoroughly before making the final appointment. The main steps in the selection 

process are as follows: 



1. Receipt of Applications 

After recruitment, the organization collects applications or resumes from interested candidates. 

These may be received through job portals, email, or physical submissions. 

2. Screening of Applications 

The recruiter reviews all the applications to shortlist candidates who meet the minimum 

eligibility criteria like qualifications, experience, and skills. This helps in filtering out 

unqualified applicants. 

3. Conducting Preliminary Tests 

Some organizations conduct preliminary tests such as written exams, aptitude tests, or skill 

tests to assess the basic suitability of candidates for the job. 

4. Employment Interviews 

Shortlisted candidates are invited for interviews, which can be one or multiple rounds. 

Interviews may be structured or unstructured and are used to assess the candidate’s knowledge, 

skills, attitude, and cultural fit. 

5. Selection Tests 

Depending on the job, organizations may conduct additional tests such as technical tests, group 

discussions, psychological tests, or practical demonstrations to further evaluate candidates. 

6. Background Verification 

Once a candidate is identified as suitable, the company verifies their credentials, work 

experience, references, and sometimes conducts medical or police checks to ensure 

authenticity. 

7. Final Decision 

After completing all assessments and verifications, the selection committee makes the final 

decision on the candidate who best fits the job and organizational needs. 

8. Job Offer 

The selected candidate is given a formal job offer, including details of salary, benefits, and 

other employment terms. Negotiations may take place at this stage. 

9. Appointment and Joining 

Once the candidate accepts the offer, the organization completes joining formalities such as 

signing the contract, induction, and onboarding to help the new employee settle into the role. 

Types of Selection 

Selection is the process of choosing the most suitable candidate for a job from a pool of 

applicants. Various methods or types of selection are used by organizations depending on the 

nature of the job and the skills required. The main types of selection are: 



1. Interview 

Interviews are the most common selection method. It involves a face-to-face or virtual 

conversation between the interviewer and the candidate to assess qualifications, skills, 

personality, and suitability for the job. Interviews can be: 

 Structured Interview: Pre-planned questions asked in a fixed order. 

 Unstructured Interview: Flexible and informal discussion. 

 Panel Interview: Conducted by a group of interviewers. 

 Group Interview: Multiple candidates interviewed together. 

2. Written Tests 

Candidates may be asked to take written examinations to assess their knowledge, aptitude, 

reasoning abilities, or technical skills relevant to the job. 

3. Aptitude Tests 

These tests measure a candidate’s ability to learn, analyze, and solve problems. They assess 

logical reasoning, numerical ability, verbal skills, and overall intelligence. 

4. Skill Tests 

Skill tests evaluate a candidate’s proficiency in specific tasks related to the job, such as typing 

speed, programming, machine operation, or communication skills. 

5. Psychological Tests 

These tests assess personality traits, attitudes, interests, and mental stability of candidates. 

Common psychological tests include personality inventories, emotional intelligence tests, and 

motivation assessments. 

6. Medical Examination 

Before final selection, candidates may undergo a medical check-up to ensure they are 

physically fit and healthy enough to perform the job duties. 

7. Background Verification and Reference Checks 

Employers verify the authenticity of the candidate’s qualifications, work experience, and 

character by contacting previous employers, educational institutions, or references. 

8. Group Discussion 

Candidates participate in a group discussion on a given topic to assess communication skills, 

leadership qualities, teamwork, and problem-solving abilities. 

Methods of Selection 

In Human Resource Management (HRM), selection is the process of choosing the most 

suitable candidate for a job. Once people apply, HR uses different selection methods to check 



their skills, experience, and personality. These methods help the company pick the right person 

for the role. 

1. Application Screening 

Before interviews, HR screens all applications to remove those that don’t meet the job 

requirements. 

 Application Forms and Resumes (CVs): These are checked to see if the candidate has 

the needed qualifications, experience, and skills. 

 Online Screening: Many companies use software to scan applications. These tools look 

for keywords and specific qualifications to help shortlist candidates faster. 

 Example: A software company may use an online system to filter applications by checking 

for programming skills. 

2. Interviews 

Interviews allow employers to meet the candidates and ask questions to learn more about them. 

 Structured Interviews: Same questions are asked to every candidate for fairness. 

 Behavioural Interviews: Candidates are asked how they handled situations in the past, 

such as working in a team or solving a problem. 

 Panel Interviews: A group of interviewers speak with the candidate to get a well-

rounded view. 

 Group Interviews: Several candidates are interviewed at once, helping HR observe 

communication and teamwork. 

 Video Interviews: These are done online and are useful for remote jobs or first-round 

interviews. 

Example: A marketing company might use video interviews to screen candidates from 

different locations. 

3. Assessment Tests 

Tests help HR understand a candidate’s ability, personality, and suitability for the job. 

 Psychometric Tests: Measure personality, intelligence, and thinking style. 

 Ability and Aptitude Tests: Check skills like maths, language, or problem-solving. 

 Job Simulations: Candidates do tasks similar to the real job. 

 Situational Judgment Tests: Candidates choose the best action in a work-related 

situation. 

 Cognitive Ability Tests: Measure thinking and reasoning skills. 

 Work Samples: Candidates show what they can do by completing real job tasks. 



Example: A customer service job might include a role-play to test how the candidate handles 

complaints. 

4. Background Checks 

These are used to confirm if the information given is true. 

 Reference Checks: Past employers are contacted to learn about the candidate’s 

performance. 

 Education and Employment Verification: HR confirms qualifications and job history. 

 Social Media Screening: Sometimes HR looks at online profiles, but this must be done 

fairly and respectfully. 

5. Other Selection Methods 

 Presentations: Some candidates are asked to present on a topic to check 

communication and confidence. 

 Group Exercises: Candidates work in teams to solve a problem, helping HR observe 

teamwork and leadership. 

Example: A business hiring a team leader may ask the candidates to lead a group task and 

present a plan. 

Interview 

 The interview is the most universally used selection method. Virtually all organisation 

use interviews as a selection device for most jobs. 

 An interview is a formal and structured conversation between two or more people 

where one person, called the interviewer, asks questions, and the other, called the interviewee, 

responds. The main purpose of an interview is to gather information, assess suitability, or 

understand opinions. 

Interviews are commonly used in job selection processes, academic admissions, research 

studies, and media reporting. They help in understanding a person’s qualifications, personality, 

and views. Effective interviews require good communication, listening skills, and preparation 

from both sides. 

Define 

An interview is a conversation or verbal interaction, normally between two people, for a 

particular purpose. The intention is to explore certain subject areas. 

Purpose of an Interview 

An interview is a meeting between a person who wants a job (called the candidate) and the 

person who wants to hire someone (called the employer). The main purpose of an interview is 



to find out if the candidate is the right person for the job. It is also a way for the candidate to 

learn more about the job and decide if they want it. 

1. To Check Skills and Experience 

One of the most important reasons for an interview is to see if the candidate has the skills and 

experience needed for the job. For example, if someone is applying to be a teacher, the 

employer will ask questions about their education and past teaching jobs. This helps the 

employer know if the candidate can do the work well. 

Example: 

If a candidate says they can use computers well, the employer might ask, “Can you tell me 

about the computer programs you know?” The candidate can explain their experience, and 

the employer can decide if it matches what the job needs. 

2. To See How Well the Candidate Communicates 

The interview helps employers check how well a candidate speaks and listens. Good 

communication is very important in almost every job. If a candidate can explain their ideas 

clearly and listen carefully, it shows they can work well with others. 

Example: 

In a customer service job interview, the employer might ask, “How would you help a 

customer who is upset?” The candidate’s answer shows how they would talk to people and 

solve problems. 

3. To Understand the Candidate’s Personality 

Employers want to hire people who will fit in with the team and work happily. During the 

interview, they try to learn about the candidate’s personality, attitude, and behavior. 

Example: 

If a candidate seems friendly, honest, and hardworking during the interview, the employer 

will think they will be a good team member. If the candidate looks uninterested or rude, the 

employer might not choose them. 

4. To Give Information About the Job 

Interviews are also a chance for the candidate to ask questions and learn more about the job. 

The employer can explain what the job involves, working hours, salary, and company rules. 

Example: 

A candidate might ask, “What are the working hours?” or “Is there training provided?” This 

helps the candidate decide if the job is right for them. 

5. To Compare Different Candidates 

Employers usually interview many people for the same job. The interview helps them 

compare who is best. They look at skills, attitude, and how well the person answers 

questions. 



Example: 

If two candidates have similar skills, but one is more confident and positive during the 

interview, the employer might choose that person. 

Types of Interviews 

1. Structured Interview 

A structured interview is very organized. The interviewer asks the same set of questions to all 

candidates. The questions are planned in advance, and the interviewer follows a list. This helps 

make the interview fair because everyone is asked the same things. 

Example: 

If a company is hiring several people for the same job, they might use a structured interview to 

compare all candidates easily. Questions could be about skills, experience, or how the candidate 

handles work situations. 

2. Unstructured Interview 

An unstructured interview is more like a casual conversation. The interviewer does not have a 

fixed list of questions and can ask anything based on how the conversation goes. This type 

helps the interviewer learn more about the candidate’s personality and thoughts. 

Example: 

In a small company, an interviewer might have an unstructured interview to see how the 

candidate thinks and talks naturally. They might ask, “Tell me about yourself,” and then ask 

questions based on the answers. 

3. Behavioural Interview 

Behavioural interviews focus on how candidates acted in past situations. The idea is that past 

behaviour shows how the candidate will act in the future. The interviewer asks questions about 

real experiences. 

Example: 

An interviewer might ask, “Can you tell me about a time when you worked in a team to solve 

a problem?” The candidate answers by explaining what they did and how they handled the 

situation. 

4. Panel Interview 

A panel interview involves several interviewers asking questions together. The candidate meets 

a group of people at the same time. Each interviewer may focus on a different area, such as 

skills, personality, or company fit. 

Example: 

For a big company job, the candidate might be interviewed by the manager, a human resources 

person, and a team leader all at once. This helps the company get different opinions before 

deciding. 



5. Video Interview 

Video interviews are done online using video call tools like Zoom or Skype. This type is useful 

when the candidate cannot come to the office, such as if they live far away. Video interviews 

can be either structured or unstructured. 

Example: 

If you apply for a job in another city, the first interview might be a video call. You talk to the 

interviewer through the computer, answering questions just like in a normal interview. 

Importance of Interview 

An interview is a very important step when someone is applying for a job. It helps both the 

employer and the candidate in many ways. Here are the main reasons why interviews are 

important: 

1. Helps Employers Choose the Right Person 

The interview allows employers to check if the candidate has the right skills, experience, and 

attitude for the job. Even if a candidate’s resume looks good, the interview helps employers 

know more about the person and if they will fit well in the company. 

2. Allows Candidates to Show Their Abilities 

In an interview, candidates get a chance to talk about their skills, achievements, and work 

experience. They can explain things that are not written in their resume. This helps candidates 

show why they are the best for the job. 

3. Checks Communication Skills 

Most jobs need good communication. Interviews help employers see how well candidates 

speak, listen, and answer questions. Good communication is important for working with others 

and doing the job well. 

4. Helps Understand Personality and Attitude 

Employers want to hire people who will fit into the team and work happily. The interview lets 

them see the candidate’s personality, confidence, and attitude. A positive attitude is important 

for a healthy workplace. 

5. Gives Candidates Information About the Job 

Interviews are two-way conversations. Candidates can ask questions about the job, work hours, 

salary, and company rules. This helps candidates decide if the job is right for them before 

accepting an offer. 

6. Builds Trust and Confidence 

A good interview can help build trust between the employer and candidate. Employers feel 

confident that they are hiring the right person, and candidates feel comfortable about joining 

the company. 



Test 

In Human Resource Management (HRM), a test refers to a structured and standardized 

method used to evaluate certain characteristics of candidates or employees. These 

characteristics can include skills, knowledge, abilities, personality traits, aptitude, or other 

relevant attributes. 

Types of Tests 

Testing is an important part of the employee selection process. It helps the employer choose 

the best candidate for the job by evaluating different aspects like skills, intelligence, 

personality, and interests. Using different tests makes the selection process more accurate, fair, 

and efficient. Below are the major types of tests used in HRM, explained in detail with 

examples. 

1. Aptitude Test 

An aptitude test measures a person's natural ability to learn new skills or perform tasks. It does 

not focus on past knowledge but checks the potential for future learning and problem-solving. 

These tests are usually multiple-choice and include areas like logical reasoning, numerical 

ability, verbal reasoning, and analytical thinking. 

Example: 

If a company is hiring fresh graduates as management trainees, they may conduct an aptitude 

test to check how well the candidates can think logically, solve problems, and make decisions 

under pressure. 

2. Skill or Trade Test 

This test checks whether the candidate has the practical or technical skills required for the job. 

It measures what the person can do, not what they might be able to learn. These tests are job-

specific and often involve performing a task or using certain tools or software. 

Example: 

For the post of a data entry operator, a candidate may be asked to complete a typing test or use 

MS Excel. A welder may be asked to demonstrate welding on a metal sheet. 

3. Personality Test 

A personality test evaluates the personal traits, emotional balance, behavior patterns, and 

attitude of a candidate. These tests help employers understand whether a candidate’s 

personality is suitable for the work environment or role. 

Example: 

A company hiring for a customer service role would prefer someone who is calm, polite, and 

patient. A personality test helps determine if the candidate can handle stress and interact well 

with customers. 

 



4. Intelligence Test 

An intelligence test measures a person’s overall mental capacity, including memory, 

understanding, reasoning ability, and speed of thinking. It is sometimes called an IQ 

(Intelligence Quotient) test. 

Example: 

During the recruitment of administrative officers, a company may use an intelligence test to 

evaluate how quickly and accurately a candidate can understand instructions and make logical 

decisions. 

5. Interest Test 

An interest test identifies the types of activities and subjects that a person enjoys. It helps find 

out whether the candidate’s interests match the job’s nature. These tests are especially useful 

in career guidance and employee development. 

Example: 

If someone has a strong interest in artistic work, they may do well in creative roles like graphic 

designing or advertising. If they like working with numbers, they might be suited for 

accounting. 

6. Situational Judgment Test 

A situational judgment test presents the candidate with real-life job scenarios and asks them to 

choose the best way to handle each situation. It helps assess decision-making, problem-solving, 

and interpersonal skills. 

Example: 

A candidate may be asked how they would handle a difficult customer or how they would solve 

a conflict between two team members. 

7. Medical Test 

A medical test checks the physical and mental health of a candidate. It ensures that the person 

is medically fit to do the job. These tests may include vision checks, hearing tests, blood tests, 

and psychological evaluations. 

Example: 

Before hiring a delivery person or a driver, companies often conduct a medical test to ensure 

the person can safely carry out the duties. 

Induction 

Meaning: 

Induction is the process of introducing a new employee to the organization and helping them 

get familiar with their job, work environment, and company rules. It is the first step after 

recruitment, designed to help the new worker settle in comfortably. Induction is also called 

orientation or onboarding. 



Purpose: 

The main purpose of induction is to help new employees adjust quickly and smoothly to their 

new job and the organization. It aims to: 

 Welcome the employee and make them feel part of the company 

 Explain the company’s goals, culture, and policies 

 Clarify job roles, responsibilities, and expectations 

 Reduce anxiety or nervousness 

 Increase employee motivation and confidence 

Importance: 

Induction is very important because: 

 It helps new employees settle in and reduce confusion 

 It provides essential information about company rules and job duties 

 It decreases mistakes and misunderstandings 

 It improves employee performance from the start 

 It builds a positive impression about the company 

 It reduces employee turnover by making them feel valued and supported 

Process of Induction: 

The induction process usually involves the following steps: 

1. Welcome and Introduction: 

The new employee is warmly welcomed by the HR team or supervisor and given an 

overview of the company. 

2. Company Information: 

The employee learns about the company’s history, vision, mission, products or 

services, and work culture. 

3. Explanation of Policies: 

Important company rules such as working hours, leave policies, salary, safety 

measures, and dress code are explained. 

4. Job Role Description: 

The new employee is informed about their specific duties, reporting manager, and 

performance expectations. 

5. Workplace Tour: 

A guided tour is given so the employee can see their workplace, important 

departments, cafeteria, restrooms, and emergency exits. 



6. Introduction to Co-workers: 

The new employee is introduced to team members and key personnel to help them 

start socializing. 

7. Training (if needed): 

Basic training or guidance may be provided to help the employee understand their job 

better. 

Placement 

Meaning: 

Placement is the process of assigning a newly recruited employee to a suitable job position 

within the organization. After recruitment and selection, placement ensures that the right 

person is placed in the right job where they can perform well. 

Purpose: 

The main purpose of placement is to: 

 Match employees’ skills and abilities with the requirements of the job 

 Ensure employees work in roles where they can contribute effectively 

 Reduce dissatisfaction and early turnover caused by wrong job assignments 

 Help employees adjust quickly to their jobs 

Importance: 

Placement is important because: 

 It increases employee productivity by putting the right person in the right job 

 It reduces confusion and frustration that happens when employees are placed wrongly 

 It helps in proper utilization of human resources 

 It improves job satisfaction and motivation 

 It reduces employee turnover and absenteeism 

 It ensures smooth functioning of the organization 

Placement Process: 

1. Job Analysis: 

First, the job is analysed to understand the tasks, skills, and qualifications needed. 

2. Matching Candidates: 

The skills and qualifications of selected candidates are matched with the job 

requirements. 



3. Assigning the Job: 

The candidate is given the specific role or position that best fits their capabilities. 

4. Providing Orientation: 

After placement, the employee may receive induction or training to help adjust to the 

new job. 

5. Monitoring and Feedback: 

Supervisors observe the employee’s performance and provide feedback to ensure a 

good fit. 

 

 


