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THE SELECTION DECISION
SUMMARY:

· Choosing the best person for the job from the available applicants is probably the most difficult aspect of the selection process. All the information assembled from the techniques used needs to be reviewed, by which time all unsuitable applicants should have been rejected, and only potentially suitable ones remain. 

· The information from resumes, the application form, references and documentation, any tests used, and from the interview all need to be evaluated. 

· In some respects selection could perhaps be called ``rejection'', because you are frequently faced with the situation of rejecting many more applicants than you actually employ. The final employment selection decision is always a difficult one, because you are trying to predict weeks, months, and maybe years of future on-the-job behaviour on the basis of perhaps one hour's contact with a prospective employee. Since behaviour is dynamic, it is difficult to conceive that anyone can make accurate predictions. The best you can hope for is, by having a planned, objective, regularly reviewed procedure, that you reduce the number of times you are wrong

THE SELECTION DECISION

· The aim at this stage (as at all stages) should be objectivity. Try to be aware of how much personal attitudes or prejudices are influencing your choice. This can be a good case for the person or people who will work with the new person making the final decision (providing suitable candidates have been found). 

· A very simple method of arriving at a decision, is to review the assessment for each candidate against the selection criteria prepared at the beginning of the process, and then arrive at a general conclusion for each person, based on a five point scale: 

``A'' standing for `an exceptionally suitable candidate' 

``B'' for `can be accepted with real confidence' 

``C'' for `will be satisfactory' 

``D'' for `do not accept unless compelled by shortage of labour' 

``E'' for `quite unsuitable'

· A more sophisticated approach would be to draw up an assessment sheet whereby candidates are compared on the characteristics regarded as essential for carrying out the jobs in question. 

· The characteristics can actually be scored, and the scores totalled, but even this approach does not make the selection process objective. 

· At times it can be misleading, since it becomes difficult to determine which characteristics will be more significant, and hence attract higher points. Sometimes too, a candidate may score highly and yet possess an unsuitable characteristic that is difficult to reflect in a score. Or you may be faced with the problem that the highest point scorer is over-qualified for the job, and perhaps will not remain in it for very long. To summarise then, use a point system to aid your evaluation if you wish, but after obtaining the scores, consider carefully before making your final choice. 
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