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Abstract

This thesis analyses recruiting and selection processes in the Maltese public service,
emphasising their efficacy, equity, and congruence with organisational performance goals. The
research employs a mixed-methods approach, integrating quantitative survey data, qualitative
interview insights, and an extensive literature analysis to provide a thorough assessment of

existing practices.

The results indicate substantial deficiencies in critical domains, such as the precision of
job descriptions, the restricted use of novel selection techniques, and perceptions of bias in
recruitment procedures. Quantitative research underscores the prevalence of formal interviews
as the principal selection instrument, but qualitative data accentuates the need for customised
approaches, including psychometric evaluations and practical assessments, to meet job-specific
demands. The comparison of secondary data with major entities like Google and Deloitte
demonstrates that evidence-based processes, including the use of Al and structured interviews,
may improve fairness, reduce bias, and more accurately predict job success. The use of Human
Capital and Motivational Fit theories underscores the essential need of matching applicant
competencies, motivations, and organisational ideals to enhance employee happiness and per-

formance.

This study enhances the current knowledge base by proposing concrete suggestions for
the Maltese public service, including the refinement of job descriptions, the utilisation of digital
recruiting tools, and the implementation of thorough selection processes. By focussing on these
aspects, the public service may augment its capacity to recruit and retain premier talent, dimin-
ish turnover, and boost overall organisational efficacy. The results provide a framework for
updating recruiting methods in public administration, affecting both policy-makers and HR

professionals.
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Chapter 1: Introduction



Introduction

The recruiting and selection procedures in the Maltese Public Service are pivotal in
influencing organisational performance and efficiency. Due to the public sector's focus on im-
partiality, fairness, and competence, effective recruiting methods are crucial for sustaining high
performance and promoting an inclusive workforce. This study examines deficiencies in cur-
rent recruiting techniques, emphasising their effects on organisational success, staff retention,
and productivity, while striving to reduce prejudice in hiring procedures. This study analyses
recruitment and selection practices through two main theoretical frameworks: Motivational Fit
Theory, which investigates the congruence between individual motivations and job roles, and
Human Capital Theory, which underscores the significance of employee skills and expertise as

vital assets for organisational success.

This study aims to evaluate the efficacy of existing recruiting procedures in the Maltese
Public Service, particularly investigating evidence-based tactics that enhance fairness and ob-
jectivity. The research goals include the analysis of the impact of recruiting methods on organ-
isational performance and bias reduction, with the evaluation of conformity with known re-
cruitment theory models. Data gathering via questionnaires and interviews with public service
managers seeks to provide a thorough overview of the elements influencing effective recruiting
processes within the Maltese Public Service. This study aims to analyse recruiting tactics and
their effects on organisational results, providing insights to enhance public sector hiring pro-

cedures for a more productive, diverse, and motivated workforce.

This research comprises a comprehensive literature review on recruitment tactics and
theories, a methodology section outlining data collecting and analytic methods, and a discus-

sion of results accompanied by suggestions for improvement. This study enhances the compre-

13



hension of successful recruiting tactics that promote performance, mitigate prejudice, and cor-
respond with both Motivational Fit and Human Capital theories within a public service frame-

work.
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Chapter 2: Literature Review



Literature Review

Purpose of the literature review

This literature evaluation aims to explore the researcher's career trajectory within the
domain of Human Resources recruitment and selection. Throughout the years, the researcher
encountered several strengths, flaws, opportunities, and other factors in the area but sought a
more thorough examination of the job. The primary objective is to use the researcher's findings
to create a comprehensive literature review that delineates existing knowledge while
emphasising the limits and deficiencies in previously published studies.

A significant objective of this research is to provide novel insights in this domain and
ascertain the changes throughout the years, identify major patterns and trends, and recognise
what has been converted or updated over time. This study also aims to provide and contribute
novel and innovative concepts from many viewpoints.

This literature evaluation, although centred on recruitment and selection, will focus on
particular factors to refine the analysis to essential areas and formulate the necessary
hypotheses for the research. The study will consider the following two variables:

1. Minimise Bias

2. Organisational Performance

The researchers’ questions are "How are these aspects being addressed now, and what
measures are being used to mitigate prejudice, enhance transparency, and effectively choose
the ideal candidate to foster harmony throughout the organisation, particularly the ministries?"
The literature review will emphasise all the aforementioned material and examine the use of
the four evidence-based pillars to ascertain their existence in the present research. The four

pillars consist of:

16



1. Scientific Research: - Do Human Resources Managers pursue and assess research
prior to making any hiring decisions? To further indicate, are managers incorporating
research into their decision-making process?

2. Organisational data: - Managers should analyse and research already established
company data. This can help determine from past decisions what can be changed and
improved as to avoid making past mistakes.

3. Professional Expertise: - In the event of a new recruiting choice, the most reliable
source for feedback is the workers inside the particular department requiring the new
hire, since they may provide insights that managers or personnel outside the area may
overlook. Incorporating such specialists into the decision-making process may assist
the organisation in identifying the most suitable candidate for the department, since
thorough study has been conducted, hence mitigating bias and significantly improving
organisational performance.

4. Stakeholder views: - This pillar involves mostly people whom are connected to the
company on an external level but whom still want the company to improve and succeed.

This provides viewpoints that people from inside the company might not come across.

Methodology for selecting the reviewed literature.

All studies that will be referenced in this study will be peer reviewed studies/articles
and journals. Studies that are not peer reviewed, are very old studies that cannot be quoted for
this study due to relevance and or lack in specificity will be excluded from this study. To further
illustrate in regard to “old publications”, the researcher in the literature review will include
some old peer reviewed studies as the researcher wants to make certain comparisons between
the current publications and old publications to point out the trends and key patters.
Publications that lack relevance and quality will not be quoted as it affects the overall quality

of this research. As stated, the inclusion criteria will include the quality of the study (matters
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such as data collections tools that were used for that study, methodology and other aspects will
also be considered), historical relevance and application to previous studies. The data from
these studies will help the researcher shape the picture to the people of what are the patterns,
trends, gaps and inconsistencies in the field. All selected studies will at the end be properly

referenced and will include proper in-text citation.

Overview

The literature study aims to examine the similarities and improvements in recruitment and
selection methods across time, particularly with the mitigation of biases and the impact of
decision-making processes on organisational success. This review analysed many elements,

including:

1. Recruiters

2. Recruitment Channels

3. Employment Announcements
4. Precise Job Descriptions

5. Digital Technology, among other subjects...

The first focus of the literature evaluation will be on historical sources, including works
from before 1980 to the present, in order to comprehend the evolution throughout time. In the
1980s, this decision-making process mostly relied on the recruiters' assessment and the impact
of employment advertisements (Alderfer & McCord, 1970), (Becker G. S., 1962), , (Ilgen &
Seely, 1974) & (Schmitt & Coyle, 1976). During that period, contemporary technology was
absent, and employment adverts were disseminated via other means. Consequently, recruiting
was heavily reliant on restricted advertising that may not effectively reach the appropriate target
demographic. Furthermore, there was typically no team or background research to inform the

final decision, placing the entire burden on the recruiter to make the ultimate choice.
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Contemporary recruiting and selection increasingly rely on employee and stakeholder
suggestions as well as technical advancements. This creates a whole new narrative, as the job
posts are effectively reaching the appropriate target demographic via the advantageous use of
technology (Trevor Yu & Cable, 2014). Incorporating workers and stakeholders into the
decision-making process and considering their views enhances their motivation, since it fosters

a sense of value and significance inside the organisation.

Modern human resource management emphasises a scientific methodology in staffing,
prioritising competency-based abilities above personality qualities. In the modern setting,
managers prioritise research that aids in the swift identification of potential candidates to
enhance organisational performance and attain additional advantages such as streamlined
employee training and economic efficiency (Derous & Fruyt, 2016). This study emphasises
how organisations like Deloitte, Google, Unilever, and Amazon used evidence-based
methodologies to identify their ideal candidates. These examples were underlined to illustrate
how contemporary prominent organisations prioritise the establishment of a harmonious
working environment by employing individuals who are well-suited for the roles. Upon
conducting this study, the researcher was able to analyse specific parallels and contrasts

between the strategies used by these firms.

This study emphasises the ideas that the researcher has prioritised and used to design the
interview and questionnaire questions. The researcher has chosen to concentrate on the Human
Capital Theory and the Motivational Fit Theory, since they are the most relevant and illustrative

for this study (Becker S. G., 1994) (Becker G. S., 1962).

The Human Capital Theory in this research examines how recruiters prioritise skills,
knowledge, and expertise above other attributes, such as personality. Utilising this theory to

inform the final choice mitigates prejudice, as the study suggests, and enhances organisational
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performance when skills, knowledge, and expertise correspond with job needs (Becker S. G.,
1994). To clarify, the employment requirements include that candidates must possess five years
of management experience and a degree; those without either qualification will be eliminated
in a fair manner, as the position necessitates. If several individuals meet the requirements, using
a selection process that use questions to ascertain the most qualified individual would

effectively reduce prejudices (Becker G. S., 1962).

The motivational fit hypothesis posits that the alignment of an individual's objectives with
those of the business enhances performance and fosters harmonious relationships between

employees and management (Schmidt & Hunter, 1998).

The primary data collection would include key elements such as evidence-based
procedures, various recruiting and selection factors, and relevant theories, addressed via both
quantitative methods (questionnaires) and qualitative methods (one-on-one interviews). Upon
the completion of both primary data collecting techniques, a triangulation analysis will be
conducted, whereby the findings from the secondary data will be compared with the results
from both primary data sources. In addition, the various primary data gathering methods will

be analysed and compared to identify their differences and similarities.

Definitions

Recruitment Process

Recruitment is the foundation of human resources; it involves the entire process of
initiating recruitment processes, including the definition of organisational requirements and job
specifications, the development of strategies to attract the appropriate candidates, and beyond.
It mandates that supervisors in the field ascertain the company's needs and convert them into

specific job requirements. In order to prevent allegations of discrimination, it is crucial for
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organisations to identify a population of applicants whose qualifications, expertise, experience,

and knowledge align with the specific requirements of the job opening.

Justification for the Definition
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1. Goals Alignment: The term is entirely consistent with the concepts of this research.

The human capital and motivational fit theory facilitate the identification of the optimal
match for the organisation to achieve a strategic plan that accommodates the company's
requirements, thereby aligning the objectives of both parties: the organisation and the
candidate.

Detailed Process: This involved the creation of a well-defined and plainly sequenced
outline of the recruitment process, which commenced with the identification of the
company's need to hire new personnel and concluded with the publication of the job
vacancy announcement. This process also encompassed additional research conducted
within the organisation, including revised job descriptions, economic viability,
financial probability, and other pertinent factors. The recruitment process will be
significantly enhanced by a comprehensive approach that takes into account all critical
stages.

Employing Evidence-Based Methods: This method is highly advantageous, as the
final decision will be substantiated by the implementation of the four pillars, thereby
preventing the accusation that the recruiting team merely relied on intuition or
conjecture. This is evidence of a structured process that is designed to identify the most
suitable option for the company by utilising research, internal data, expert opinions, and

stakeholder perspectives.



4. Candidate compatibility: - This factor is essential, as it will help to prevent any future
conflicts or disputes among employees. The team's cohesiveness will be contingent
upon the identification and validation of the current culture, as well as the emphasis on
the necessity of ideal harmony within the organisation through the pursuit of shared

objectives with the recruit.

Recruitment Process

Step 1: Identify skill gaps
and Hiring needs.

Step 2: Generate job

description.
Step 3: Attract and Source
Candidates

Step 4: Interview
shortlisted candidates

)

Step 5: Assess candidates
for skill and competence.

Step 6: Selection process /

Figure 2 - Recruitment process.

The definition chosen exemplifies the researcher's ideal of the optimal recruiting
process: strategic in nature, with an exhaustive and up-to-date detailed scheme, evidence-based
methods, and, most importantly, fairness. It promotes harmony and consistency in the
recruitment process. The ultimate objective should be the unification of objectives and the
continued growth of an organization's performance rate. It is crucial to note that not all firms,
including those that are the subject of primary data collection, may adhere to the definition

provided above. They are free to implement any recruitment process they deem appropriate;
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however, their initial objective of securing the most qualified candidate for the organisation

may not be realised.

Transition from Recruitment to Selection

The recruiting team promptly transitions to the selection process after the recruitment
process has been completed. The ability to seamlessly transition from one point to another is
ultimately determined by the transparency of the process, which necessitates a significant num-
ber of peripheral observers (Iddekinge & Ployhart, 2008). This, in turn, leads to opacity, which
raises concerns for those who meet the criteria for selection. If the recruitment process adhered
to the uniformity guidelines previously mentioned, the selection process should be no different
(Derous & Fruyt, 2016). This will involve adhering to the criteria and qualifications outlined
in the job advertisement, which will result in a physical examination, whether it be an interview

or a test. In the subsequent section, the selection procedure will be further elucidated.

Selection Process

The selection process may be succinctly described as the identification of the best ap-
propriate applicant for the specified position. It is essential to adhere to all predetermined cri-
teria outlined in the job description throughout the recruiting process to ensure total transpar-
ency. It is of paramount importance that the frequently referenced theories are observed, as
hiring an individual who does not align with the team dynamics and whose selection is based
on personality, while lacking the requisite expertise for the position, would constitute a signif-
icant misallocation of resources, thereby increasing the likelihood of necessitating a restart of
the process. The most significant element of this description is that it incorporates the previ-
ously conceived notions of recruiters about the ideal candidate for the company.

The following criteria are some guidelines that the selection process should abide by:-

1. The final decision should promote the optimization in organisational performance.
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. There is no prejudice in the decision-making process since it adheres to the required

standards.
Ensure the recruit aligns with the organization's long-term objectives.

Introduce innovative concepts and new perspectives to the organization.

. Verify compatibility between the job requirements and the organizational culture.

Justification for the Definition
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Systematic Approach: - This would imply a uniform criterion and would be fair in all
respects. It stresses a more unbiased and knowledgeable decision-making process. It
indicates less prejudice and error.

Pre-established Standards: - This helps in two different ways. The apparent ad-
vantage of this is that the advertisement of the eligibility criteria reduces the amount of
applicants who are unqualified, and secondly, it acts as a yardstick against which the
final decision can be defended if there are any complaints. Another advantage of estab-
lished criteria is that it makes the job of shortlisting easier as it gives the recruiters and
selection boards something to refer to.

Skills and Qualifications: - This aspect can be closely related to the relevance in re-
spect to the mentioned theories above. The need to conduct necessary research on the
level of skills and qualities within a certain job allows the organization to effectively
find an optimal candidate while saving precious resources.

Cultural fit:- Once there are a large number of candidates available with the required
skillset and qualification, the next step for filtering will be a cultural fit. The candidate
needs to share the same goals as that of the rest of the team dynamics. The new joining
need to be on the same page as the organisational values, purpose and work environ-
ment in general.

Contribution towards Organisational Objectives: - This is somehow interlinked



with the previous point of cultural fit. The focus on the cultural relevance of internal
affairs even at the recruitment stage will eventually enhance the attainment of broader

organizational objectives and, thus, improve performance.

The following figure exemplifies an optimal systematic and impartial selection procedure

that aligns with the organization's objectives and requirements.

Selection Process

Step 3 : Interview N\
/ Step 4: References

Step 2: Selection test and Background

checks

Step 1: Preliminary
Screening

Step 5 : Final
Decision

Figure 3 -Selection Process

Selection Methods and Techniques

When it comes to deciding what is the best selection method and techniques it is up to the
recruiter / selection board. The researcher would like to add that in their opinion it would
depend on the job positing at hand as for example a job positing for a manager would be suited
for an interview but in cases for example an IT engineer an interview would not showcase the
applicant’s full potential, a psychometric test would be more suited for the task. (Campion,
Palmer, & Campion, 1997) once stated that the utilization of selection methods is crucial to
identify and recruit individuals with the requisite skills and expertise, who also fit will with the

organisational culture. These methods in question are the following (Schmidt & Hunter, 1998):
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1. Screening procedure
2. Assessment techniques
3. Technology in Selection

4. Validity and Reliability in Selection Methods

Screening Procedure

The screen procedure is in other simplified words the vetting of all the applications
received for the job posting. Analysing every single application received to list down their
skills, qualifications, expertise, knowledge additional advantages and see if they align with the
job requirements. If they do the applicant moves on to the assessment portion of the selection
process. If the requirements are not met and the applicant is seen to not make a fit in the
organization, then they will be eliminated from the selection process (Schmidt & Hunter,

1998).

Assessment techniques

These assessment techniques are some of which can be used in the selection process to find
the best candidate for the post. As previously stated, not all company use these techniques,
some are more prone for the traditional and some are more intrinsic and do the necessary

research.

1. Interviews: - These are by far the most common and easy assessment technique used
by the majority of the organisations. This process invites the shortlisted applicants one
by one or in a group setting with the recruiter or board as to assess the said skills and
qualifications they mentioned and assess their abilities and behaviour cues in certain
workplace scenarios (Campion, Palmer, & Campion, 1997) & (Alderfer & McCord,

1970).
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2. Psychometric tests: - A psychometric test is normally an exam build of multiple-

choice questions where it helps the recruiter/board test the applicants numerical reason-

ing, verbal reasoning, indicative reasoning, diagrammatic reasoning, logical reasoning

and error check (Schmidt & Hunter, 1998). These tests are not so popular as interviews

as they are more time consuming, but it is for sure a more evidence-based approach

method due to the background research, internal research and employee to stakeholder

opinions as to the develop the psychometric test questions.

3. Assessment Centres: - Assessment centres are a more complex and time-consuming

selection method. These centres are a series of tests that can go from 2 hrs to 2 days.

The recruiter and or board use some of the following (or all) exercises in the assessment

centres to help with the final decision, which are the following: -

a.

b.

€.

Sales and Negotiation (Role play)
Business stimulation

Group Discussion

Written exams

Presentations

This selection tool is very effective but is almost never used due to the time-consuming

affects and if the vacancy that is posted needs to be urgently filled this method is most

probably the last thing to be chosen (Schmitt & Coyle, 1976).

Technology in Selection

In this area, considerable growth has been observed in the usage of technology and Al.

There are several applications for predictive analytics that help streamline the process and give

way to final decisions with numerical and informational criteria (Ryan & Tippins, 2004). These

technologies enable fast screening and evaluation of applicants to allow a more objective, data-

driven methodology. An online email system and online application platforms have facilitated
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the process of screening, making it much faster with fewer chances of misplaced applications

(Ryan & Tippins, 2004).
Validity and Reliability of Selection Tools

1. Validity: Refers to how accurately a selection tool measures the attribute it intends to
assess. Content validity ensures that selection procedures measure work-related infor-
mation, while criterion-related validity predicts job performance based on candidates'
scores (Iddekinge & Ployhart, 2008).

2. Reliability: Refers to the consistency and precision of selection tools when used re-

peatedly (Sackett & Lievens, 2007).

To conclude an efficient selection procedure, incorporate various methodologies and strat-
egies to thoroughly assess candidates, allowing organizations to make well-informed recruiting

decisions aligned with job requirements and organizational culture.

Historical Overview of Recruitment and Selection Practices

Evolution of Recruitment and Selection methods

The field of recruitment research has a longstanding history of more than four decades.
Initial studies primarily examined organisational factors and the process by which employers
choose candidates from a group of job seekers (Alderfer & McCord, 1970). Insufficient con-
sideration was paid to the impact of the organisational recruiting and selection process on job
preferences (Trevor Yu & Cable, 2014). Only a limited number of research have investigated
the factors that influence job seekers' decision-making process while choosing a job (Derous
& Fruyt, 2016). These studies have mostly focused on job and organisational characteristics,
while neglecting variables related to the recruiting process. Guion's work, "The Handbook of

Industrial and Organisational Psychology," (Trevor Yu & Cable, 2014) emphasised the im-
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portance and profitability of employee recruiting compared to staff selection, specifically high-
lighting the shortness of the recruitment portion. Over time, other features have emerged, in-

cluding diversity recruiting, talent raiding, and internet recruiting.
Recruitment & Selection (Pre — 1980)

Before 1980, most of the research primarily examined the responses of job applicants
towards recruiters, employment interviews, or both (Trevor Yu & Cable, 2014). Overall, mul-
tiple sources (Alderfer & McCord, 1970), (Schmitt & Coyle, 1976) & (llgen & Seely, 1974),
indicated that recruiters likely had a significant role in decision-making. Upon analysing the
supplied data, it becomes apparent that throughout this period, the adherence to the four evi-
dence-based pillars was lacking. It is evident that the sole significance was attributed exclu-
sively to the recruiter and their viewpoint. Based on the available information, it appears that
the recruiter was not primarily concerned with the candidate’s history or qualifications (Ilgen
& Seely, 1974). Instead, their focus was on the candidate's ability to work and their availability
for immediate replacement or else to find someone who is quick at learning as to be able to
manage the new expansion of the increased workload (Alderfer & McCord, 1970). The traits
of the recruiter were strongly correlated with the likelihood that candidates would accept a job
offer, as indicated by the applicants themselves (llgen & Seely, 1974) (Nhatphaphat,
Wangthong, & Suksanchananun, 2023). Interviews would base their decision mostly upon see-
ing the individual, if the individual provided an excited energy to work, was available imme-
diately and was a quick learner, it was unnecessary to look at previous experience they will
base their sole decision from the first meeting (Trevor Yu & Cable, 2014).

Regarding the characteristics of recruiters, it was found that the perceived personality
and knowledge of the recruiter were more significant than their demographics, such as age,

ethnicity, or gender (Trevor Yu & Cable, 2014). Another first discovery indicated the potential
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significance of promptly contacting candidates and conducting additional follow-ups, even af-
ter they have accepted a job offer but have not yet commenced employment. A prominent
limitation before to 1950 was the occurrence of newly appointed individuals entering the work-
force and expressing a sense of being misled about the true conditions and expectations of their
workplace (Alderfer & McCord, 1970) (Trevor Yu & Cable, 2014). These recruiting and se-
lection processes may result in increased turnover rates, as individuals may perceive them-
selves as unfit for the position and choose to quit within the initial months (llgen & Seely,
1974). Hence, doing post-selection follow-up and thorough analysis is crucial to avoid resource
wastage and the need to initiate a new search for candidates (Alderfer & McCord, 1970).

There were several positive and negatives in that era as one may see from the below

table:-
Advantages Limitations
Quick to find new recruits. The recruit chosen may not have been the
right choice (due to not a very through
selection decision) (Nhatphaphat,
Wangthong, & Suksanchananun, 2023)
Quick decision for selection Waste of resources (Due to high employee

turnover) ( Upadhyay & Khandelwal, 2018)

Only thing that is needed is recruiters’ | Possible Destruction in the workforce (if the
opinion new recruit is not matched with the current

workplace culture)

Normally not a lot was expected from

recruits just a good attitude to work.

Table 1 - Advantages & Limitations
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Recruitment & Selection (The 1980s)

Compared to the previous decade, in the 1980s there was a leap in recruitment research.

Whereas various recruitment strategies were indeed investigated, the majority of studies

focused on one of three topical themes, namely:
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1. The Recruiters: - During the 1980s, the research mainly centred on the effects

produced by the recruiters upon the perception and also the decision-making done by
the job candidates. Many aspects were focused upon for this very purpose that included
demographics, personality characteristics as well as job-related experience. The
Methods of Research associated with one of these three dependent variables chiefly
proved to be radically different in nature (Harn & Thornton, 1985). For instance,
recruiters were studied mainly through applicant questionnaire which were filled out
immediately after the initial interviews, while recruitment sources studies tended to
conduct post analysis of employee tenure from company personnel files (Harn &
Thornton, 1985). The findings showed that qualities of recruiters had a moderate impact
on perceptions, even though this impact became insignificant with time. The most
important attribute was the recruiter's influence. While methods had proliferated in
quantity and improved in quality, some methodological limitations did persist. The
effects of recruiter's behaviour that occurred initially did not substantially influence
important recruiting outcomes like job choice itself.

Recruitment sources: - A study of the effects of using alternative methods of obtaining
applicants, such as employee referrals and employment agencies, experienced a steep
increase in the 1980s. Research in this area was spurred by earlier findings that
employee referrals are often superior to other sources in generating workers who remain
with the organization longer. Previous research has suggested that a relationship exists

between the extent to which an employee is involved and asked for his or her input as
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part of the recruitment process and higher reduced turnover rates, better employee
attitudes, better performance of the company and better attendance (Harn & Thornton,
1985). However, there is at present no affirmative evidence from hypothesis testing to
confirm a significant relationship (Trevor Yu & Cable, 2014).

Published Job Display: - Realistic job previews were the largest area of recruiting
study during the 1980s. Employers commonly seek to present their organisation in the
best possible light to prospective applicants. Due to this, applicants often have inflated
expectations for the jobs to which they apply. The researchers, therefore, hypothesized
that "such exaggerated expectations may have negative post-employment outcomes
such as lower employee satisfaction and higher quit rates." For such to occur, two
concepts were developed to try and explain the issue. These are the self-selection and
early adjustment concepts. The self-selection hypotheses suggest that when given a
more realistic information, poor fits for an organization will withdraw themselves from
applying to the organization. In contrast, early adjustment hypotheses focus on how
explicit job descriptions influence the performance of candidates on their jobs after
hiring. Many causes were investigated for this association, including the fact that better
predictions of work-related problems, a tendency to make stronger commitments to
people giving more accurate information, and a lower likelihood of becoming
dissatisfied due to a correspondence between job experience with expectations. Overall,
while recruiting researchers in the 1990s began to pay more concentration on the
organizational level of analysis (Harn & Thornton, 1985), studies largely failed to show
relationships between organizational recruitment practices and organizational outcomes

(Trevor Yu & Cable, 2014).



Recruitment & Selection (Current Years)

Human resource management has passed through several unique periods, each
characterized by certain goals and aims. The staffing and selection process has proved to be
among the most important that a business undergoes. These stands based on identifying people
with the required knowledge, skills, and abilities within the setting, as indicated by ( Upadhyay
& Khandelwal, 2018). Human resources are one of the major elements on which organizational

success depends, together with competitive and strategic advantages.

Organizations look for people showing the competencies, capabilities, skills,
motivation, utilization, and knowledge resources that impact the outcome of corporate desired
outputs such as growth and sustainability (Nhatphaphat, Wangthong, & Suksanchananun,
2023) & (Trevor Yu & Cable, 2014). The recruitment and selection strategy of an organization
and or company are examined in developing the strategic recruitment planning. This involves
designing a recruitment system both internally and externally, developing a selection system,
and identifying appropriate means of selection that are accurate, reliable, not too costly, and

easy to use.

Human resource management shifted the competency-based recruitment and selection
process from personal attributes, integrating digital platforms into the activities. This
integration has hit the recruitment and selection process with a big band, and currently it is the

only way for the organizations to stay competitive in the turbulent times in human resources.

Organizations seek, in modern life, to attract the best persons as an added value to their
teams and building blocks towards sustaining an advantage over the competitors. Such talent
would be chased by socially responsible innovative and digital businesses; hence, increasing
the visibility of the firm to the public. Increased status within organisations also contributes to

improved performance, hence attracting attention and collaboration from educational
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institutions to undertake research projects, internship, business model contests, and social
initiatives. Organizations will need to attract this new generation; therefore, they will need to
change the way they recruit and select individuals in order for them to be more appropriate for

motives, expectations, and ways of communicating typical of this generation.

Other integration strategies are related to human resource management: payoffs, job
assessment, job design, and communication channels. The new generation should have direct
and clear expectations from job design with respect to work-life balance, flexible work
arrangements, dress codes, open communication, welcome for diverse thinking, and unlimited
learning opportunities. (Nhatphaphat, Wangthong, & Suksanchananun, 2023). As a job coach
also allows the generation to speak their minds, drive innovation, and give timely feedback to
their subordinates. Publicizing a job vacancy or advertisement is a significant modern human

resource practice ( Upadhyay & Khandelwal, 2018).

By creating strategies while collaborating with organisations in different sectors, the
companies can create opportunities for recruitment and retention more ingeniously. According
to the study of Lady Bee, 2019, work is very critical in the present generation as it
communicates organisational culture to the public for attracting the right type of candidates for
vacancy announcements. Therefore, the use of digital technologies in recruitment and
employee selection has become necessary. e-Recruitment and social networks would allow the

organization to be visible for a large pool of candidates.

The use of chatbots in large organizations with numerous job vacancies eases the
burden of information provision and inquiries from applicants (Nhatphaphat, Wangthong, &
Suksanchananun, 2023). Data management systems enable the output of accurate and accurate
data; these types of data are important for making conclusive decisions. These tools offer

analytics and strategic plans toward future recruitment and selection processes. In summary,
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digital technologies have adopted a more updated recruitment and selection process is

necessary to retain the sought-after talent pool in the current day and age.

Real life Examples through Evidence Based Practices

There are several companies that have gone through the process of evolution in their
recruitment and selection process but who have also adopted Evidence-based management
practices. Companies that have published researched and which have used EBM are the

following: -

1. Google
2. Deloitte
3. Unilever

4, Amazon

Google

Evidence-based techniques, such as structured interviews and work sample
assessments, employed in the recruitment and selection process at Google, can reduce biases
and better predict future work performance. Fairness and objectivity are ensured through
structured inter-views as they evaluate relevant talents, such as problem-solving abilities. Work
sample exams are critical for assessing certain critical skills and competencies for the position.
Google pulls in a range of data from the candidate selection process: candidate responses,
interview performance, and historical data regarding previous hires. The company collates this
information to determine which aspects of the recruiting process are most predictive of future

performance.

Such biases and a lack of diversity in their recruitment processes are solved by Google's
data-driven approach. The structured methodologies utilize objective data, thereby diminishing

the impact of unconscious bias brought about by subjective decision-making. Furthermore, if
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some groups consistently receive poorer scores, inquiries are made to pinpoint problems and
correct them at the root level. Google has integrated advanced analytics and Al into the
recruitment process, screening applicants' resumes based on past records of good performers
and using predictive analytics to forecast applicants' future job performance in specific job

titles.

Deloitte

Deloitte uses behaviour panel interviews as a tool in predicting the potential job
performance through past behaviour study of the applicant (Lievens & Chapman, 2010). These
interviews involve questions, where the candidate is asked to describe specific situations that
best demonstrate how they applied certain skills and competencies related to the job opening.
This method is predicated on the premise that historical behaviour accurately predicts future
performance. The applicants' responses would be assessed by the interviewer using the STAR
technique, which stands for Situation, Task, Action, and Result. This method offers a
standardized and uniform assessment of the application, according to (Lievens & Chapman,

2010).

SJT is a psychological test that assesses the desirable alternatives that the applicant
would select when considering various situations. Situational Judgement Test Deloitte
considers through the applicant's performance in terms of their suitability to job scenarios. The
test is defined by its mode of administrating the responding applicants with some kind of
situation and asking the applicant to choose from amongst a set of courses of actions from
possible option scale. The Situational Judgement Tests are laboriously designed based on the
job analysis and validation studies, to confirm their exact potential in predicting performance
in the workplace. The tests shall assess candidates' ability to solve problems, make effective

decisions, and maintain a healthy relationship with people in the workplace.
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Unilever

Unilever designed gamification in its recruitment process through its online strategy.
Candidates play games on the Web that gauge cognitive, emotional, and social traits; the design
of these games is informed by psychological research, and the result for each candidate is a
data-driven profile in detail. These gamified exams are far more engaging, and with them,
Unilever attracted a far more diverse range of candidates, yet it could still ensure the scientific

rigor of evaluations, thus being able to predict job performance more accurately.

Unilever has started using Al to analyse video interviews. The candidates respond to
pre-set questions, and the Al program evaluates many factors of speech patterns, body
language, and facial expressions of the candidate. This Al-based research removes human
judgment biases and presents a very objective analysis for every candidate (Chamorro-
Premuzic, Winsborough, Sherman, & Hogan, 2016). Subsequently, the assessment process will
be rendered impartial and appropriate by artificial intelligence, thereby supporting Unilever's
endeavour to broaden its diversity and incorporate individuals from all backgrounds. In
accordance with (Chamorro-Premuzic, Winsborough, Sherman, & Hogan, 2016), this is the

Ccase.

Amazon

The main purpose of Amazon's behavioural interviews is based on its core principles
of leadership (Levashina, Hartwell, Morgenson, & Campion, 2014). It requests candidates to
give examples of past behaviour in relation to these principles, for instance, "Customer
Obsession™ and "Deliver Results." This makes use of the underpinning idea of past behaviour
serving as the best predictor of future behaviour. The interviewers follow a structured process

to ensure standardization and fairness when evaluating candidates (Taylor & Small, 2002).
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Predictive analytics at Amazon can be used to fine-tune the company's hiring process.
Amazon analyses a wide range of information from previous hiring cycles to find patterns and
signals that correlate with better performance and long-term success at the company. By taking
data-based decisions, Amazon can hire more informed and regularly improve its selection

process.
Similarities

In fact, Deloitte, Unilever, Amazon, and Google appear to be practicing similar
methods of recruitment and selection. Their use of evidence-based approaches shows their
commitment in that respect. In fact, structured interviews, behavioural assessments, state-of-
the-art technology and Al, emphasis on predictive validity, attempts at reducing biases,
organization-wide guiding principles, thorough candidate evaluation, and continuous
improvement using data analytics are all part of the practice list of Deloitte, Unilever, Amazon,
and Google (lddekinge & Ployhart, 2008). Structured interviews ensure fairness and

consistency in applicant evaluation, while a behavioural assessment determines how a person

will perform in a job based on his or her past behaviour.

Unilever and Amazon make heavy use of technology and Al in their recruitment
process. They make use of online gamification, as well as Al analysis of video interviews in
order to create a data-driven profile of potential candidates. Amazon makes use of predictive
analytics to identify patterns in large data sets while Google relies on data-based decision-

making to enhance their recruitment process.

Predictive validity is therefore highlighted by all four companies as they adopt valid
methods to forecast job performance equitably. They even reduce bias on various fronts
through the adoption of structured interviews, standard grading, and data-based procedures

thus (Schmidt & Hunter, 1998).
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Amazon uses its leadership principles during hiring whereas Google checks whether
their candidates will work well within their innovative and team-oriented culture based on work

sample tests and structured interviews (Campion, Palmer, & Campion, 1997).

These companies screen candidates very closely, where many of the candidate's
competencies and eligibility to the position are gauged closely. From here, through data
analysis, best practices can be identified, and necessary adjustments made to achieve further

improvement in those areas.

Deloitte, Unilever, Amazon, and Google are similar to one another regarding
recruitment and selection processes by commitment to evidence-based practices and strategic
methods of recruiting and selecting talent. The companies assure, by the use of such methods,
enhancement in regard to the ability of making informed decisions about recruitment while

increasing overall performance and competitive advantage.

Differences

1. Deloitte focuses on behavioural interviews and situational judgment tests, giving much
importance to a structured approach to explore past actions and hypothetical situations.

2. Unilever is unique for their innovative uses of digital tools, from gamification to Al
video interview analysis, to create an engaging yet empirically robust assessment
process.

3. Amazon uses a mix of traditional behavioural interviews along with strong predictive
analytics to pick up vital signals of success. In addition, they include their leadership
principles as part of the selection process also (Taylor & Small, 2002)

4. Google is also famous for using the rigors of structured interviews and work sample
assessments and in-depth data analysis to refine and fine tune its hiring practices on a

continuous basis (Campion, Palmer, & Campion, 1997).
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In fact, Deloitte, Unilever, Amazon, and Google adopt this process of evidence-based
recruiting and selection. However, the businesses used different methodologies and applied
unique concepts particularly to their individual organisational culture and goals. For instance,
Deloitte and Amazon focus on formal interviews and behavioural-based assessments. On the
other hand, Unilever uses digital methods that are leading-edge. Google applies long statistical
data analysis with work sample testing. These differences also outline the various ways in
which different companies employ to uplift their recruiting and selection processes, which

ultimately develop into the success of attracting and retaining highly qualified people.

Theoretical Frameworks and Models

HR departments are at hand of many theoretical frameworks and models. These
frameworks and models can be interpreted as model guides as to be able to predict how affect
the recruitment and selection processes are. The table below will represent some of the main

key theories and models known specifically for recruitment and selection:

Name of Theory /Key Model Inventor
1. Human Capital Theory Gary S. Becker
2. Person-Environment Fit Theory Amy Kristof -Brown, Robert D. Zimmerman,

and Erin C. Johnson

3. Resource-Based View Jay Barney
4. Attraction-Selection-Attrition Benjamin Schneider
Framework
5. Signalling Theory Michael Spence
6. Social Exchange Theory Peter M. Blau
7. Equity Theory John Stacey Adams
8. Competency-Based Models Michael A. Campion, Alexis A. Fink, Brian J.
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Ruggeberg, Linda Carr, Gina M. Phillips, and

Ronald B. Odman

9. Behavioural Consistency Model Tim Janz

10. Motivational Fit Theory Amy Kristof Brown

Table 2 - Recruitment & Selection Theories /Models

Gary S. Becker's Human Capital Theory

A broad concept, human capital describes the abilities, knowledge, skills, and physical
health that enhance an individual's productivity through better performance at work. It is
because human capital increases workers' productivity just like physical capital and like
technology instruments boosts production. As (Becker G. S., 1962) says, the theory of human
capital is highly usable for companies. It identifies the skills as well as characteristics of all
candidates for the purpose of determining the overall useful rate that a company can realize
through the selection of a candidate. Employers will invest more resources in candidates that
are highly qualified with a need to further their training and education for the purpose of
improving the general reputation of the company among members of the public. The major

gain for Employers and Individuals would be shared in the following:

Individuals: Investment in human capital, i.e., education and skills building may result
in better career options and increased lifetime earnings. According to the study, individuals
would work towards maximizing their lifelong earnings by investing in education and thereby

gathering skills at the initial stages of their respective working careers (Becker S. G., 1994).

Employers: Providing resources for personnel training and development can result in
high returns to the employers. An organisation can be more effective, innovative, and

competitive due to skilled staff. Due to this reason, several organisations offer training
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programs, tuition reimbursement, and professional development opportunities are provided by

an organisation (Becker S. G., 1994).

Employers utilize recruitment and selection methods to uncover and attract workers in
possession of large volumes of human capital. Selection entails examination of a candidate's
educational background, work experience as well as abilities or skills through interview
techniques, resume screening as well as through skill assessment tests. Formal education and
training are often regarded as a signal of human capital (Becker G. S., 1962). On-the-job
training and work experience are also considered important components of human capital and
persons with appropriate work experience are preferred over others. Organizations may

develop the human capital of the employees by investing in them.

Critics say that Human Capital Theory puts more emphasis on formal education, and
thus reduces the worth of informal learning and experience-based knowledge. And this
inequality in access to education can further cause poverty and inequality (Becker S. G., 1994).
Measuring the value of human capital is just as challenging because it is intangible and hard to
quantify. Human capital cannot do without such ingredients as leadership, interpersonal skills,
and creativity, yet they are sometimes ignored. It is for this reason that such issues should be
addressed to promote better development of human capital. This theory states that those with
low schooling and no previous experience has major difficulties finding jobs which in turn
reduces the number of opportunities available to the workers. They are known to be hard
working as it seems this is a result of their desire to be successful in whichever field they end
up in (Becker G. S., 1962). They have a high need for knowledge acquisition and personal
growth. They are also inherently creative. However, they are never given the chance by the
employers, putting this theory into consideration, because they have no qualifications or

experience whatsoever.
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Amy Kristof Brown's Motivational Fit Theory

The Motivational Fit Theory states that internal and external variables that motivate
individuals affect performance and work satisfaction. It advocates that individuals need to
choose occupations that match their motivational preferences. Such motivational preferences
include autonomy and creativity amongst many others. The congruence between the
organization's ethos and principles with that of an individual's motivational preferences has
also been taken into account. The result of correspondence between one's motivational needs
and those of a job is increased levels of job satisfaction, commitment towards the organisation
along with job performance. It is important that employers consider the in-depth infrastructure
of the organization when hiring new employees. Find out what motivates the current employees
to stay with the company, find out what can be added, and see whether they are a mutual interest
among other employees, too. This theory, when not taken for granted, leads to a more contented
working atmosphere, reduced attrition of employees, and increased rapid and tranquil

production of work.

These recruiting and selection methods can thus implement the concept through
techniques like behavioural interviews, culture fit, and work previews. Employers can also
create innovative recruiting strategies that attract candidates whose motivations are closely

aligned with the special incentives and opportunities offered by an organization and a job.

Effective onboarding processes can further enhance both onboarding and retention by
reinforcing the congruence between individual objectives and work rewards. Salary
advancement and employment progression are among the most prevalent motivational factors
in employees (Carless, 2005). Similarly, ongoing alignment initiatives may also enhance staff

retention and engagement.
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Yet, over time, it has encountered numerous challenges and shortcomings including
subjective perception judgments, fluctuating motivation dynamics, and missing focus on other
causes that actually shift work satisfaction and performance (Kristof, 2006). Lastly,
Motivational Fit Theory provides an overview on how organisations could maximize job
satisfaction, commitment, and performance by matching organisational values and work

characteristics with motivational preferences of people (Carless, 2005).

In this study, the researcher bases the investigation on two theories that are Motivational
Fit Theory and Human Capital Theory. The Motivational Fit Theory emphasizes the need for
matching incentives of an individual with the job and culture of the organization to ensure
increased job satisfaction and performance that better meet today's contemporary dynamics at
work. It allows a more holistic evaluation of applicants beyond their qualifications and
capabilities with intrinsic and extrinsic motivators. The Human Capital Theory considers man
to be an investment; hence, organizations must investigate the long-term benefits of employee
education, training, and development (Becker S. G., 1994). It underlines that a major part of
skills, knowledge, and expertise is indispensable to economic performance and thus allows a
means of appraisal of the economic value of the skills and knowledge of employees in
quantifiable terms. This involves the rationale for the research that minimized any chances of
biased selections and hence found for the company the best candidate who may help enhance
organizational performance in terms of various variables. By incorporating these ideas, a well-
rounded recruitment and selection process is developed to ensure the delivery of skilled and
competent workers, along with the motivation and focus needed to work toward meeting

organizational goals.

This integration tends to increase the accuracy in sustaining the predictability of
applicants' tenure and performance in a job opening, as cited by (Carless, 2005). If strategically

implemented, these concepts can lead to a competitive advantage for organisations in the
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making of a stable, creative, and productive group. Therefore, different selection instruments
and assessment techniques could be developed based on the evaluation of human capital and
motivational fit components. Knowledge from these concepts can be utilized in designing
training and development programs which target specifically enhance work satisfaction and
skills. Such dual focus, therefore, enables workforce strategic planning to occur by which
employees are retained and expansion of the organisation continues unabated. The theories
give the useful perspectives that ensure competent and motivated individuals are selected,
which further enhance more organisational successful performances. These theories will be
incorporated into the data collection, as they will form part of both questionnaires and interview

questions, thus allowing for their full application.

Legal and Ethical Considerations

The processes of recruitment and selection have to be influenced by a number of legal
and ethical issues to ensure, equity, objective, and respect for the law and norms of society.
Compliance and clarification to two factors which are very important for organizations in

avoiding legal liabilities as well as ensuring an appropriate and levelled up recruitment.

Equal Work Opportunity Act has been created to reassure and help each and every
individual in regards to their right and opportunity to work, free of all and any form of
discrimination. Employment and Industrial Relations Act, which is acronym for EIRA, is the
department which enforces lays in regard to peoples working rights. It talks about the basic
rights and obligations in a job situation as well as creates a blanket approach for fairness and

equality in the work environment.

Consequently, the EIRA provides protection to employees from employment
discrimination based on any of the following categories: sex, marital status, gender identity,

sexual orientation, age, disability, religion or belief, race or ethnic origin, and union
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membership among other (Krieger, 2004). This includes recruitment, terms and conditions of
employment, internal promotion, employee training/development and autotomizing cessation

of employment.

There is a core principle of the Gender Equality for Men and Women Act, namely the
abolition of any discrimination on the grounds of sex or family responsibilities, religion,
orientation etc. To comply with Maltese EEO principles and regulations, organisations should
implement the following effective policies: establish clear policies and procedures, provide
adequate training and education, adopt inclusive recruitment strategies, ensure reasonable
accommodations, conduct monitoring and reporting, and engage in genuine collaboration with

the NCPE.

Ethical Concerns in Recruitment and Selection

Principles and standards of "EEO™" or Ethical Employment Opportunity have become
integral to the recruiting and selection process. Employers must guarantee that the hiring
process is transparent, equitable, and truthful. The primary ethical issues include the idea of
truthfulness, confidentiality, non-discrimination, the dignity of applicants, and conflicts of
interest. To meet these criteria, organisations must implement explicit policies and procedures,
conduct regular training sessions, utilise standardised practices, employ diverse hiring panels,
perform routine audits and assessments, create job descriptions that encompass all types of
individuals, ensure accessibility for applicants with disabilities, offer constructive feedback,

and incorporate equal opportunity messages in job advertisements and on company websites.

The proposed solutions will assist organisations in comprehending and enhancing their
capabilities to address these difficulties while mitigating prejudice, therefore facilitating a more
comprehensive approach to applicant selection. Regular audits and reviews might facilitate the

identification of vulnerabilities requiring repair and ensure adherence to established best
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practices consistently. It involves creating inclusive job descriptions, accommodating

disabilities, maintaining open and honest communication, and including Equal Opportunity

Statements in job advertisements and company websites. These activities will enhance the

applicant's experience while upholding ethical standards.

Best Practices for Compliance

In the recruitment and selection process specifically when it comes to legal and ethical

standards it would be beneficial to implement the following recommended methods:
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1. Explicitly delineate policies and procedures: - Establish rigorous recruiting and

selection protocols based on the tenets of Equal Employment Opportunity law and
ethical standards. Ensure that these rules are well written and effectively conveyed to
recruiting managers and HR personnel (Hoque & Noon, 2004).

Training and Education: - It would be beneficial to constantly promote, and host
training programs related to these topics (legal obligations/ ethical standards etc..) as to
promote knowledge to the hiring managers and HR personal to implement the best
practices when it comes to recruitment and selection. For example, the public service
already implements and create awareness with the constant training and development
programs.

Standardized Processes: - Implement standardized recruiting and selection protocols
to guarantee consistency and fairness. This includes the use of organised interviews,
established assessment methodologies, and explicit evaluation criteria.

Utilise varied hiring panels to mitigate prejudice and provide a broader viewpoint in
selecting processes. The use of varied panels may provide application assessments
equitable and representative.

Routine Audits and Evaluations: Routine audits and evaluations of recruitment and

selection processes must be conducted to verify compliance with legal standards and



ethical practices. This may identify shortcomings for improvement and assist in
upholding standards using the most suitable methods.

6. Formulate inclusive job descriptions devoid of biased language: - Provide a succinct
overview of the primary duties associated with the role and the necessary qualifications,
excluding any restrictive criteria that may exclude certain candidates.

7. Disability Inclusion: - Ensure recruiting is accessible to applicants with impairments.
For example, the public service commission offer all applicants who have a disability
card to fill out a reasonable accommodation form for any means that they require during
the interview process or during the selection process noted by (Zwan & Beer, 2021).

8. Feedback and Communication: - Feedback to all people who apply should be given
for both good applicant and applicants who were not successful. This helps as it reduces

complaints or allegations of unfair treatment during the whole process.

Recruitment & Selection in the Public Service

The Maltese public sector is managed in terms of its recruitment and selection by means
of particular legislation and rules, ensuring that this process is appropriate, effective,
transparent, and free from bias, with merit as the driving principle. The processes are uniquely
tailored to attract and sustain a capable and various workforce for satisfactory service delivery
to the public (Taylor & Collins, 2000). The following is a comprehensive examination of the
management of Maltese public sector organizations regarding the recruitment and selection

Process.

Legal Framework and Principles

The central framework of legislation regulating employment within the public service

in Malta is the Public Administration Act. The text provides the fundamental principles of
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public administration, besides setting up a framework for the procedure to be followed in iden-
tifying and attracting persons to fill certain posts within the public service. In the meritocratic
system, candidates are being rewarded on a solely merit basis that is to say, the fittest people
get selected for the job. The recruitment process must not be hidden and ambiguous; it should
rather be made in a manner so that all steps and requirements would be mentioned and known.
The process can ensure that all categories of individuals can be employed on an equal footing,

and partiality for special groups does not occur.

Employment and Industrial Relations Act (EIRA)

It applies the PAA through which it can involve people in the employment process,
such as recruitment and selection, without violating the wider employment legislation on non-
discrimination and equal opportunities. This set of regulations prohibits any injustices commit-
ted towards an individual's group categories such as racial, gender, age, religion, and even
physical status. This serves to minimize disparities within the different procedures followed in

the public service when it comes to recruitment.

Recruitment Procedure

The recruiting process in the Maltese public sector is often made up of the following stages:

1. Job Analysis and Description: - Before embarking on the process of recruiting, a com-
prehensive job analysis is performed to highlight with clarity the duties, necessary cre-
dentials, and competences associated with the position. A job description containing all
the relevant information ensues. It is at this stage associated with Human Capital The-
ory, in which the technical skills and qualifications needed for the job are clearly de-
fined, and Motivational Fit Theory, which specifies motivational attributes matching
those called for by the organizational culture. There are instances where there are some

downfalls as for example Managerial positions have their job descriptions updated in a
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generic way as to attract more people to apply but sometimes this can be controversial
since there is not a job description to each specific manager position in the public ser-

vice.

. Job Advertisement: - The number of vacancies requires an official announcement on

the website of the PSC, government websites, and public notification. The idea here is
to reach a wide audience in hopes of getting a diverse pool of applicants. This strategy
reflects on Human Capital Theory, whereby skilled people within a large group can be
captured. The Motivational Fit Theory is also encompassing as helps it ensures the ad-
vertisement appeals to the motivations of the candidates for the job and organizational

culture.

. Application Process: - The application process is done on official forms, which can be

made available online. The application process contains all supporting evidence, in-
cluding educational credentials, job experience records, and any other relevant qualifi-

cations.

Selection Process

Selection must be done through due process and in such a way as to be fair and open to all

candidates in respect of their qualifications, experience, and competence.
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1. Screening and Shortlisting: - Applications are screened carefully in order to check

whether the applicants fit with the minimum eligibility criteria. Shortlisted candidates
are those who come closest to the job requirements. This now aligns both with Human
Capital Theory, which checks for technical competencies and qualifications, and Moti-
vational Fit Theory, which checks for key motivators which align with the Ministry's

overall goals.



2. Testing and Evaluation: - Applicants can be made to undergo various forms of testing,
which can comprise the following: (Taylor & Small, 2002):

a. Written tests are carried out to evaluate the candidate's knowledge and skills
about work knowledge and skills. (Human Capital Theory). These are more per-
formed in higher up positions.

b. Practical tests can be carried out for areas that involve specialized technical
work. (Human Capital Theory). These are more performed in higher up posi-
tions.

c. Psychometric tests are employed in judging cognitive abilities as well as per-
sonality attributes. (Motivational Fit Theory). These are more adopted in higher
up positions.

3. Company Interviews:- Standardized interviews are conducted by a selection board
comprising officials from the PSC and other governmental ministries. This maintains
fairness and uniformity. In addition, the boards comprise one public officer and two
retired officers who specialize in the field to reduce bias conclusions. The board cannot
be made up of men or all women; in order to prevent petitions from applicants, both
genders must be represented. In this step, Human Capital Theory will be incorporated
by taking into consideration the technical knowledge of the candidate and Motivational
Fit Theory since there will be an assessment of just how well a candidates’ motivation
will fit with the Ministry's values.

4. Grading and Hierarchical Assessment:- A screening to evaluate the performance of
the candidates is applied. In other terms it is called a merit list, which is prepared as to
list applicants according to their scores. This ranking practice harmonizes principles of
both theories since the merit order will be processed based on technical capability and

motivational fit.



5. Selection and Appointment: - Candidates on the priority list are picked for the posi-
tion, and a formal employment offer is sent to them. Appointments must be scheduled
in line with the current number of vacancies. The candidates are contacted based on
their ranking priority. All results published possess an expiry date ranging from one to
two years. If another vacancy occurs within that period, candidates will be contacted
for the job offer, once all applicants from the original results have been notified. subse-
quently, the ministry is permitted to issue the same call to ensure no one from the merit

list is overlooked.

Legal and Ethical Considerations within the Public Service

Recruitment in the Maltese public sector should be subjected to the EEO principles of
no discrimination on racial, gender, age, religious, disability, and other grounds of protected
attributes. Additionally, the process of recruiting and selection should observe the principles of
transparency and accountability through detailed recording and justification of all decisions
taken. Applicants will have full right to protest decisions through petitioning the PSC if they

feel that the whole procedure was biased.

Selection based on merit is thus a prerequisite since it allows the selection of candidates
according to their abilities, credentials, and performance during the selection process. The strict
adherence to merit principles stated will help the theory of Human Capital and Motivational
Fit, respectively, in ensuring that candidates are selected on the basis of a combination of their

skills and motivational alignment to the organization.

Optimum ways of securing compliance with regulations and standards make clear and
unmistakable rules and procedures: Establish appropriate recruitment and selection procedures

in line with the Laws of Malta.

1. Such policies must be fully documented and communicated properly to all concerned.
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2. Provide periodic training to all employees involved in the recruitment and selection
process in order to maintain their level of knowledge regarding legal requirements,
ethical considerations, and best practice methodologies. In this way, the evaluators will
be aware of the Human Capital Theory and Motivational Fit theory and how they should
be implemented in practice.

3. Utilize standardized and systematic methods of selection to ensure fairness and
consistency: it ensures that criteria non-discriminatory in nature are used for filtering
out applicants lacking qualifications for the job on offer, interviewing candidates, and
making decisions.

4. The composition of the selection panels should hold a variety of individuals with
diverse backgrounds and experiences to minimize predisposition towards biased biases,
ensuring that a wider perspective shall be given to reviewing candidates. This would
help in considering a balanced application of Human Capital and Motivational Fit
theories.

5. Conduct routine audits and reviews to confirm that recruiting and selection methods are
performed within legal and ethical guidelines. Implement improvements based on audit

findings and applicant/stakeholder feedback.

The Influence of Recruitment and Selection in Organisational Performance

Success and performance of any organisation depend upon proper implementation of
recruitment and selection functions. Such procedures ensure that the right people are chosen
for the right jobs, hence improving productivity, raising employee satisfaction, and overall
organisational success. The following represents a critical analysis of how effective recruitment
and selection practices can be linked with performance outcomes and the manner in which
these contribute towards organizational performance (Schmidt & Hunter, 1998) & (Breaugh,

James A.;, 2008). In sum, the integration of Motivational Fit Theory and Human Capital Theory
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into their recruiting and selection procedures helps organisations to attract the best talent and
enhance productivity and efficiency, diminish turnover intent, and enhance employee morale
and engagement along with innovation and growth. This holistic approach ensures that an
organisation recruits not just the right competencies and qualification but the motivated and
attuned people matched with its culture and values, hence ensuring long-term success for the

organisation.

The Role of Effective Recruitment and Selection in Organisational Success

1. Attracting High Quality Talent: With the application of effective recruitment
strategies, organisations are guaranteed to attract a diverse population of high-quality
candidates (Breaugh, James A.;, 2008). An organisation may attract those with the
required talents and experience and cultural fit through the use of comprehensive job
descriptions, targeted advertising, as well as outreach programs (Taylor & Collins,
2000).

2. Increasing Efficiency and Productivity: Since very rigorous processes ensure that the
selection of appropriate candidates happens in making sure that the competencies
required for employees' positions, such congruence between the requirements of a
specific job and the individual capabilities of employees results in increased
productivity and operational efficiency since employees are able to carry out their
responsibilities effectively right from the beginning without wasting much time getting
familiar with things (Taylor & Collins, 2000).

3. Less Turnover Ratio: The chances of recruiting appropriate personnel for the
organisation are maximum when a search and selection process is comprehensive and
ideal in nature. Individuals are most likely to have better job satisfaction and lower
turnover ratios because they are willing to continue with an organization that meets

their career expectations and requirement of skill usage.
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4. Improvement in Employee Morale and Engagement: When an effective recruitment
and selection process is carried out and the employees are involved in the overall
process the culture and the values of the overall working environment are being
compromised. Employees and new recruits’ morale and performance are enhanced
when they are taking doo care of and involved in the company’s needs.

5. Innovation and Growth: Strategies for the mobilization of innovative manpower
include diversification of recruitment sources as several sources may attract applicants
who vary in their background and experiences, (Schmidt & Hunter, 1998). Diversity
drives innovation and hence a diverse team that brings different perspectives and ideas

will drive an organization in its development and competitiveness in the market.

Linking Performance Results to Recruitment/Selection Methods

Competency-Based Hiring the primary objective of the recruitment and selection based
on competency is to identify applicants who possess the precise competence, knowledge, and
skills required for the job vacancy posting. As indicated by researchers, hiring based on
competency can achieve improved job performance and reduced training costs because the

employees already have the necessary competencies (Breaugh, James A.;, 2008).

Utilising structured interviews and standardised assessments ensures applicants are
rated on an even and objective basis. Published research has stated that structured interviews
are far better than unstructured style, as they actually predict who will perform well and be
more successful on the job. Structured interviews applicants are more prepared and study well

on what they wish to say were unstructured and casual interviews are taken more lightly.

As Schmidt and Hunter note, the presence of psychometric tests in a selection process
offers valuable insights into the suitability of the candidate. Psychometric testing has been

related to better job performance and employee retention because such testing helps identify
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those individuals who are more probable to perform well in the position and fit the culture of

the organization.

Giving candidates RJPs at the time of recruitment allows setting very clear expectations
about the job and work environment. RJPs help minimize attrition and maximize job
satisfaction since those who accept the job are likely to have a good understanding of what the
job entails. Employee referral programs can therefore lead to more efficient recruitment by
leveraging the networks of the existing staff for the sourcing of the most suitable candidates.
In most cases, referred candidates tend to perform better on the job and also stay longer because

they understand the ethos and what is expected of them.

Their effective induction and thus laying a platform for success can only be assured
when the onboarding and training programmes are found to be well implemented (Taylor &
Collins, 2000). New entrants are given all necessary supports and facilities to deliver with their
assigned roles, for which improved employee performance, engagement, and retention are

reported by organisations with a good induction process (Schmidt & Hunter, 1998).

Conclusion of the Findings

Recruitment and selection are the foundations on which an organization's success
depends, the discipline of human resource management has undergone various changes with
time. It involves strategic recruitment planning by analysing the organization and business
strategy, making a recruitment system from internal and external sources, developing the
selection system, and choosing appropriate, accurate, reliable, cost-effective, and convenient

instruments for conducting the selection process.

The evolution of human resource management has shifted the focus from personal

attributes to competency-based approaches and integrated digital technologies in recruitment
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and selection. The transition has radically impacted the process of recruitment and selection
and brought about essential changes that have become imperative for organizations to survive

and prosper in the ever-changing realm of human resources.

Hence, the motivational drivers, expectations, and communication channels of the next
generation should be adopted by the organizations in the sphere of recruitment and selection.
In addition, incorporating HR strategies in areas like remuneration, work valuation, job design,
and communication channels relatively facilitates an improvement in recruitment and
retention. The design of jobs should focus on Work-Life Balance, modern office environment,
transparent communication, openness to different points of view, unlimited learning
opportunities, casual dress, and flexible working hours. E-recruitment and social networks have
become vital in terms of recruitment and selection, since they attracted a big number of
applicants and visibility. Systems of data management and chatbots will help in valid and
reliable data generation that is needed for efficient formulation of decisions. Companies such
as Amazon, Deloitte, Unilever, and Google use practices based on evidence that eliminate
biases and make correct predictions on the future performance of work. Selection and recruiting
mechanisms are therefore put in place to identify and recruit people with significant human
capital, including an assessment of their educational qualifications, professional background,
and professional skills. However, according to the critics, the aforementioned theories have a
too strong focus on formal education and underestimate other important factors such as
creativity, social capabilities, and leadership, together with undervaluing the informal learning

and experience knowledge.

Recruitment and selection in Malta shall, therefore, be guided by the rule of law and in
observance of prevailing laws and standards, free from bias and discrimination. Equal

employment opportunities are observed in Malta, with appropriate regulations, one of which is
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the Employment and Industrial Relations Act or EIRA, strictly prohibits various job

discriminations.

Equality for Men and Women Act will provide equality between men and women and
remove partialities based on familial obligations or sex. Persons with Disability - Employment
Act is an act that requires employers to reasonably accommodate and adapt jobs to
accommodate persons with disabilities to ensure equal opportunities in employment. The Equal
Treatment in Employment Regulations have their basis in the directives of the Europe-an Union
on non-discrimination and equal treatment. They do, however, go a step further to include new
factors defining non-discrimination: racial or ethnic origin, age, religion or belief, and sexual
orientation. The ethics surrounding recruitment and selection require this process to be open,
fair, and transparent. To this end, organizations have to take a number of steps to ensure clarity
and consistency of policies and procedures. These are through regular audits and testing,
standard procedures, panels of diverse membership, job descriptions guaranteeing fairness,
accessibility for candidates with a disability, feedback that is constructive, equal opportunity

advertisements of the job, and corporate website information.

Organizations should have policies and procedures that are specific, well-defined, and
communicated, supported by training and education. They should also engage in consistent
hiring and selection processes, use diverse hiring committees, and conduct periodic
audits/assessments. To stay in line with all the policies and procedures is composing non-

discriminatory job descriptions and making sure to accommodate all people.

Recruitment and selection within the Maltese Public Service are guided by law and
regulations that should ensure a transparent, and an overall merit-based process for
appointments. The legal framework in Malta for public service employment is dominated by

the Public Administration Act, which provides a guarantee for meritocracy, transparency, and
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equal opportunity. The EIRA works alongside the PAA to ensure that all activities related to
employment, such as recruitment and selection, adhere to greater employment legislation,

especially in areas concerning equal opportunity and non-discrimination.

Recruitment in the Maltese public sector is therefore characterized by the following
aspects: job analysis and description, job advertisement, application, selection process, and
evaluation and testing. In other words, the selection process aims to provide a non-
discriminatory assessment of applicants regarding their qualifications, experience, and

capabilities.

Recruitment in the Maltese Public Service is guided by the Principles of Equal
Employment Opportunities, which ensure that no applicant is discriminated against because of
race, sex, age, religion, disability, or any other prohibited ground. Those candidates who feel
that they have been mistreated unfairly during the recruitment and selection process may
contact the PSC and make an official petition so that the right and wrong doings in favor of

transparency and accountability between both parties could be clarified.

The efficiency of recruitment and selection processes determines an organisation's
success since the best people will be selected for the best positions. This leads to enhanced
productivity, satisfaction of the employees, and overall organisational success. Such a practice
may be attributed to a number of significant facts, including, among others, the following:
encouraging innovation and development; lessening turnover rates; enhancement in employee
morale and engagement; the increase in productivity and efficiency; and attraction of high-

quality talent.

It tends to look for those individuals who already have acquired the necessary bundle
of skills, knowledge, and abilities so that any job performed would be sufficiently carried out

and has a policy of minimizing training costs. These psychometric tests tend to give enormous
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insight into the cognitive ability of the candidate, his personality traits, and his suitability for

the job. Structured interviews and standardized assessments ensure treatment is fair and just.

Realistic job previews within the recruitment process help minimize attrition and
maximize job satisfaction by managing expectations over the job and work environment.
Recruitment effectiveness also increases with the use of employee referral programmes as they

help identify suitable candidates through current contacts.

It 1s generally said that effective induction and training programmes, which give new
recruits the necessary help to do their jobs, are instrumental in ensuring that assimilation is
successful. Overall, an organization's performance is said to be shaped by effective recruitment
and selection practices because they attract better quality people, improve productivity, develop

satisfied employees, and encourage innovation.
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Chapter 3: Methodology



Introduction

Purpose

The methodology section delineates how the study design, data collection, and analysis
closely align with the research objectives, so assuring transparency and repeatability of the
research process. The methodology elucidates and justifies the selected methodologies, match-
ing them with the study's aims and theoretical framework. This encompasses a comprehensive
account of the design, equipment, data collection techniques, and analytical methodologies,
allowing replication by other researchers and so substantiating the validity and dependability

of the findings.

The primary objective is to guarantee impartiality and equity, including the different
techniques used to mitigate prejudice and maintain ethical integrity and apart from that be able
to produce the desired analysis tactics to indicate any gaps that cannot be seen if the researcher
only uses one type of technique example questionnaires. This approach ensures transparency
and ethical integrity by supply details to participants, methodologies, and analytical procedures
to maintain rigour. This research evaluates the efficacy of recruiting and selection methods in
government institutions, using insights from management-level public officials to determine
what can be improved. The objective is to identify opportunities for improvement in recruiting

methods that may eventually decrease turnover, terminations, and discontent.

Hypotheses on the influence of recruiting methods on organisational performance and
the mitigation of bias are formulated and evaluated using questionnaires and interviews. Fur-
thermore, participants during the interview process are encouraged to provide proposals to im-
prove existing recruiting and selection procedures. The researcher only focused recommenda-

tions on the interviewed participants as to leave the questionnaire with closed ended questions
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only as it will be more efficient and simpler to analyse. This method not only rectifies deficien-
cies in the existing system but also guarantees that data collection and analysis are meticulously

matched with the study goals.

The following are a depiction of the research hypothesis: -

Hypothesis
|
i |
HO H1
Good recruitment and selection Good recruitment and selection
practices do not reduce biases. practices do reduce biases.

Figure 4 -Research Hypothesis

Research Design & Strategy

This study employs a mixed methods design, combining a quantitative approach through
questionnaires and a qualitative approach via one-on-one interviews, both targeting managers
in the Maltese public service from scale 12 (Assistant Manager) to scale 5 (Senior Manager).
This design allows for triangulation analysis by cross-referencing insights from three sources:
the quantitative questionnaire data, the qualitative interview responses, and secondary research.
Triangulation here serves to enhance validity by comparing similar themes across different
sources, providing a richer, multi-dimensional view of recruitment practices, biases, and or-

ganizational impact.

To further explain with the following points/diagram and example:
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1. Key similarities/ differences between secondary data and questionnaire responses
2. Key similarities / differences between secondary data and interview responses

3. Key similarities/ differences between both primary data collection methods

Triangulation Analysis Breakdown

Secondary Data Primary Data-
Questionnaires

Primary Data - Interviews

Figure 5: Analysis Breakdown

For example, one research question focuses on whether effective recruitment practices
improve organizational performance. Triangulation would compare quantitative data on man-
agers' satisfaction levels with recruitment practices against qualitative insights from interviews,
which may provide context on why specific practices are seen as effective or ineffective. Then,
by linking these insights with secondary research, the study can validate observed trends and
examine if these recruitment practices align with known best practices or pose unique chal-

lenges within the public sector.

In addition, where the questionnaire’s closed-ended questions may lack detailed con-
text, interviews allow for deeper exploration of factors influencing these recruitment experi-
ences, such as specific bias-reduction strategies. This complementarity ensures that findings
are not only statistically representative but also contextually enriched, supporting a robust eval-

uation of the recruitment and selection process.
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Philosophical Approach

The study’s philosophical grounding in pragmatism is well-suited for exploring recruit-
ment practices in the Maltese Public Service because pragmatism allows for practical, results-
oriented inquiry, especially within complex real-world settings. Unlike purely positivist or in-
terpretivist approaches, pragmatism accommodates both objective measurements (from quan-
titative questionnaires) and subjective perspectives (from qualitative interviews), offering a
more comprehensive view of recruitment and selection. Questionnaires provide quantifiable
data, aligning with a positivist perspective to assess measurable trends in recruitment practices.
In contrast, interviews allow for interpretivist insights, revealing deeper nuances in participants'

experiences and perceptions of recruitment effectiveness and bias.

Pragmatism supports this mixed-methods approach by emphasizing practical applica-
tion and outcome-oriented analysis, which is essential when formulating recommendations to
improve recruitment processes. This philosophical stance enables the study to bridge both em-
pirical evidence and participant narratives, creating actionable insights that directly address the

practical needs of the Maltese Public Service.

Sampling

As previously articulated by the researcher, the study is designed for the public service,
indicating that all participants involved in the questionnaire or interviews must be public offic-
ers. It will be ensured that all candidates participating in the interviews represent diverse de-
partments to capture a wide array of perspectives. Limiting candidates solely to those from the
recruitment departments will render the research unvaried and inadequate, as insights that ex-

ternal perspectives from other departments provided may be overlooked in the analysis.
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For the qualitative portion, the random sampling method was chosen to facilitate inclu-
sivity across different departments and to allow for a wider range of unfiltered responses. Alt-
hough purposive sampling is often used in qualitative studies, random sampling allows this
research to avoid pre-selecting participants based on anticipated perspectives, thus reducing
potential researcher bias in the selection process. Random sampling here will help capture the
broader experiences of managers across departments, adding robustness to the study by ensur-
ing responses reflect a wider range of viewpoints within the public service. By selecting inter-
view participants on a first-come, first-served basis (the initial 20 participants will be granted the
opportunity to engage in the research.) across departments, the study aims to maintain a fair and
transparent recruitment process, which may itself serve as a reflection of the research’s goal to
reduce bias in organizational recruitment practices. All applicants must sign a permission form
indicating their voluntary participation in this study and their agreement to the parameters out-

lined below:

1. The responses you furnish will solely serve the aims of this research endeavour.
2. You have the liberty to disengage from the interview at any moment.
3. At no point during the interview will your name be referenced, and a fictitious name

will be utilised in the research documentation.

Conversely, the questionnaire will be distributed to all managerial levels within the public
service, encompassing Assistant Managers from Scale 12 to Senior Managers at Scale 5. Ac-
cording to the sample size calculator, considering the entire population (which from first hand
research shows that it is between 3,500 and 5,200) within those grades and establishing a con-
fidence level of 95% with a margin of error of 5%, the requisite number of responses to collect
is approximately calculated to be within 347 and 358 responses. The researcher opted to en-

compass the entire population from the managerial grades due to the following reasoning, “My
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experience in the recruitment department has revealed that the most frequently published posi-
tions are predominantly managerial and technical roles.” The managerial positions are highly
sought after due to internal promotions, and with multiple departments available for applica-
tion, it is probable that candidates seeking new managerial appointments or promotions possess
recent experience in the application process. This implies they have reviewed the job descrip-
tion, submitted applications, and navigated the selection process, among other related activi-
ties. Providing the questionnaire for an example to teachers and clerks would not yield the same

insights, as they do not undergo the procedure as frequently.

To ensure participant anonymity, neither the questionnaire nor the interview will ask for
demographic details that could reveal individual identities. This approach safeguards the pri-
vacy of participants and supports the ethical integrity of the research by allowing respondents

to provide honest feedback without concern for identification.

Methods of Data Collection

Questionnaires: — The researcher employed Google Forms to facilitate real-time track-
ing of responses. The questionnaires consist of closed-ended questions to ensure that candidates
remain encouraged to participate in the study. To ensure the validity and reliability of the re-
search, the researcher incorporated questions that, if inconsistent with one another, would in-
dicate that the applicant did not adequately engage with the questions, resulting in their re-
sponses being excluded from the analysis. To provide an example, the second and eight ques-

tions are as follows:-

a. Question 2: Do you think job descriptions effectively articulate the expectations
for candidates?
b. Question 8: How effective do you believe your current recruitment and selec-

tion practices are in achieving organizational goals?
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Both answers must be either positive or negative, since they operate under comparable
assumptions. An applicant cannot assert that job descriptions are effective and succinct while
also providing a negative response to the last question, since this would indicate that the min-
istry is failing to identify the appropriate individual for the position.

The questionnaire will be constructed using Google Forms, as this will facilitate the
research in formulating the analysis through the utilisation of graphs and charts. Even though
google forms will be used to collect the data, the researcher will also utilize the Statistical
Package for the Social Sciences also know as SPSS to have a more reliable and precise analysis.
Given the substantial number of responses required by the researcher, adhering to the estab-
lished timeframe is crucial. The researcher, upon submitting the questionnaire to all applicants,
will initiate a one-week timer. If responses continue to arrive significantly during the last two
days, the deadline will be extended. Conversely, if responses cease in the final two days, the

researcher will conclude data collection after one week to commence analysis.

Interviews: - The interviews will be conducted through face-to-face meetings at any
ministry or via Teams, depending on the candidates' preferences. The questions are designed
as open-ended enquiries that build upon the questionnaire; however, in the interview format,
the applicants have the opportunity to articulate their thoughts more freely and engage in a
broader discussion. In instances where the applicants struggled to articulate their opinions, the
researcher presented two alternatives: either assisting the applicant by providing further clari-

fication on their statements or offering the option to bypass the particular question altogether.

The two primary data collection methods, having received approval from the thesis su-
pervisor, involved distributing questionnaires to 20 individuals as a pretest. This process was
done as to gather feedback regarding the clarity of the questions and to ascertain whether any
modifications are necessary to enhance the overall quality of the instrument. Concerning the

qualitative approach, two interviews were conducted to assess the researcher's proficiency in
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executing the interview and to identify any potential gaps in the process that could be ad-
dressed. Additionally, the pretest candidates were consulted for any recommendations regard-

ing aspects the researcher might consider including, amending, or eliminating.

Data Analysis

In regards to the data collection as previously said by the researcher used google forms to
be able to collect all the data, this programme allows the responses to be read in real time and
to constantly update the analysis sheet by creating and formulating pie charts, bars and more.

The analysis will take form in three different ways: -

1. Descriptive statistics: - Where the questions were formulated as multiple choice or
checkboxes, the trends and patterns will be seen through various modes.

2. Numerical Analysis: - In questions where frequency counters are used responses are
formulated into different charts for better understanding.

3. Visualization Analysis: - All questions can be representative through graphs and

charts.

To enhance clarity and transparency in the data analysis methodology, the role of SPSS (Sta-
tistical Package for the Social Sciences) will be emphasized in validating the initial question-
naire results obtained from Google Forms. Once questionnaire responses are collected, they
will be exported from Google Forms as an Excel file. This file will be imported into SPSS,
where the data will undergo coding for each variable to ensure accurate statistical analysis.
SPSS will allow for more sophisticated analysis than Google Forms, including correlation test-
ing, reliability testing, and trends and pattern identification across responses, thus supporting
the robustness and reliability of initial findings. By comparing Google Forms outputs to SPSS
analyses, the researcher can identify any inconsistencies or validate initial trends, ultimately

strengthening the study’s rigor.
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Regarding question similarity, selected questions have been designed to cross-check
participant consistency. During the pretest stage, similar questions were used as “trick ques-
tions” to detect inattentive or biased responses, ensuring participant engagement and reliability.
Through this approach, inconsistencies or random responses can be identified, contributing to
data integrity and refining the data set by excluding potentially unreliable responses.

For qualitative data, interviews will be recorded and transcribed. This transcription al-
lows for coding—where patterns, common themes, and deviations are identified across re-
sponses. This process leverages thematic analysis, creating coded responses that enable easy
identification of similarities and differences in perspectives on recruitment practices.

The following is what is expected from the researchers point of view in regards to pat-
terns, trends, etc.. :-

1. Hypothesis 1 - (Good recruitment practices do not affect organisational perfor-
mance) may indicate little consensus on recruitment's effect on performance, indi-
cating that recruitment is seen as procedural rather than strategic.

2. Hypothesis 2 - (Good recruitment practices do affect organisational success) may
be substantiated by trends indicating favourable correlations between recruitment
quality and performance metrics, such as enhanced productivity and decreased turn-
over.

3. Hypothesis 3 - (Good recruitment and selection practices do not reduce biases)
may uncover evidence in domains where prejudices endure despite systematic re-
cruiting procedures, suggesting that further structural modifications are necessary.

4. Hypothesis 4 - (Good recruitment and selection practices do reduce biases) would
be substantiated by replies demonstrating standardised and equitable hiring meth-

ods, underscoring recruitment's function in reducing prejudice.
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Finally, the Motivational Fit Theory and Human Capital Theory serve as foundational
frameworks guiding data analysis, aligning with the study’s objectives. The Motivational Fit
Theory, relevant to job satisfaction and cultural alignment, provides a basis for evaluating re-
cruitment motivation-related questions. The Human Capital Theory emphasizes the role of
skills, education, and experience, guiding recruitment questions centered on qualifications and
organizational impact. Both theories provide a framework for interpreting trends and responses,
helping to link findings directly to hypotheses regarding recruitment effectiveness, organiza-
tional performance, and bias reduction within the Maltese Public Service. This alignment with
theoretical frameworks aids in grounding conclusions in established theory, enhancing the

study’s credibility and practical relevance.

Ethical Considerations

To provide full transparency with all applicants, certain factors were evaluated to safe-
guard the anonymity of the individuals concerned. Regarding the quantitative aspect, candi-
dates were informed of all ethical considerations prior to participation, including that no de-
mographic questions would be posed, that applicants could withdraw from the survey at any
time without data being recorded before submission, and that there was no personal or profes-
sional risk associated with completing the questionnaire. secrecy was emphasised throughout
the whole procedure; even in the email containing the link, all elements of secrecy are enumer-

ated for their protection.

The researcher used a qualitative technique by emailing several departments, inviting
interested candidates to reach out for participation. The first 20 respondents to a permission
form received a return communication reiterating the same confidentiality provisions.

Throughout each interview, participants were informed of the ethical considerations and prom-
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ised that their names would not be used, either during the interview or in the final documenta-

tion. The researcher also assured candidates that this study received FREC clearance to proceed

with the study and collect interviews and questionnaires.

Limitations of the Methodology

The research methodology, utilising questionnaires, and interviews, may exhibit limi-

tations such as: -
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1. Sampling bias (potentially unrepresentative of the entire population). The re-

searcher, to get the requisite number of replies, contacted the People and Standards
division to disseminate the questionnaires to all previously indicated managerial
grades. The rationale is that the P&SD maintains a designated list that include all
Ministries, departments, divisions, and other entities, ensuring that none are over-
looked. The study indicated that this method would provide superior results com-
pared to users sending them out individually, since it would likely result in fewer
answers and potential violations of ethical norms. This remains insufficiently fool-
proof, since the study may still fail to engage the target population, while it repre-
sents the optimal approach to achieve that goal. Participation in the interviews was
conducted on a first-come, first-served basis for those who responded to the sent
email. The researcher refrained from sending personal emails to avoid biassing the
results of the interview guestions.

Response bias (participants may provide answers they believe the researcher de-
sires rather than their true opinions). Response bias may occur when people re-
spond according to anticipated expectations. To mitigate this, the questionnaire may
use neutral language and guarantee participants that their comments are anonymous
and only for research purposes, therefore diminishing the inclination to respond in

a socially acceptable manner. Incorporating questions that indirectly assess the



same construct—termed “response validity checks”—can aid in validating the con-
sistency and authenticity of replies, providing insights into possible biases.

3. Restricted depth in responses (questionnaires may inadequately capture appli-
cants' perspectives). To mitigate limited depth in responses the research adopted to
also do a qualitative study to have applicants speak as freely as they want and open
up as much as they want. In regard to the questionnaires, the researcher incorporated
the option “other” in some questions where applicants who wish to add a comment
can do so in those instances.

4. Subjectivity in qualitative data analysis (given that interviews are conducted on
a limited scale, they may lack comprehensive representation). To address subjec-
tivity in qualitative data analysis, using a secondary coder or utilising inter-rater
reliability methods helps mitigate bias during evaluation. In regard to this study the
researcher employed the use of a quantitative study where SPSS is used as reassur-
ance that the diagrams and charts in google forms are correct and representative.

5. Technical Limitations (Not having tested your tools beforehand). Technical limi-
tations associated with Google Forms may be addressed by doing pre-tests on the
questionnaire and resolving difficulties before data collecting. To enhance partici-
pant completion rates, issuing regular reminders and elucidating the study's focus—
highlighting its relevance to all management experiences rather than only HR
roles—may bolster response rates and engagement.

Implementing these mitigating techniques would enhance the study's trustworthiness, en-
suring that the results accurately represent the intricacies of recruiting processes within the
Maltese Public Service. Doing these techniques reassures the researchers mind that the full

process is being done diligently and with full ethical standards at hand.
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Conclusion

To conclude the methodology portion, this research strives to provide a thorough ex-
planation of the study design, data collecting methods, instruments, and procedures used for
data gathering and analysis. Its objective is to guarantee repeatability and transparency by
providing comprehensive information on participants, procedures, and analytical methods.

The study seeks to examine the viewpoints of public management officials on the existing
recruitment and selection procedures in governmental organisations. The aim is to provide out-
comes to pertinent to the public service to improve the current process, hence mitigating turn-
over rates, terminations, and employee discontent. The factors will be articulated in a hypoth-
esis structure and evaluated by surveys and interviews, with the hypothesis being:

1. H1: - Good recruitment and selection practices affect organisational performance.

2. HO: - Good recruitment practices do not affect organisational performance.

3. H1:-Good recruitment and selection practices reduce biases.

4. HO: - Good recruitment and selection practices do not reduce biases.

This research uses a mixed methods approach, using both qualitative and quantitative tech-
niques. This provides a triangulation analysis between primary data sets and current secondary
studies. The study's conceptual foundation is rooted in pragmatism, integrating positivist and
interpretivist methodologies via questionnaires and interviews. The research is intended for
public service, guaranteeing that all participants are public officials from all ministries.

The sample will use a qualitative methodology by random sampling, with the questionnaire
sent to all management tiers within the public sector. Demographic enquiries will be excluded
from the principal data gathering procedures, hence safeguarding the confidentiality and integ-
rity of the research.

The study approach employs questionnaires and interviews to collect data on applicant mo-

tives and job specifications. The surveys are designed using Google Forms, allowing real-time
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response monitoring and include closed-ended questions to ensure validity and reliability. In-
terviews will be done via in-person meetings or Teams, enabling candidates to express their
ideas more freely. Two pretests were administered to evaluate the researcher's competency in

conducting interviews and to identify any deficiencies in the procedure.

The study will include three distinct methodologies: descriptive statistics, numerical anal-
ysis, and visual analysis. Descriptive statistics will reveal trends and patterns, numerical anal-
ysis will enhance comprehension, and visual analysis will facilitate depiction via graphs and

charts.

The Motivational Fit Theory and Human Capital Theory were crucial to the study enquiries,
with the former concentrating on applicant motivations and job prerequisites, while the latter
underscores the significance of skills, education, and experience in recruitment. Ethical

measures were implemented to safeguard the anonymity of all applicants.

Nevertheless, the study approach may have shortcomings like sample bias, response bias,
insufficient depth in replies, and subjectivity in qualitative data interpretation. Samples may
not adequately represent the wider managerial demography in the Maltese public sector, and

responses may be swayed by social desirability, resulting in possible inaccuracies.
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Chapter 4: Data Analysis &
Discussion



Introduction

The objective of this analysis is to examine the perspectives of public service managers
on the current recruitment and selection practices, with a particular emphasis on their perceived
effectiveness, impartiality, and impact on organisational performance. The study aims to iden-
tify patterns and trends that are consistent with the research hypotheses by employing a mixed-
methods approach that integrates quantitative data from questionnaires with qualitative insights
from interviews. In particular, the analysis will investigate the extent to which recruitment
practices contribute to the reduction of bias, the influence of selection methods on organisa-
tional outcomes, and the extent to which evidence-based practices guide decision-making in
the public service context. This multifaceted approach enables the triangulation of data, which
is instrumental in identifying critical areas of alignment and divergence between theoretical
expectations and real-world experiences. The analysis offers a comprehensive perspective on
recruitment dynamics in the Maltese public sector by synthesising these insights, thereby

providing valuable findings to support evidence-based improvements in hiring processes.

Quantitative Data Analysis

As outlined in the methodology, the calculated number of responses ranged from 347
to 358, and within the one-week timeframe, the research successfully obtained 359 responses
before closing the questionnaire. Upon reviewing the individual responses, the researcher iden-
tified eleven submissions that lacked coherence. The trick questions, which were intended to
yield the same answer, received entirely different grades. This discrepancy indicated that the
three individuals had not fully engaged with the questionnaire, leading to their exclusion from
the analysis. A total of 348 responses were received within the one-week deadline. This docu-
ment will serve as a briefing for each question, illustrating the final graph obtained from Google

Forms:
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Recruitment Questions

Question 1:

The researcher collected insights from applicants regarding the most effective platforms

for promoting government jobs, with the goal of gaining a deeper understanding of their pref-

erences and attitudes. In the absence of demographic data, like age, it becomes difficult to

associate responses with population segments, necessitating a broad perspective. Preliminary

results suggest that social media was perceived as a "highly effective™ instrument for engaging

potential candidates, garnering a notable response of 183 endorsements. Furthermore, online

websites also received high ratings, with 197 participants considering them ™ effective.” In

contrast, the Government Gazette, which has traditionally served as the primary source for

ministry job postings, received the lowest effectiveness rating among the platforms evaluated.

When entering this data into SPSS the following frequency table was presented:

1.0n a scale of effectiveness, which recruitment tactics (platforms) do you believe attract the most candidates?

200 M Very Ineffective Il Ineffective Neutral [l Effective [l Very Effective
150
100
50
. -
Online Website Social Media Employee Referrals University Partnerships Government Gazette

(IPS/Apprenticeship etc..)

Figure 6 - Recruitment Section Question 1
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To briefly interpret the below numbers, the P-Value of 0.002 indicates that there is a
statistical significance associated between recruitment tactics and their perceived effective-

ness.

1. Chi Square Statistic — 85.34

2. P-Value - 0.002

The findings indicate a necessity to reassess the existing government advertising ap-
proach to guarantee it is successfully connecting with the intended audience and aligning

with contemporary outreach preferences.

Question 2:

The inquiry, "Do you believe job descriptions accurately convey the expectations for
candidates?" functioned as a “trick question” to assist the investigator in assessing applicants'
attentiveness and authentic involvement with the study. The unexpected finding is that most
respondents chose "maybe," reflecting a lack of clarity regarding the accuracy of job descrip-
tions in conveying job expectations. This response stands out for a number of compelling rea-

Sons.

Initially, job descriptions play a crucial role in the recruitment process, acting as the
main instrument for attracting candidates and establishing clear standards for role expectations.
The uncertainty expressed by a considerable portion of applicants regarding the effectiveness
of job descriptions highlights critical issues in their ability to guide candidates and facilitate
the selection of appropriate hires. This ambiguity may suggest that job descriptions are overly
general, insufficiently detailed, or do not effectively delineate the responsibilities and skills

required.
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This response highlights possible discrepancies between recruitment materials and the
actual requirements of the positions, which may result in inconsistencies in recruitment results.
When job descriptions fail to clearly communicate expectations, candidates might apply with-
out fully grasping the role's requirements, potentially impacting job satisfaction and retention
rates. This finding suggests that there may be a gap for applicants between the written descrip-
tions and the actual work requirements or daily responsibilities, underscoring an important area

for enhancement.

Test Statistic Value
Chi — Square Value 2.57
Degrees of Freedom (df) 2
P-Value 0.278

Table 3 - Chi Square Test for question 2

A p-value over 0.05 indicates an absence of a meaningful difference in the distribu-
tion of answers. Respondents are divided in their views on the efficacy of job descriptions in

conveying expectations.

2.Do you think job descriptions effectively articulate the expectations for candidates?
348 responses

11 (31.9%)

117 (33.6%)

Maybe 125 (35.9%

0 25 50 75 100 125

Figure 7 - Recruitment Section Question 2

80



There is a very tight relationship between the number of replies from candidates who
were confident in their answers and stated *‘yes' or *'no." The number of responses that are
extremely close together is 33.6% - No (117 responses) and 31.9% Yes (111 responses). To
clarify, it would seem that 117 individuals believe that the job they are now working in does
not correspond with their job description or that from what is being currently advertised for
government posting does not correspond with what the positing actually requires, in contrast

to the 111 individuals who believe that the job description does not accurately depict the job.

Question 3:

According to the findings, job descriptions inside an organisation are believed to be
slightly misaligned with the real abilities and responsibilities that are required for any given
post. With regard to job descriptions, the majority of respondents 40.5% (141 respondents)
of them are of the opinion that they are not completely sure but in their opinion the job descrip-
tions are somewhat not fully aligned. Although a sizeable minority of people 28.7% (101 re-
spondents) consider the alignment to be poor, and the remaining proportion of people 30.5%
(106 respondents) believe that job descriptions are a complete match or almost a complete
match for the skills and responsibilities that are anticipated in the function. Some respondents
believe that job descriptions are true to a certain extent, but they are not perfect.

This indicates that there is a gap between job descriptions and real needs, which may
have implications for recruiting and alignment with how roles are expected to be performed.
performing follow-up interviews or focus groups to get a better understanding of the particular
gaps identified by workers and their influence on job performance and satisfaction are some of
the potential measures that might be taken. Other potential actions include evaluating and up-
dating job descriptions, including existing employees in modifying descriptions, and perform-

ing follow-up interviews.
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The below are the SPSS result as descriptive statistics, where the researcher calculated the
standard deviation and mean of the findings of this question: - (The data indicates an oppor-
tunity to more effectively connect job descriptions with requisite skills and duties to improve

clarity and employee satisfaction.)

1. Mean Rating: 3.00 (indicating a neutral assessment of the alignment between job de-
scriptions and requisite skills and duties).
2. Standard Deviation: Moderate variety in replies, indicating a degree of disagreement

among participants.

3. How well do work descriptions match up with the exact skills and tasks needed for the job?

348 responses

150
141 (40.5%)

100

88 (25.3%)
77 (22.1%)

50

24 (6.9%)

18 (5.2%)

Figure 8- Recruitment Section Question 3

Question 4:

The majority of respondents, 64.4% (224 individuals), gave a positive response of
"Yes", suggesting support for implementing varied recruitment strategies tailored to specific
job postings. This approach implies that adjustments to assessment methods, updated criteria,
and thorough research and background checks are necessary to align the recruitment process

with the specific requirements of each role.

For example, posting a job advertisement for an electrician in the government gazette

with excessive qualifications and a complex job description and then invited for an interview,
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it would likely be ineffective as it is not a practical assessment. A more effective approach
would be to publish the job information in both the government gazette and on online plat-
forms, clearly listing essential eligibility requirements and licenses, along with an updated job
description. Additionally, candidates could benefit more from being invited to complete a psy-
chometric test, consisting of a multiple-choice examination designed to assess their responses
to workplace scenarios and working techniques. While interviews remain a useful tool, pairing
a practical examination to evaluate candidates' hands-on abilities would provide a more accu-

rate assessment for roles requiring specific skills.

Response Frequency Percentage (%)
Yes 224 64.4%

No 26 7.4%

Maybe 98 28.2%

Total 348 100%

Table 4 - Frequency Table for Question 4

The best formulation through SPSS to determine any significant relationship is the chi-

square test. When inputting the data through the system the output was as follows:

1. Chi-Square Value — 215.79
2. Degrees of Freedom (df) - 2

3. P-Value <0.001
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A p-value below 0.05 suggests a statistically significant preference in the responses ob-
served. The findings indicate a strong consensus among respondents, with 64.4% affirming
that diverse recruitment strategies contribute to innovation and enhance employee perfor-

mance.

4.Does having diverse recruitment strategies lead to more innovation and higher employee

performance rates?
348 responses

® Yes
@® No
Maybe

Figure 9- Recruitment Section Question 4

Question 5:

The responses indicate varying degrees of confidence among participants concerning
the impartiality of hiring practices within their ministries. Presented below are several essential
points:

The majority of respondents, 35.3% (123 respondents), indicated a "*Neutral™ re-
sponse. This neutrality suggests that numerous respondents may lack confidence in the effec-
tiveness of existing practices or perceive a deficiency in evidence to reach a definitive conclu-
sion. This response may reflect scepticism or a lack of transparency in the process, as individ-
uals frequently adopt a neutral position when they experience uncertainty or disconnection

from decision-making processes.
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Positive Agreement: By aggregating the “Agree” and “Strongly Agree” responses, it
is observed that 37.2% (129 respondents — 30.2% Agree & 6.9% Strongly Agree) of re-
spondents indicated a favourable perception of the hiring process as fair and unbiased. This
proportion suggests that more than one-third of respondents perceive their ministry's hiring
practices as effective in minimising bias and promoting equality, indicating a degree of satis-
faction with existing measures for fair hiring.

A notable proportion of participants, 27.5% (96 respondents - 19.5% "'Disagree’” and
8% "'Strongly Disagree'™), express disagreement or strong disagreement with the statement.
This group indicates a significant perception of potential bias in hiring practices, which may
stem from personal experience or a broader scepticism towards the system.

Chi Square test though SPSS Analysis

1. Chi Square Statistic — 61.40
2. P-Value — 1.47e-12 (essentially 0, Highly Significant)

3. Degrees of Freedom -

The p-value is very low (far below 0.05), indicating a statistically significant disparity be-
tween the observed and predicted frequencies. This indicates that respondents do not uniformly
express their agreement on whether the hiring process mitigates prejudice. Neutral and Agree

answers occur with

5. Do you agree that the way your ministry hires people now minimises bias and makes sure that all
candidates are treated equally, no matter their gender, age, race, or other personal traits?

348 responses

more frequency than

would be anticipated
@ Stongly Disagree
@ Disagree

Neutral
® Agree
@ Strongly Agree

by random chance.

Figure 10 - Recruitment Section Question 5
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As a conclusion to the data analysis concerning the recruiting questions, it is clear that
a significant number of the participants had conflicting sentiments about the process as a whole,
with the bulk of them leaning closer towards neutral replies. Candidates who were succinct in
their responses were proportionally divided, which indicates that a significant number of public
officers have opinions that vary from one another about the way the public service navigates

the recruiting segment.

Selection Questions

Question 1:

This question was to determine more the differences between ministries and to see what

the most used selection approaches are. The responses came as follows: -

Structured Interviews (Formal): - 316 Responses (90.8%0) - The usage of structured
interviews by 316 respondents (90.8% of the total) is a strong indication that this technique is
the usual or favoured strategy in the majority of ministries. Structured interviews are an ap-
proach that shows an emphasis on uniformity, fairness, and avoiding prejudice. This is because
structured interviews often feature a consistent set of questions that are asked to all applicants

throughout the interview process.

Unstructured Interviews (Informal): - 94 Responses (27%) The usage of unstructured
interviews was reported by 94 respondents, which is 27 percent of the total. The fact that the
proportion is rather high suggests that a sizeable number of ministries also make use of inter-
view forms that are more adaptable and open-ended. It's possible that this is for positions that
involve more subjective judgement or inventiveness, and formal forms can be too constraining

for such kinds of jobs.

Assessment Centres: - 90 Responses (25.9%0) Assessment centres, which include a va-

riety of methods such as group exercises, role plays, and simulations, are used by 90 of the
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responding individuals, which accounts for 25.9% of the total. The fact that this is the case
suggests that a significant amount of dependence is placed on thorough assessment methodol-
ogies, most likely for jobs that need a more in-depth knowledge of the applicants' talents, par-

ticularly for management or high-powered positions.

Psychometric Tests: - 52 Responses (14.9%) The usage of psychometric tests, which
are meant to evaluate cognitive ability, personality characteristics, and other psychological as-
pects, is used by 52 of the respondents, which accounts for 14.9% of the total. An increasing
interest in approaches that have been scientifically verified to predict work success is shown
by the modest usage of psychometric testing. This interest is particularly focused on under-

standing personality compatibility and cognitive skills.

Work Samples: - 16 Responses (4.6%) - A total of sixteen respondents, or 4.6%,
acknowledged making use of work samples. On the basis of real work responsibilities, appli-
cants are evaluated using this method, which indicates that the emphasis is placed on practical,
hands-on evaluations. It is possible that it is especially pertinent for technical professions,

where performance on actual tasks is of the utmost importance.

Other: - 10 Responses (0.003%) A few of the respondents, each of whom contributed
one, for a total of 0.3%, cited various approaches that were either less formal or more distinc-
tive, such as: With regard to written competitive examinations, this indicates that conventional
methods of examination are almost completely out of date. Comments such as "Nepotism™ and
"some are more equal than others™ as well as other informal statements indicate to possible
criticisms or perceived weaknesses in the selection process. These comments hint to issues
over fairness or openness in some ministries. Political preferences and personal favours were

also quoted in this section stating the interfaces of unfair selection choices.
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Interviews are the most common selection approach as they are the least time consum-
ing amongst all of them. A lot of candidates chose more than one, for example a good number
of candidates put together structured interviews and psychometric tests, some even left a com-
ment under “other” stating that “psychometric tests and even assessment centres are used in
our ministry but mostly for higher up positions”. There is a general movement towards formal,
objective selection methods, which are likely to assure fairness and standardisation. The over-
whelming preference for structured interviews is an indication of this overall trend.
The use of work samples and psychometric tests is indicative of a growing interest in assess-

ment approaches that are objective, performance-based, and scientifically orientated.
It is possible that selection practices might be improved in the following ways:

It seems that there may be perceived gaps in openness or fairness within some selection meth-
ods, as shown by the prevalence of comments that hint at "nepotism” or inequity for certain
individuals. It is possible that ministries should address this matter, with the primary goal of

strengthening the legitimacy and objectivity of their recruiting procedures.

1. Which of the following Selection approaches does your ministry use?

348 responses

Structured Interviews (Formal) 316 (90.8%)
Unstructured Interviews (Unf...
Assessment Centres (Variou...
Psychometric Tests (Multiple... 52 (14.9%)
Work Samples (Trails) 16 (4.6%)
Written competitive exams|—1 (0.3%)
lil min taf u mhux kemm tafl!!'}—1 (0.3%)
Nepotism|—1 (0.3%)
More than one of the above|—1 (0.3%
some are more equal than ot...|—1 (
Assessment Centers and Ps...}—1 (
Moreover, one should reque...|—1 (
depends on the call}—1 (0.3%
1
1(

94 (27%)
90 (25.9%)

Depends. On paper, formal i...
psychometric centres for hig...

0 100 200 300 400

Figure 11- Selection Section Question 1
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Question 2:

Moving on to the second question, which interlocks with the first, is the effectiveness
of these approaches in the public service. The most voted as “effective” was structured inter-
views with 173 respondents. Unstructured interviews had some mixed reviews landing be-
tween “neutral” - 114 responses and “effective” — 110 responses. While structured inter-
views are widely accepted as valuable, the responses suggest there may be opportunities to

enhance their effectiveness further.

The neutral aspect of this questionnaire causes some concern as people do not have a
definitive yes or no answers which shows that the process is not completely transparent to the
naked eye. This reflects a lower level of confidence among respondents in this method, likely
due to concerns about its potential for bias and lack of consistency. Even though a lot of re-
sponses were places on “neutral” and “effective”, unstructured interviews was rated the high-
est for being “ineffective” — 82 responses near other methods where the overall tally did not

go higher than 44 responses.

Assessment Centres and Psychometric tests also had some good feedback but from
what can be seen from the previous question these two approaches and work samples are not
as common as interviews in general. Assessment centres and psychometric tests have a positive
perception among respondents, with many valuing their comprehensive approach to evaluating
competencies. However, some respondents feel indifferent to the utility of these tests, poten-
tially questioning their relevance or accuracy in predicting job performance. Work samples
also receive mixed ratings, with some valuing their direct assessment of job-relevant skills,
while others view them as less comprehensive than multi-dimensional methods like structured
interviews or assessment centres. These questions were interesting to see their reactions with
public officers as even though a lot of these approaches are not used, public officers have high

expectations in their capabilities of effectiveness.
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In summary, the data suggests a clear preference for structured, job-specific assessment

methods. Structured interviews, assessment centres, and work samples are perceived as some

of the most effective recruitment approaches, likely due to their direct relevance to job tasks

and their ability to minimize bias. On the other hand, unstructured interviews and psychometric

tests appear to be viewed less favourably, likely due to concerns about subjectivity and the

questionable predictive value of these methods for job performance. This preference pattern

highlights respondents' inclination towards methods that promote consistency, objectivity, and

direct assessment of relevant job skills.

Chi Square statistic | P value Degrees of freedom
(rounded to 2
decimal places)

Structures Interviews | 138.09 7.24e-29 4

Unstructured 74.37 2.71e-15 4

Interviews

Assessment Centres 105.91 5.40e-22 4

Psychometric Tests 73.95 3.32e-15 4

Work Samples 81.59 8.00e-17 4

Table 5 - Chi Square Test Table Question 2

The above table illustrates the Chi-Square statistic corresponding to each selection

method. An elevated value signifies a notable divergence from the anticipated uniform distri-

bution of effectiveness ratings. The third illustrates the p-values associated with the Chi-

Square tests. All approaches

exhibit a p-value below the

0.05 significance threshold,

150

indicating that the observed o

50

distributions of effectiveness

0

ratings are not random and

Structured Interviews

2.How effective do you think the above mentioned approaches are?

W Very Ineffective I Ineffective

Unstructured Interviews

Neutral [ Effective I Very Effective

Assessment Centres Psychometric Test Work Samples

significantly diverge from the

expected uniform distribution.

90

Figure 12 - Selection Section Question 2



Question 3:

1. Strongly Disagree: - 8% (22) of respondents
2. Disagree: - 21% (73) of respondents

3. Neutral: - 40.5% (141) of respondents

4. Agree: - 27.9% (97) of respondents

5. Strongly Agree: - 2.6% (15) of respondents

A significant segment of respondents, 40.5%0, expressed neutrality, indicating confusion or
ambivalence about the fairness and objectivity of interviews. Furthermore, 21% expressed dis-
agreement and 8%o expressed extreme disagreement, suggesting that roughly 30% of respond-
ents had unfavourable attitudes about the fairness of interviews. Only 27.9% agreed, with a
mere 2.6% expressing strong agreement, indicating that while some respondents have good

sentiments towards interview fairness, it is not a prevailing opinion.

The prior chart about the efficacy of recruiting techniques indicated that structured inter-
views received high ratings, with several respondents categorising them as "Effective” or
"Very Effective’. Current evidence on perceived fairness indicates that, despite the efficacy
of structured interviews, there remain apprehensions over fairness and possible bias in the in-

terview process.

The data inconsistency suggests that while organised interviews are deemed helpful for
evaluating applicants, their impartiality remains subject to scrutiny. This may result from per-
ceptions of interviewer subjectivity, possible unconscious bias, or discrepancies in execution.
Furthermore, prior data indicated that respondents saw unstructured interviews unfavourably,
and the new data corroborates this perspective—numerous respondents were apprehensive

about fairness, a common worry associated with unstructured methodologies.
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To summarize, while structured interviews are esteemed for their efficacy, opinions about
the fairness and impartiality of their administration are varied. This indicates that organisations
could need to further optimise their interview procedures, perhaps by increasing transparency,
minimising subjective factors, and integrating bias-reduction strategies to enhance perceived

equity across applicants and stakeholders.

3.Are interviews conducted in a fair and unbiased way?

348 responses

@ Strongly disagree
@ Disagree
Neutral
® Agree
@ Strongly agree

=
5

Figure 13- Selection Section Question 3

1. Chi-Square Statistic: 88.64
2. P-Value: 2.56e-18 (indicating strong significance)

3. Degrees of Freedom: 4

Recorded Frequencies: Anticipated Frequencies (assuming re-
sponses were uniformly distributed):

- Strongly Disagree: 22 -Strongly Disagree: 45.7

- Disagree: 72 - Disagree: 70.7

- Neutral: 141 - Neutral: 105.2

- Agree: 97 - Agree: 83.2

- Strongly Agree: 15 - Strongly agree: 42.2

Table 6 - Frequency table Question 3
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The p-value is notably low, well beneath the 0.05 threshold, suggesting a statistically
significant difference between the observed and expected frequencies. This indicates that par-
ticipants do not uniformly express their views regarding the fairness and impartiality of inter-
views. A notably larger proportion of participants express agreement in comparison to alterna-

tive responses.

Question 4:

Certain ministries prioritise gender diversity on selection board committees as to mitigate
potential representations or petitions over the subsequent state. Quoting a brief encounter with
an applicant prior to this research, “I am a woman, and the selection board consisted entirely
of men; I do not believe I was treated fairly.” Such instances from the past may explain why

67% of the 348 respondents, totalling 233 votes, answered “Yes” to this issue.

The 24.1% (84 respondents) indicated uncertainty, suggesting that their response would
depend on the specific call and circumstances. The remaining 8.9% (31 respondents) who
said "'no,™ was as to assert that this antiquated mindset should no longer persist, since contem-
porary roles may be fulfilled by individuals of any gender, and the presence of diverse genders

on a board does not influence the capabilities of the candidates involved.

Chi Square Test — Through SPSS Database

1. Chi-Square Statistic: 92.82

2. P-Value: 6.97x10 ~2! (indicating strong significance)

3. Degrees of Freedom: 2

4. Documented Frequencies: Yes - 232 / No - 31 / Maybe - 84

5. Anticipated Frequencies: Yes -173.83 / No - 73.33 / Maybe - 99.83 (assuming re-

sponses were uniformly distributed)

93



The p-value is notably low (well below 0.05), suggesting that the observed distribution of
responses markedly deviates from what would be anticipated under a uniform distribution. A
significant number of respondents express strong agreement that incorporating a variety of

genders in the selection board committee effectively helps reduce bias.

4. Do you believe that including a diverse range of genders in the selection board committee
beneficial in mitigating bias?
348 responses

® Yes
® No
Maybe

Figure 14 - Selection Section Question 4
Question 5:
This below chart illustrates the most important question out of this questionnaire, seeing
what public officers think is prioritized during the vetting of applications. The replies as fol-

lows: -

1. Qualifications: A significant factor, with 88.2% (307 respondents) indicating that
qualifications are of utmost importance. This indicates a significant focus on formal
education or certifications in the ministry's selection process.

2. Experience: Chosen by 68.4% (238 respondents), experience is regarded as a sig-
nificant priority. This indicates that hands-on skills and prior work experience are

highly regarded.
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Skills: With 40.2% (140 respondents) selecting this option, specific job-related
skills are regarded as important, albeit slightly less essential than qualifications and
experience.

Educational Background: Cited by 32.5% (113 respondents), this factor is rec-
ognised as significant but falls below qualifications and experience in ranking. The
term educational background may pertain to the overall academic profile instead of
specific qualifications.

Personality Traits: Chosen by 23.9% (83 respondents), personality traits are re-
garded as moderately influential in candidate selection, indicating that attributes
such as adaptability, communication style, or teamwork could be significant factors.
Cultural Fit: This factor, accounting for 9.8% (34 respondents), is given lower
priority; however, it suggests that alignment with the ministry’s values or organisa-

tional culture may still influence hiring decisions.

. Test Scores: According to 7.2% of respondents (25 individuals), test scores seem

to be a minor factor, suggesting that assessment testing may be less prevalent or
carry less significance in the selection process.

Other: A range of additional factors was mentioned by 21 respondents each
(0.3%), including terms like "Political Labelling,” "Nepotism," "Fairness,” "Evi-
dence-based practices,” "Integrity,” and others. Some responses mention potential
biases or external influences, including "Political Alignment,” "Political Contacts,"
and "Who you know." These low-frequency responses may suggest personal per-
ceptions or specific concerns related to fairness, political influence, or nepotism in

the hiring process.



The data underscores a distinct focus on formal qualifications and experience as the
main criteria in the ministry's selection process. Skills hold significant value, albeit to a some-
what lesser degree. This emphasis on qualifications and experience corresponds with conven-

tional hiring methods, which frequently prioritise tangible and confirmable credentials.

Nonetheless, terms like "Political Labelling,” "Nepotism," and "Political Contacts," de-
spite being mentioned by a minimal percentage, could suggest concerns regarding transparency
or fairness among some respondents. Furthermore, elements such as "Cultural Fit" and "Per-
sonality Traits" indicate a subtle yet significant focus on candidates' compatibility with organ-

isational values and individual characteristics.

To conclude on this

5. Which factors do you think are prioritized in your ministry’s applicant selection process?

348 responses

question, the ministry’s selection
238 (68.4%)

307 (88.2%)

process seems to emphasise Cultural P 34 (5.6%) 14002%)
Personality Traits 83 (23.9%)

.ge . . 25 (7.2%)

qua||f|cat|ons and experience, Educational Background 113 (32.5%)
Political Labeling |1 (0.3%)
Nepotism (Form my perso... |1 (0.3%)
. - - g Fairness| 1 (0.3%)
while also considering specific Noideal 1(0:3%)
Evidence based practices| 1 (OjB%)
- Integrity|—1 (0.3%)
skills and, to a lesser degree, ed- Poliically appointed| 1 (0.3%)
xorta hawn min jidhol min...}—1 (0.3%)
Lil min taf li ged jghaddilek... |1 (0.3%)
H Political contacts}—1 (0.3%)
ucational background. There are Al of the above|—1 (0.3%)
again - it depends what aff... |1 (0.3%)
Your Name and Surname,...}1 (0.3%)
. H Who you know! |1 (0.3%)
minimal yet present perceived [ by o wok ndose. | 1 (0.3%)
As instructed by the DG/P...}—1 (0.3%)
Political Alignment, Nepoti... |1 (0.3%)
1 1 1 iti contacts}—1 (0.3%)
blases aSSOCIated Wlth pOIItlcaI Affiliation to political party;...}—1 (0.3%)
Recommendations by oth...}—1 (0.3%)

0 100 200 300 400

connections or favouritism in in-

dividual responses.

Figure 15- Selection Section Question 5

96



Question 6:

6. Does engaging the right candidate improve employee morale and motivation?
348 responses

® Yes
® No

/ Maybe

Figure 16 - Selection Section Question 6

The total proportion indicated favourable response. In all, 88.2% (307 responses) of
applicants cast affirmative votes. When an individual is appropriately selected for a position
within a department, section, or team, following all requisite procedures and thorough research
to ensure a suitable fit for the job opening, employee morale and motivation significantly in-
crease. This optimal selection indicates that the overarching organisational goals have been
achieved, recruitment and selection biases have been minimised, and overall organisational
performance is enhanced due to sound decision-making. There remained 10.8% (37 replies)
and 1.1% (4 responses) in neutral or against. This typically signifies that personal issues re-
lated to this aspect have occurred in the workplace, potentially affecting their judgement. How-
ever, it is understandable that there are instances where procedures are followed, research is

conducted, and the appropriate individual is still not selected.
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Observed Frequencies Expected Frequencies (

Yes 306 210.83
No 4 76.33
Maybe 37 59.83

Table 7 - Frequency Table Question 6

1. Chi-Square Statistic: 230.657
2. P-Value:8.22 x 10 ~* (highly significantly)

3. Degrees of Freedom: 2

The p-value is extremely low (far below 0.05), indicating that the observed distribution
of responses is significantly different from a uniform distribution. The overwhelming majority
of respondents (88.2%) answered "Yes," strongly affirming that engaging the right candidate

improves employee morale and motivation.

Question 7:

The chart indicates that evidence-based methods, especially organisational data and the
values of stakeholders and employees, are deemed very relevant in the recruitment and selec-
tion process. Another highly regarded part is professional expertise, which most respondents
consider a significant or critical component. Research is deemed to have a moderate to large
effect; yet it is placed somewhat lower than other categories. Scientific data is regarded as
having significant impact. This suggests that recruiting decisions in ministries should be influ-
enced by a combination of organisational measures, alignment with values, and professional
competence, with scientific research also significantly contributing to the decision-making pro-

Cess.
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Category Not at all | Slightly Moderately | Significantly | Very

Significantly

Organizational | 3(0.9%) | 5 (1.5%) 65(19.4%) | 150 (44.8%) | 100 (29.9%)

Data

Scientific Data | 3 (1.2%) | 15(6.0%) | 50 (20.0%) | 80 (32.0%) | 70(28.0%)

Stakeholder & | 5(1.9%) | 10 (3.8%) |55 (20.8%) | 120 (45.5%) | 90 (34.1%)
Employees

Values

Professional 2(0.7%) | 8(2.7%) |60 (20.0%) | 130 (43.3%) | 110 (36.7%)

Expertise

Table 8 - SPSS Frequency Table
The greatest impact for each category is seen in the "Significantly” and "Very Significantly"
responses:
1. Organisational Data: The majority of respondents said **Significantly™ (44.8%).
2. Scientific Data (Research): A substantial impact, with 32% indicating "*Signifi-
cantly™.
3. Stakeholders and Employees' Values: Significant effect, with 45.5% indicating
"Significantly."
4. Professional Expertise: The greatest impact seen is 43.3% for *'Significantly™ and

36.7% for ""Very Significantly™.
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7. To what extent do evidence-based practices influence your recruitment and selection decision?

150 [ Notatall [l Slightly Moderately [l Significantly [l Very Significantly
100
50
0
Organizational Data Scientific data (Research) Stakeholders & Employees Professional Expertise
Values

Figure 17 - Selection Section Question 7

Chi-Square Test Results:

e Pearson Chi-Square: 45.23
e Degrees of Freedom (df): 12

e Asymptotic Significance (p-value): 0.001

The p-value (0.001) is below the significance threshold of 0.05, indicating a statistically

significant correlation between the kind of evidence-based practice and its impact on recruiting

choices. This indicates that several categories (Organisational Data, Scientific Research, Stake-

holder Values, Professional Expertise) markedly vary in their effect on the decision-making

process.

Question 8§:

1. Very Ineffective - Merely 5.7% of respondents (20 persons) chose this choice, indi-

cating that a limited minority perceives the recruiting and selection methods as ineffec-

tual.
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2. Ineffective - 23.9% of respondents (83 persons) selected this rating. This indicates
that a significant percentage of respondents had a rather unfavourable perception of the
efficacy, placing it below average.

3. Neutral - A plurality of respondents 41.7% of respondents (145 persons) assigned
this midway grade, indicating that most see the efficacy of existing recruiting tactics as
mediocre. This indicates that they see potential for improvement but do not regard the
activities as notably unsuccessful or effective.

4. Effective - 23.6% of respondents (82 persons) assigned a rating of 4 to the practices,
indicating a mostly favourable perception of their efficacy in achieving organisational
objectives.

5. Very Effective - Merely 5.2% of respondents (18 persons) assigned the highest
grade, suggesting that a few numbers of participants see the existing techniques as ex-

tremely successful.

The replies indicate a mostly neutral response. The negative and positive opinions of
the applicants are balanced when it comes to the recruiting and selection methods, with 41.7%
of participants assigning a rating of 3 and 23.6% assigning a rating of 4. Nonetheless, a total
of 29.6% (ratings 1 and 2) of participants perceive the activities as subpar in efficacy. This
indicates that while some individuals regard the practices as congruent with organisational ob-
jectives, there is significant potential for enhancement to elevate perceived effectiveness, given

that only a minor percentage evaluated it as "Highly Effective."”

1. Chi-Square Statistic: 85.87
2. P-Value: 9.94x107'® (highly significant)
3. Degrees of Freedom: 4

101



8. How effective do you believe your current recruitment and selection practices are in achieving

organizational goals?
348 responses

150

145 (41.7%)

100
83 (23.9%) 82 (23.6%)

50

20 (5.7%) 18 (5.2%)

Figure 18- Selection Section Question 8

The p-value is extremely low (far below 0.05), indicating a significant deviation from
a uniform distribution. Most respondents rated their recruitment and selection practices at level

3 (41.7%), suggesting a moderate level of perceived effectiveness.

Conclusion - Quantitative Data Analysis

The data encompasses all facets of recruiting and selection methods inside an organi-
sation, including the efficacy of recruitment strategies, the impact of evidence-based method-
ologies, and the general satisfaction with the existing process. This is a summary of the main

conclusions derived from the replies.

Efficacy of Recruitment Platforms: Online websites and social media are regarded as
effective to very effective mediums for attracting applicants. Employee recommendations get
positive reviews; however, perspectives differ. University collaborations and government pub-

lications elicit varied reactions, with some suggesting diminished efficacy.

102



Clarity of Job Descriptions: Respondents exhibit a division over the efficacy of job
descriptions in articulating expectations, reflected in a combination of “Yes,” “No,” and
“Maybe” replies. This may indicate discrepancies in job definitions across several jobs or di-

visions.

Alignment of Job Descriptions with Skills: Responses indicate a spectrum from poor to
moderate alignment, with several participants suggesting a need for improvement in correlating

job descriptions with the requisite skills and duties.

Diversity in recruiting techniques: Most respondents agree or are receptive to the notion
that different recruiting techniques may foster enhanced creativity and improved performance,

indicating endorsement for varied hiring practices.

Perception of Equity and Impartial Recruitment: Responses reveal divergent opinions
on the extent to which existing recruiting methods mitigate prejudice. A segment of respond-
ents strongly disagrees, indicating a perceived need for more fairness, while others either con-

cur or maintain neutrality.

Selection Approaches: Structured interviews represent the predominant selection tech-
nique used, supplemented by psychometric testing in some instances. This indicates a struc-

tured methodology; however, it may benefit from further variety.

Efficacy of Selection Methods: Selection techniques, including work samples and
structured interviews, are mostly regarded as successful; nevertheless, some evaluations cate-

gorise them as neutral or ineffective, suggesting potential limits or implementation challenges.

Prejudice Mitigation via Gender Diversity: A significant majority endorse the incorpo-
ration of varied genders on selection committees to diminish prejudice, indicating a favourable

perspective on diversity in decision-making.
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Prioritised Selection Criteria: Qualifications and experience are the most esteemed var-
iables in selection, succeeded by talents, personality attributes, and educational background.
The examination of candidates places significant emphasis on cultural fit and psychological

qualities, suggesting a comprehensive although perhaps conventional approach.

Influence of Evidence-Based Practices: Evidence-based approaches, particularly organ-
isational data, and professional knowledge, substantially impact recruiting choices. Scientific

data and stakeholder interests are regarded, but to a diminished degree.

General Contentment with recruiting techniques: Enquiries on the efficacy of existing
recruiting techniques in achieving organisational objectives reveal a tendency towards moder-
ate satisfaction, with most respondents assessing effectiveness at a medium level. This suggests

a sense of sufficiency but indicates possibilities for improvement.

The poll reveals a mostly organised recruiting and selection procedure emphasising
credentials, experience, and formal techniques such as scheduled interviews. Support exists for
varied recruiting procedures, including gender representation on selection committees and re-
cruitment methodologies. Perceptions of fairness differ, and the efficacy of existing approaches
in aligning with organisational objectives is seen as modest, indicating a need for improvement.
Enhancing job descriptions, aligning requisite abilities, and diversifying selection procedures
may augment the efficacy and perceived equity of the recruiting process. Moreover, continu-

ously using evidence-based procedures might enhance decision-making.

Qualitative Data Analysis

In the subsequent section, the researcher will undertake a thorough analysis and
evaluation of the responses obtained during the interviews. A total of 21 responses were

collected, encompassing participants from the following professional grades:
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1. Director

2. Assistant Director
3. Senior Manager
4. Manager II

5. Manager |

6. Assistant Manager

The inclusion of respondents from various professional grades was deliberately designed
to ensure a diverse range of perspectives across different departmental functions. This approach
aimed to mitigate the risk of bias, which could have arisen if the interviews had been restricted
to a single department, such as recruitment. Limiting the scope in such a way might have
inadvertently led to a skewed evaluation by concentrating perspectives to align with the

researcher’s expectations, thereby compromising the study’s objectivity.

Participants were given the freedom to respond without the constraints of a time limit. They
were also encouraged to express their views in any language and format they found
comfortable, fostering an open and authentic dialogue. To further facilitate a conducive
interview environment, participants were informed that they were free to skip any question
they felt unable to answer. Additionally, the researcher aided those who requested support in
elaborating on their thoughts, ensuring they could articulate their opinions more fully if desired.
This inclusive and flexible approach was designed to enhance the richness and authenticity of

the data, thereby providing a robust foundation for the subsequent analysis and evaluation.

Question 1

Upon reviewing all replies to this question (Questions can be found in the appendix), a con-

sistent pattern emerged indicating that most respondents found the job descriptions to be very
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imprecise and ambiguous. The primary feedback indicated a need for greater specificity tai-
lored to the relevant department associated with the vacancy. For instance, if a job posting
mentions HR, a more precise interpretation should be HR recruitment. However, the general
public are not made aware of this distinction, leading them to read a job description that lacks
clarity and specificity. The individual continues to apply, but upon selection and entering re-
cruiting, they realise their inadequacy and attribute it to their unexpected experience. This sit-

uation has been elucidated in various ways over many interviews.

However, the researcher wishes to highlight several observations that were both intri-
guing and unexpected in the responses received. Respondent 5 articulated that job descriptions
are somewhat ineffective, since P&SD guidelines mandate the inclusion of the phrase “under-
takes any other tasks, which the superior may delegate to him/her, as may be required.” It has
been suggested that job descriptions are challenging to refine; an overly detailed list may deter
applicants. The optimal approach is to engage with the current team to revise the job description
as necessary and potentially incorporate a "day in the life" component, allowing candidates to

observe the role's responsibilities firsthand.

An alternative method is that if the call is published stating HR only, the company must
provide distinct job descriptions for each department with a vacancy. If HR requires three per-
sonnel—one for recruiting, another for records, and a third for leaves—this necessitates the
publication of three distinct job descriptions, therefore providing candidates with a clearer un-

derstanding of their potential assignments.

The most intriguing revelation for me as a researcher was the intentional vagueness of
job descriptions. The announcement is designated only for HR, not HR recruiting; for instance,
if the title specifies the department, the employer would be unable to facilitate transfers across

departments as indicated in the announcement. If an employer perceives that a candidate may
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be more suitable for a records position rather than recruiting, they cannot effectuate the change

if it is explicitly stated otherwise.

The consensus about this issue is that it lacks specificity, sometimes leading to appli-
cants being misled upon commencing work. The candidates recommended enhancing specific-

ity and including more information.

Question 2:

The following answers underscore the three predominant replies provided throughout
the interview sessions. The ministry should implement a thorough and strategic recruiting strat-
egy to attract the appropriate target demographic for openings. Primarily, as previously said,
job descriptions must be precise, thorough, and appropriately represent the tasks and needs of
the position. The ministry should emphasise the distinctive elements of its operations, including
its values, mission, and the overarching influence of its functions, to enhance the attractiveness

of opportunities.

Marketing tactics must be customised for certain demographics, taking into account the
values and interests of the target group. Younger demographics are more inclined to interact
with visually captivating, dynamic material on social media as opposed to conventional chan-
nels. Consequently, the ministries need to use digital marketing methods, using compelling
pictures, videos, and pertinent message to guarantee efficient outreach. Collaborations with
universities and professional networks, along with the use of specialised job portals, may aug-

ment exposure among target demographics.

Furthermore, it is essential to address the ministry's reputation. Proactive initiatives,

such as the creation of public service week and the promotion of success narratives and devel-
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opment prospects on social media, may aid in restoring confidence and highlight the ad-
vantages of public service professions. Emphasis should be placed on competitive remunera-
tion, transparent career advancement trajectories, employment stability, and supplementary in-
centives such as flexible work arrangements and chances for professional growth. By enacting
these measures, the ministry may recruit a varied array of talented people while ensuring con-

gruence with its principles and long-term objectives.

Question 3

From this question one can analyse the nature of some of the answers delivered, some
took the aspect of time consumption, anxiety, situational decision making and other aspects to

build up their answers.

To elaborate, respondent one said that his recent experience demonstrated that the in-
terviewing panel prioritised his qualifications above his suitability for the position. He said,
“The interview revealed that they were in a pressing situation and required personnel urgently;
overall, my interview lasted no more than 6 to 7 minutes and consisted of perhaps two very
basic questions.” This raise concerns as it indicates that the public sector prioritises qualifica-
tions above abilities, cultural fit, and experience, which are three critical aspects that should be
considered and adhered to alongside qualifications. Respondent one also suggested that other
tactics should be used, such as focus groups or assessment centres, to get a better understanding

of the individual's performance under pressure and their handling of certain events.

A significant majority of the respondents underscored that selecting methods must be
contingent to the individual employment role. Respondent 3 provided the following example:
“In my opinion, conducting the same interview for the position of Manager | and a School

Technician will not yield the desired outcomes for the recruiter. A well-structured interview
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for the managerial role, with a strong focus on responsibilities, could be advantageous. Con-
versely, for the School Technician position, prioritising skills and experience alongside quali-
fications, and possibly incorporating a psychometric test or assessment centre in conjunction
with the interview, would be more effective in evaluating their competencies.” Utilising several
selection methods in conjunction with interviews would be advantageous, since a candidate
may experience anxiety during the interview, perhaps resulting in the loss of job opportunities

due to their performance.

Respondent 13 said that psychometric testing, assessment centres, and focus groups are
now used in public sector headship posts to evaluate candidates' capabilities. He/she also em-
phasised that these practices should be implemented in managerial roles, particularly from
Manager 1 and above, where critical responsibilities and decisions are made. The selection of
the appropriate individual is crucial, as erroneous decisions can impact either the ministry or

specific individuals.

Respondents also noted the protracted nature of recruiting and selection procedures.
Respondent 14 articulated the following “Selection methods including psychometric testing,
assessment centres, and focus groups are currently employed for senior positions. It is crucial
to note that if the public service employs such selection methods for managerial positions, the
process is highly time-consuming, likely leading to applicant withdrawals as they pursue alter-
native employment opportunities. Furthermore, this approach does not guarantee the identifi-
cation of the most suitable candidate, even when utilising various selection strategies beyond
interviews. | agree that they need more structure and increased challenge, however they remain

solely focused on interviews.
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Question 4

“Personal information such as name, age, locality, and overall demographics should be
eliminated from job applications,” this assertion was reiterated by several respondents. When
enquired about the rationale, responses centred on the notion that this mitigates bias, as appli-
cants would not face discrimination by any means, given that the selection board would lack
demographics to reference since it is not specified. Blind recruitment is implemented in nu-
merous private companies as it provides reassurance to the public that the recruitment and se-
lection process for this position is based on the established eligibility criteria, including quali-

fications, skills, and experience.

Respondent 13 articulated a noteworthy observation, stating, “I believe the selection
boards of the public service are not inherently biased; however, it appears that they do not
adequately or consistently engage with the eligibility criteria during the vetting process.” For
instance, if one were to consider the technician call, it is possible that if it is frequently pub-
lished, the board may have initially reviewed it and subsequently continued to apply the same
eligibility criteria to all future calls. This practice could lead to a form of bias, as the board
might inadvertently render an individual ineligible despite their eligibility for the specific call
to which they applied. As | mentioned, it is not intentional but rather a deficiency in training
and perhaps a reluctance to engage with the call. In addition to that, I do not believe that the
public service exhibits any intentional bias. " Respondent 14 offered a response akin to that of
respondent 13, highlighting the necessity for selection board members to receive enhanced

training regarding the comprehension of the eligibility criteria.

Respondents 5, 9, and 10 noted that while biases may indeed be present in certain in-
stances, they are particularly evident in the eligibility criteria. To elaborate, it is essential to

establish eligibility criteria that prioritise experience exclusively, rather than incorporating
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qualifications as well. There exist individuals who possess considerable skill and experience in
their respective fields yet lack formal qualifications due to circumstances that hindered their

ability to attain such credentials.

Question 5

The interviewees' comments highlight several strategies to ensure fairness, openness,
and consistency in recruiting procedures. A prevalent motif in the responses is the significance
of systematic methodologies. Structured interviews, in which all applicants get a same set of
role-specific questions, guarantee consistency and equity. Moreover, standardised scoring
methods and evaluation instruments provide objective comparisons among applicants, there-
fore reducing subjectivity and prejudice. The use of these standardised guidelines enhances the

equity and reliability of the recruiting process.

Transparency is a crucial element in fostering equity. Numerous replies underscore the
need of transparent communication throughout the recruiting process. Informing applicants
about their application progress via automatic updates or prompt contact cultivates trust and
reduces irritation stemming from extended waiting periods. Moreover, explicitly conveying the
selection criteria and timescales guarantees that all applicants comprehend the process, foster-

ing a feeling of transparency and equity.

The participation of HR specialists in recruiting procedures is another important rec-
ommendation that was highlighted. The presence of HR during interviews guarantees monitor-
ing and objectivity. Furthermore, including skills evaluations into the evaluation process offers
a pragmatic approach to assessing applicants' competency, guaranteeing that judgements are

founded on objective criteria of quality.
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Emphasis is placed on training recruiting teams and hiring managers on unconscious
bias and inclusive procedures. This training enables people to identify and reduce biases, re-
sulting in a fairer assessment of applicants. Moreover, the inclusion of varied selection panels
presents a variety of viewpoints, hence diminishing the probability of personal biases affecting
judgements. Organising recruiting panels with diverse members, including persons of varying
genders, experiences, and backgrounds, significantly improves the objectivity and inclusive-

ness of the process.

The respondents endorse a holistic strategy for equitable recruiting practices. The re-
cruiting process may attain enhanced consistency and impartiality via the integration of organ-
ised procedures, clear communication, HR participation, bias training, and diverse panels. The
use of these methods in conjunction enhances the integrity of candidate selection and facilitates

the recruitment of the most competent persons.

Question 6

As per directive 9 regulations, all selection boards should be built of 1 public officer who
hold a grade higher than the position/post advertised, and two retired officers. From the 21
interviewees about 19 of them all said that they suggest and would recommend for them to be

different genders on the board as it might reduce bias and possible petitions from applicants.

Another point that was mentioned mostly by respondents 5,8 and 15 was that they believe
the board should have different genders, but they should avoid retired officers and only utilize
public officers. Respondent 5 stated the following “It is advisable to remove the Retired Public
Officers, as they may be out of touch and disconnected from the current needs and situation of
the Public Service, potentially lacking awareness of the latest trends in the field.

| suggest including three officers on the recruitment panel, such as:
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1. A Public Officer employed in the People Management Division,

2. A Public Officer with expertise in the relevant field of the vacancy. For instance, when
the position is for a Principal Technical Officer, it is logical that a higher-grade profes-
sional, such as an Engineer, will be included in the interviewing panel.

3. APublic Officer currently employed at the government entity within the department of
the available vacancy. This individual is expected to represent the organisation and the

team within the department.”

This method is highly advantageous as it involves a team member who performs the
roles of the post/position advertised and understands team dynamics. It incorporates an
expert to assess the technical aspects and includes a representative from the PMD, who can
ensure unbiased practices, as they are well-versed in the directives and manuals of the pub-

lic service.

Question 7

The interviewees' comments provide a comprehensive analysis of the fairness and
suitability of interviews in the recruiting process, emphasising both their advantages and
drawbacks. A considerable number of respondents agreed that interviews may be equitable
and impartial when executed with appropriate organisation and openness. One respondent
provided an instance in which assistance from HR and the ministry facilitated a selection pro-
cess that upheld equity and justice. Structured interviews, in which all applicants get identical
questions and are assessed according to uniform standards, were recognised as an effective
method to reduce subjectivity and prejudice. Nonetheless, there was an acknowledgement
that, despite these protections, interviews may be swayed by personal prejudices, especially

in senior roles, hence underscoring the need for supplementary procedures.
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The suitability of interviews for various positions was a frequent subject, with several
interviewees contending that their efficacy is contingent upon the specific function in ques-
tion. Interviews were deemed crucial for evaluating communication, leadership, and decision-
making competencies in management and leadership roles. In these positions, the capacity for
self-expression, the demonstration of vision, and the exhibition of interpersonal skills often
outweighs technical expertise, making interviews an appropriate instrument. Nonetheless, the
constraints of interviews become more evident for technical roles, such as IT engineers. Nu-
merous interviewers contended that technical positions need practical evaluations or trials to
measure a candidate's true competence. A trial project or skills-based assessment was pro-
posed as a more accurate representation of an IT engineer's talents than a verbal interview,

which may inadequately assess technical competence.

Psychometric assessments emerged as another prominent subject in the comments. A
multitude of respondents regarded these assessments as beneficial for elucidating applicants'
personality characteristics, cognitive capacities, and behavioural inclinations. For professions
requiring strong interpersonal skills or leadership attributes, such as HR managers or senior
management roles, psychometric testing was seen as a useful adjunct to interviews. Some re-
spondents, however, voiced scepticism over their overall utility, emphasising that the findings
must be included into the decision-making process to enhance value. Some proposed that
practical activities, such presentations, public speaking challenges, or portfolio evaluations,
may be more suitable than psychometric testing for evaluating higher-grade applicants. These
approaches were particularly endorsed for internal candidates, who may further be assessed

on their understanding of pertinent policies and organisational processes.

Numerous respondents said that interviews alone often prove inadequate for identify-

ing the best appropriate applicant. Brief interview durations, often seen in the government
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sector, were deemed insufficient for comprehensive evaluations. A recommendation was pro-
posed to prolong interviews to a minimum of 30 minutes to provide a more comprehensive
assessment of the candidate's competencies and potential. The integration of interviews with
other methodologies, such as skills assessments or psychometric evaluations, was often sug-

gested to provide a more holistic approach.

The interviewers unanimously agreed that recruiting practices must be customised to
meet the distinct needs of each position. Interviews are proficient in analysing behavioural
qualities and leadership abilities, although they are inadequate for evaluating technical profi-
ciency. It was advised to use a mix of interviews, practical assessments, and task-oriented
evaluations for technical roles. Interviews for leadership positions should prioritise the evalu-
ation of communication and interpersonal skills, augmented by instruments like psychometric
tests or scenario-based evaluations. Integrating these varied approaches may enhance recruit-
ing procedures by promoting fairness, impartiality, and thoroughness, so assuring the selec-

tion of applicants most appropriate for the positions they want.

Question 8

All 21 respondents made an emphasis how different post/positions should be analysed

and treated differently as they do not require the same qualifications, skills, experience etc.

Respondent 7 made the following remarks “I believe that all vacancies should un-
dergo a basic job analysis to clearly define responsibilities, required skills, and performance
expectations, however, that different roles require different methods to effectively evaluate
the applicant’s potential and suitability for the role. For example, a teacher and a hr personnel
have different roles in the ministry. For basic job analysis you must investigate the unique as-

pects of our ministry but then delve into the specifics of the job vacancy.”
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To give another example, respondent 1 stated the following “The hiring procedure
shouldn't be uniform across all openings. Every position has specific demands, and the proce-
dure should reflect that. Different approaches are necessary for managerial and technical re-
sponsibilities; the former may place greater emphasis on leadership traits, while the latter
place more emphasis on skill evaluations.” In order to find the best candidates for each posi-

tion, it is important to be adaptable throughout the hiring process.

Question 9

This section reflected more a similar recommendation throughout, where everyone
stated transparency with the applicant not the process as much. Suggestions about the openness
in the recruiting and selection process, since interviews indicate that although certain measures
are in place, significant improvements are necessary. Respondent 5 indicated that in instances
where applicants experience delays in communication, such as during rolling calls (which are
announced annually but remain open for an entire year until a vacancy occurs) or when there is an
overwhelming volume of applicants necessitating extensive vetting, requests for missing doc-
umentation, review processes, notifications of ineligibility, interview scheduling, score input,
endorsements, and eventual publication, the overall procedure is significantly prolonged with-
out any indication to the applicant. A system was proposed that allows the applicant to track
the status of their application on the internet, indicating if it has been reviewed or whether the
report is printed and awaiting PS clearance. This approach enhances board transparency and
minimises superfluous discussions and remarks. He said, "Applicants should not be left waiting
for months for updates on their applications.” This can also help the selection boards not to

lose the applicants to other vacancies as they can track which step is next.
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Question 10

Participant 13 “Indeed, I agree that a correlation exists between recruitment and selec-
tion practices and organisational performance. Consequently, I think that successful recruiting
tactics and a well-executed, strategic recruitment process are essential.” Respondent 11 also
said, “I believe there exists a robust correlation between effective recruitment practices and
improved organisational performance. Organisations that use efficient recruiting tactics often
encounter reduced turnover rates, resulting in more economical hiring processes, more em-

ployee engagement, and increased overall productivity.”

All respondents said that the connection between recruiting and selection is advanta-
geous but requires improvement to optimise financial, resource, and staff training benefits.
Some have also noted the significance of team motivation in addition to overall success. By
using appropriate recruiting and selection processes, the organisation may expect a 90% like-
lihood of identifying an ideal candidate that integrates well with the team, demonstrates com-
petency in the role, and has a willingness to develop. This factor enhances both team and min-

istry performance by aligning team dynamics with ministry dynamics.

Question 11

The recruiting and selection process may be markedly enhanced by mitigating its ex-
isting prolongation and assuring openness, accountability, and equity from the HR planning
phase. Entities must be assigned distinct recruiting budgets and prioritise their openings, while
Central HR should designate dedicated personnel to optimise the recruitment process, keep
officers responsible, and guarantee prompt follow-up.

Promoting clear and precise job descriptions is essential to recruit qualified people with

appropriate abilities and motivations, hence boosting departmental efficiency and mitigating
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work overload. Implement value-based recruiting processes that correspond with organisa-
tional ideals, emphasising human attributes and soft skills via personality evaluations. Another
recommendation was refined marketing techniques aimed at prospective candidates and well-
defined timetables for the selection process will enhance applicant involvement. Utilising re-
cruiting firms, artificial intelligence technologies, and human resources analytics may enhance
productivity, while post-hire evaluations optimise subsequent recruitment initiatives.

Ministries may promote equity and diversity by soliciting input from newly recruited
personnel and use data analytics to assess recruiting efficacy. Mitigating prejudices and foster-
ing workplace diversity guarantees fair assessments and opportunities for competent persons.
It was emphasized to integrating candidate feedback, optimising communication, and inform-
ing candidates of their application status are crucial for improving the candidate experience.
Ongoing training for interviewers in thoughtful listening, empathy, and impartial assessments
guarantees high-quality encounters.

The last recommendation was consistent feedback systems and data-informed judge-
ments enhance a just, transparent, and effective process to help with the overall process and

not lose potential employees to other ministries or private companies.

Conclusion - Qualitative Data Analysis

In conclusion, the overall replies were well interconnected, despite being compiled
from individual face-to-face interviews rather than group discussions, since the researcher had
anticipated a significant number of identical answers. The researcher was notably shocked by
the excellent comments for the improvement and enhancement of recruiting and selection
methodologies. The research revealed no significant negative feedback; rather, participants of-
fered encouragement to enhance the systems for the improvement of internal and external pro-

CCSSES.
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The recruiting and selection process may be substantially improved by using ideas from
Motivational Fit Theory and Human Capital Theory, in addition to insights from respondents.
Motivational Fit Theory underscores the need of matching applicants' beliefs, motivations, and
objectives with the requirements and culture of the organisation, hence fostering long-term
commitment and work satisfaction. Respondents stressed the need for clear and detailed job
descriptions specific to jobs, enabling candidates to grasp expectations and self-assess their
suitability with the job. By integrating motivational fit, recruiting strategies may emphasise
applicants who not only have the necessary credentials but also demonstrate connection with

organisational values and goals.

Human Capital Theory emphasises the need of investing in people as assets that
enhance organisational performance, highlighting the necessity of improving recruiting
procedures to attract and retain elite talent. This corresponds with respondents' requests for
marketing tactics that emphasise competitive compensation, transparent career advancement,
and possibilities for professional growth. By applying human capital concepts, ministries may
highlight the enduring advantages of public service positions, enhancing engagement and

minimising turnover.

Participants also supported the incorporation of formal assessments, including
psychometric evaluations and scenario-based analyses, customised for each position. This
method corresponds with Human Capital Theory by guaranteeing that the screening process
finds persons with the appropriate skills and potential for successful contribution. Motivational
Fit Theory supports this by increasing attention on candidates’ personal attributes, cultural

alignment, and intrinsic motivation, which increase organizational harmony and productivity.

Ultimately, continuous training for interviewers in reflective listening, empathy, and

bias mitigation reinforces both theories by promoting equitable, informed, and value-oriented
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recruiting choices. These techniques provide a recruiting framework that attracts qualified
personnel while ensuring alignment with organisational values and long-term objectives,

therefore maximising human capital potential and fostering motivational congruence.

Triangulation Analysis

Introduction

The researcher wanted to adopt a triangulation analysis to see what were past situations
which were presented in the literature review and how they are similar or different to both
primary data collection. Triangulation Analysis This triangulation study combines quantitative
and qualitative data to provide a thorough picture of recruitment and selection methods in the
Maltese public sector. The methodology seeks to reveal points of agreement and disagreement
between quantitative patterns and individual accounts. This research uses statistical data and
interview insights to evaluate the perceived efficacy, impartiality, and alignment of recruiting

methods with organisational objectives.

Kev Discoveries and Synthesis

Efficacy of Recruitment Platforms

Quantitative Analysis: Social media and internet platforms were deemed extremely suc-
cessful for recruiting, whilst conventional mediums such as the Government Gazette ob-
tained lower effectiveness ratings. A Chi-square test indicated statistical significance (p-
value = 0.002), demonstrating that platform selection significantly affects perceived effi-

cacy.
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Qualitative Insights: Respondents highlighted the need for a targeted marketing strategy
for vacancies, focussing on younger demographics via dynamic digital channels. Collabo-
rations with universities and customised employment portals were proposed to improve

outreach.

Secondary Data: Literature highlights the transition from conventional recruiting meth-
ods to digital and Al-driven techniques, exemplified by corporations such as Google and
Unilever. These organisations have used predictive analytics and gamified recruiting tech-

niques to attract and evaluate various talent pools.

Triangulation Analysis: The quantitative inclination towards contemporary platforms
corresponds with qualitative recommendations for digital strategy. Both data sources em-
phasise the need of shifting from conventional tactics to technologically sophisticated re-

cruiting strategies to engage a wider audience.

Precision and Consistency of Job Descriptions
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Quantitative Insights: - Responses about the effectiveness of job descriptions in con-
veying expectations were mixed, with 33.6% indicating "No" and 31.9% indicating "Yes."
The mean evaluations indicated neutrality (Mean = 3.00), implying uncertainty. A p-value

of 0.278 indicates a lack of meaningful consensus.

Qualitative Insights: Interviewees expressed dissatisfaction with ambiguous job de-
scriptions and suggested the inclusion of existing workers in the refinement process. Some
emphasised deliberate ambiguity to provide adaptability in job assignments, however this

may mislead applicants.



Secondary Data: The Human Capital Theory underscores the need of explicit job de-
scriptions that delineate necessary skills and credentials, hence reducing resource misallo-
cation. Motivational Fit Theory promotes the alignment of work duties with employee in-

centives to improve happiness and performance.

Triangulation Analysis: Both data sets highlight the disparity between job descriptions
and real job requirements. Quantitative neutrality indicates discontent, but qualitative stud-
ies imply that this ambiguity may affect candidate retention and satisfaction after recruit-
ment. Secondary data supports the proposal to enhance job descriptions for clarity and

alignment, ensuring they attract suitable individuals and promote organisational cohesion.

Impartiality and prejudice in Selection
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Quantitative Insights: - Neutral replies predominated notions of impartiality (40.5%),
whereas a notable segment (27.5%) articulated apprehensions over prejudice. There was
substantial support for gender diversity in selection panels, with 67% in favour ("Yes"),

and the results were statistically significant (p-value < 0.001).

Quialitative Observations: Interviewees advocated for "blind recruitment™ and under-
scored the need of educating selection boards to address unconscious prejudice. Concerns
over retired officers' detachment from contemporary procedures were expressed, advocat-

ing for panels consisting of present public officers with relevant experience.

Secondary Data: Organisations such as Deloitte and Google use structured interviews
and data-driven methodologies to reduce prejudice. The ethical and legal frameworks of
Malta, including the Equal Employment Opportunity (EEO) Act and the Employment and
Industrial Relations Act (EIRA), underscore the principles of transparency and non-dis-

crimination.



Triangulation Analysis: Both quantitative and qualitative data converge on the sense of
bias as a concern. Gender diversity and training are seen as essential strategies to improve
fairness and mitigate prejudice in selection procedures. Secondary data validates the origi-
nal results, illustrating how prominent organisations tackle prejudice. Implementing organ-
ised interviews, gender-diverse panels, and ensuring legal compliance helps match the Mal-

tese public sector with worldwide best practices.

Selection Methods and Equity
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Quantitative Analysis: Structured interviews were the predominant selection technique
(90.8%) and regarded as efficient (p-value < 0.05). Nonetheless, 41.7% assessed the equity

of interviews as neutral, suggesting potential for improvement.

Qualitative Insights: Respondents endorsed customised selection techniques aligned
with job specifications, including psychometric evaluations and assessment centres for sen-

ior positions. Concerns over too short interviews undermining fairness were widespread.

Secondary Data: Data from Deloitte and Amazon underscores the need of integrating
structured interviews with psychometric assessments and situational judgement evaluations
for comprehensive appraisals. Assessment centres, despite their time-intensive nature, pro-

vide extensive insights for senior positions.

Triangulation Analysis: Structured interviews predominate but are not seen as uni-
formly equitable. Qualitative insights suggest enhancing evaluation methods to more ef-
fectively correspond with particular employment requirements, supporting quantitative
comments about the need for improved fairness. Secondary data corroborates the need for
varied selection strategies emphasised in primary data. The public sector may gain from
integrating these sophisticated techniques, facilitating a more comprehensive and fair eval-

uation process.



Conformity with Organisational Goals

Quantitative Analysis: Evidence-based practices, such as professional competence and
organisational data, were seen as significantly influential, with a statistically significant p-
value of 0.001. A significant majority (88.2%) agreed that employing the appropriate can-

didate enhances morale and performance.

Qualitative Insights: - Participants associated targeted recruiting with less turnover and
increased productivity. Explicit job descriptions and empirical evaluations were deemed

crucial for aligning recruiting results with organisational objectives.

Secondary Data: Human Capital Theory connects recruiting with economic production,
highlighting the need of employing competent personnel. Motivational Fit Theory empha-
sises that the alignment of personal objectives with organisational principles enhances com-

mitment and performance.

Triangulation Analysis: Both datasets underscore the essential importance of evidence-
based approaches in attaining organisational goals. Quantitative statistics substantiate their
efficacy, while qualitative insights provide depth by elucidating the effects of these strate-
gies on morale and retention. Secondary data provides theoretical confirmation and inter-

national examples (e.g., Amazon's data-driven methodologies) to reinforce this connection.

Practical Application of Theoretical Frameworks

Human Capital Theory
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1. Underscores the need of investing in skills and education to improve productivity
2. Clearly shown in suggestions for explicit job descriptions and competency-oriented re-

cruitment in both main and secondary data.



Motivational Fit Theory

1. Emphasises the alignment of human incentives with organisational objectives.
2. Highlighted in primary data's focus on cultural alignment and secondary data's revela-

tions on tailored recruiting techniques.
Conclusion

The triangulation study demonstrates a well-documented interaction between second-
ary data, quantitative trends and qualitative narratives in recruiting and selection methods.
Quantitative statistics provide statistical confirmation for issues such as platform efficacy,
structured interviews, and the influence of evidence-based practices. Qualitative insights
provide contextual richness, emphasising aspects such as deliberate ambiguity in job de-

scriptions and the need for varied evaluation techniques.

To address disparities and improve recruiting methodologies:

1. Revamp recruiting platforms and techniques to correspond with demographic inclina-
tions.

2. Enhance job descriptions for improved clarity while preserving adaptability for role
alignment.

3. Integrate varied, evidence-based selection techniques customised for certain employ-
ment positions.

4. Mitigate prejudices by implementing gender-diverse panels, conducting training, and
using "blind recruitment."

5. Enhance the connection between recruiting processes and organisational objectives by

ongoing feedback and openness.

These results provide a framework for the Maltese public sector to refine recruiting, improve

equity, and promote alignment with organisational performance goals.

125



Chapter 6: Conclusion
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Introduction

This thesis aimed to examine the recruiting and selection methods in the Maltese public
sector, emphasising the assessment of their efficacy, fairness, and congruence with organisa-
tional performance objectives. The research specifically intended to evaluate the integration of
evidence-based techniques, including structured interviews, digital recruiting tools, and stake-
holder involvement, into these procedures. It aimed to uncover difficulties like prejudice, am-
biguous job descriptions, and incongruent selection criteria, while suggesting pragmatic alter-

natives to improve efficiency and equity.

Quantitative Insights

The statistical research identified notable trends, including the high perceived efficacy
of online recruiting channels such as social media (P-value = 0.002) and the shortcomings of
conventional techniques like the Government Gazette. Respondents exhibited a division over
the clarity of job descriptions, with just 31.9% confirming their authenticity, underscoring a
significant communication deficiency. Structured interviews became the predominant selection
procedure, despite ongoing reservations over their fairness, with 30% of respondents seeing

them as biassed.

Qualitative Insights

Interviews revealed consistent themes, including the need for precise and accurate job de-
scriptions, the importance of diverse recruiting panels, and the advantages of integrating struc-
tured interviews with other approaches such as psychometric assessments or work samples.
Participants underscored the need of customising recruiting strategies to align with job-specific
criteria, including the use of assessment centres for management jobs and practical evaluations

for technical ones.

127



The results correspond with best practices identified by major entities such as Google and
Unilever, who use data-driven recruiting methods, structured interviews, and advanced tech-
nologies like Al and gamification to reduce bias and improve predictive validity. Nevertheless,
the Maltese public sector is deficient in embracing new innovations, mostly depending on con-

ventional techniques with little incorporation of evidence-based strategies.

Contributions to Theory

The research enhances Human Capital Theory by emphasising the need of matching skills,
knowledge, and expertise with organisational requirements to maximise performance. It un-
derscores the significance of Motivational Fit Theory, illustrating how aligning applicants' in-
ner motivations with organisational objectives may improve work satisfaction and decrease
turnover. These results confirm the theories' relevance in a public sector environment and high-

light opportunities for operational improvement.

Practical Consequences (Recommendations)

1. Job Descriptions: Enhance clarity and accuracy by including existing workers in their
formulation and providing job previews to prospects. Involve existing workers who are
knowledgeable about the precise tasks and responsibilities in order to produce job de-
scriptions that are accurate. Their own expertise can guarantee that job descriptions are
accurate, relevant, and in line with actual work requirements. This recommendation
will provide applicants a good idea of what the position involves. This openness may
attract applicants who are more qualified for the job and it will lower turnover brought
on by unrealistic expectations.

2. Recruitment Platforms: Emphasise on digital platform resources such as social media
and specialised job boards to access diverse and competent talent pools. Increase access

to a skilled and varied talent pool by using contemporary digital channels. Social media
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platforms like Facebook, Twitter, and LinkedIn provide effective resources for focused
hiring efforts. To ensure that you have access to qualified applicants for technical or
specialist positions, use specialised job sites to network with experts in your field. In-
vest in employer branding on these channels by displaying company culture, values,
and employee endorsements to increase reach even further. Additionally, outreach tech-
niques may be improved by incorporating analytics and targeted advertising, which
guarantees that resources are used efficiently.

Selection Methods: Use a variety of sophisticated screening techniques to thoroughly
assess applicants' skills, dispositions, and cultural fit. Cognitive talents, personality
qualities, and emotional intelligence may all be measured using psychometric tests,
which provide unbiased insights into a candidate's potential. In a controlled setting,
assessment centres that mimic real-world situations may evaluate applicants' leader-
ship, cooperation, and problem-solving abilities. Practical assessments, such as case
studies for management jobs or coding examinations for software roles, provide a con-
crete gauge of proficiency and guarantee that applicants have the abilities needed for
specialist employment. Having one recruitment and selection method for all posts and
positions does not provide the same results as when research, taught and expertise is
put in the equation.

Operational Enhancements: - Augment diversity within selection boards to mitigate
prejudice and improve decision-making viewpoints. Make sure the people on the selec-
tion panels come from a variety of backgrounds, including those related to gender and
professions. This diversity promotes a more inclusive recruiting process, lessens un-
conscious prejudice, and brings other viewpoints to the table when making decisions.

Members of the selection board should also get frequent training on subjects including



inclusive employment procedures, anti-discrimination legislation, and cultural compe-
tency.

Establish transparent monitoring mechanisms for candidates, enabling them to oversee
their progress throughout the recruiting process. Creating strong, open systems that let
applicants track their progress through the hiring process. Putting in place user-friendly
applicant tracking systems with clear communication routes and real-time updates can
help accomplish this. Using a portal or email alerts to notify applicants on a regular
basis of their status and future actions. Transparency improves confidence in the hiring
process, reduces applicant annoyance, and maintains a favourable business image.
Strategic Alignment: Implementing these guidelines may elevate organisational perfor-
mance by enhancing the quality of hiring, promoting team cohesiveness, and decreasing
turnover. This corresponds with the Maltese public service objective of attaining effi-
ciency and equality in service provision. Organisations may create unified teams that
foster cooperation and creativity by hiring better candidates. By ensuring that applicants
are engaged with the objectives of the business and fit their jobs. These principles help
the Maltese public service strive for efficiency and equality in service delivery, guar-
anteeing that hiring qualified personnel propels the delivery of equitable, sustainable,
and high-quality public service workers. Furthermore, encouraging diversity and inclu-
sion throughout the hiring process shows the industry's dedication to equality and

strengthens organisational resilience and public confidence.

Methodological Considerations

The mixed-methods approach was effective in triangulating data from quantitative surveys,

qualitative interviews, and secondary literature. This amalgamation offered an extensive com-

prehension of recruiting obstacles and prospects. Nonetheless, constraints such as the omission

of demographic data in surveys and the concentration on a singular public sector environment
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may influence the generalisability of the results. Future study may rectify these deficiencies by

examining recruiting strategies across other industries or using longitudinal studies.

Suggestions for Subsequent Investigations
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1. Understanding the influence of Al and predictive analytics on public service hiring re-

quires investigating their long-term impacts. Research might look at how these tech-
nologies increase productivity by automating procedures like applicant matching and
resume screening, which lowers expenses and hiring time. In addition to the moral dif-
ficulties of guaranteeing algorithmic responsibility and data privacy, another important
issue is Al's capacity to lessen biases and improve selection fairness. The impact of Al
on the candidate experience, especially in promoting openness and trust, might also be
investigated. Lastly, to assess its efficacy over time, the relationship between predictive
analytics and workforce quality such as performance and retention should be examined.
These suggestions do not suggest to make a hiring decision completely with Al as the

human element still needs to be present.

. A contrast between the public and private service in Malta can reveal advantageous

hiring practices. The private sector's adaptability and creative use of technology might
enhance the public sector's focus on equality and openness. Effective techniques that
may be adjusted to public-service restrictions may be found by looking at approaches
like diversity programs, data-driven tactics, and digital platforms. Furthermore, know-
ing how each industry involves stakeholders and encourages teamwork throughout the
recruiting process may provide a well-rounded strategy for enhancing the effectiveness
and equity of public service hiring.

Studies conducted across cultural boundaries may provide light on how social norms
influence how fair hiring is perceived. Hiring strategies, such as the utilisation of per-

sonal ties or dependence on formal channels, are often influenced by cultural variations.



How these differences affect applicants' perceptions of fairness and transparency should
be investigated in future research. It is possible to find transferable solutions for equal-
ity issues by examining activities in many cultural settings. This is especially helpful
for Malta's public service, since promoting inclusion and equity requires conformity to

national and international norms.

To summarise Recruitment and selection are fundamental components of efficient human
resource management, directly impacting organisational performance. This research highlights
the essential need for the Maltese public service to advance its processes by adopting innova-
tive and evidence-based methodologies to address current requirements. By rectifying identi-
fied deficiencies, like ambiguous job descriptions and the restricted use of sophisticated selec-
tion techniques, the sector may promote a more fair, efficient, and performance-oriented re-
cruiting process. This thesis offers practical insights and strategic suggestions, acting as a guide
for policymakers and HR professionals dedicated to cultivating a resilient and engaged work-

force for the future.
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Questionnaire Questions

>

The Recruitment/Selection: an Evidence X i
Based Approach

B 7 U & YT

My name is Laura Mariah Demanuele and | am currently a student reading an MA in Evidence Based
Management and Decision Making at the University of Malta. For the purpose of this course, | will be carrying
out a research study (dissertation) on a subject regarding recruitment and selection. This specific study is to
see what the public service employee think of the recruitment and selection process, how effective is it really
and what are some ways it can improve. | would appreciate if you could take a few moments to complete my
questionnaire. All data will be kept confidential and used only for the purpose of this research. By completing
this survey, you agree that the information you provide will be used for the purpose of this study.

Your participation is entirely voluntary, and you are free to exit the survey at any moment with no
consequences. Unless you click "Submit" at the end of the survey, no information will be collected. This survey
is being completed anonymously, and there is no way for me, as the researcher, to determine your identity.
After you click "submit," your information will be safely saved and kept private, and will only be used in

conjunction with my dissertation.

Should you require any further information regarding this study, please do not hesitate to contact me on
laura-mariah.demanuele.1@gov.mt

Recruitment Process b

Recruitment is the act of enticing individuals with the capacity to make significant contributions to an
organization, with the purpose of filling certain jobs or tasks. This term is selected for its all-encompassing
range, highlighting both the strategic and practical elements of recruiting. It emphasizes the significance of
discovering applicants who not only fulfil the job prerequisites but also correspond with the organization's
objectives and culture.

1.0n a scale of effectiveness, which recruitment tactics (platforms) do you believe attract the *

most candidates?

Very Ineffective Ineffective Neutral Effective Very Effective
Online Website
Social Media
Employee Refe...
University Part...

Government G...
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2.Do you think job descriptions effectively articulate the expectations for candidates? *

(You can relate it on a personal level)

Yes
No

Maybe

3. How well do work descriptions match up with the exact skills and tasks needed for the
job?

(You can relate it on a personal level)

Does not Align O O O O O Aligns

4.Does having diverse recruitment strategies lead to more innovation and higher employee
performance rates?

Yes
No

Maybe

5. Do you agree that the way your ministry hires people now minimises bias and makes sure
that all candidates are treated equally, no matter their gender, age, race, or other personal
traits?

Stongly Disagree
Disagree

Neutral

Agree

Strongly Agree
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Selection process

v .
-~ H

Selection is the process of systematically choosing the most suitable candidates from those recruited to fill
specific job positions. This process involves evaluating candidates against predefined criteria, ensuring they
possess the necessary skills, qualifications, and cultural fit to contribute effectively to the organization's goals.

1. Which of the following Selection approaches does your ministry use? *

(You can tick more than one)

Structured Interviews (Formal)
Unstructured Interviews (Unformal)
Assessment Centres (Various tests, interview, discussions efc..)
Psychometric Tests (Multiple choice test)
Work Samples (Trails)
Other...
2.How effective do you think the above mentioned approaches are? *

Very Ineffective Ineffective Neutral Effective Very Effective

Structured Inte...

Unstructured In...

Assessment C...

Psychometric ...

Work Samples
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3.Are interviews conducted in a fair and unbiased way? L4 @® Muttiple choice -

Strongly disagree X
Disagree X
Neutral X
Agree X
Strongly agree X

Add option or Add "Other”

0O W Required ~ @) 3

4. Do you believe that including a diverse range of genders in the selection board committee  *

beneficial in mitigating bias?
Yes
No

Maybe

5. Which factors do you think are prioritized in your ministry's applicant selection process? *

(You may tick more than one)

Experience
Qualifications
skills

Cultural Fit
Personality Traits
Test Scores

Educational Background
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6. Does engaging the right candidate improve employee morale and motivation? *

Yes
No

Maybe

7. To what extent do evidence-based practices influence your recruitment and selection
decision?

To further explain, if the selection board includes the following practices (can vary from chaosing one or all
four) do you think the ministry will improve in their recruitment and selection decisions

Not at all Slightly Moderately Significantly  Very Significan...

Organizational ...

Scientific data ...

Stakeholders &...

Professional E...

8. How effective do you believe your current recruitment and selection practices are in
achieving organizational goals?

Is your ministry finding the perfect candidates immediately with their strategies

Very Ineffective O O O O O Very Effective
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Interview Questions

Interview Questions for
Thesis titled: -
“Recruitment & Selection- Evidence Based Approach”.

Background information: The present recruiting and selection process is it
implementing steps to attract suitable individuals for the position to mmprove the
overall all organisational (Ministries) performance, and is it addressing non bias |
techniques to ensure that all candidates have a fair chance at the vacancy?

8.

9.

. Do vou believe job descriptions effectively convey the details of the job

vacancy? There have been situations when, after the interview process,
the selected candidate for the vacant position departs their employment
immediately, believing the job had different requirements. What can be
done and improved?

. What can the ministry do fo attract the right target population for the

vacancy?

. What recruttment practices have you found to be most effective in

attracting candidates who contribute to business success?

. What steps do vou suggest being taken in vour recruitment process to

reduce bias when reviewing applications and resumes?

. What method would vou suggest to ensure faimess and consistency in the

recruitment process to prevent bias in candidate selection?

. How would you structure your recruitment panels to ensure diversity and

minimize the risk of biased hiring decisions?

. Do vou think interviews are fair and unbiased? Are interviews

appropriate for all job vacancies. A vacancy for an HR manager and a IT
engineer would their full potential be better seen in an interview or for
example 1n a psychometric test?

Do you think that all vacancies should be analysed and treated the same
way or it depends on the vacancy?

How can the recruitment and selection process be more transparent? How
can candidates be acknowledged that the process was done fairly?

10.Do vou believe a connection can be established between the enhancement

of organisational performance and recruitment?

11.What can be improved in the overall process?
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Consent Forms
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Questionnaire Dissemination Email

RE: Thesis Demanuele Laura Mariah

Vassallo Saviour C at OPM on behalf of Data Protection at OPM
To @ Demanuele Laura Mariah 1 at MEYR
Cc Saliba Roberto at IPS

p

'\i} You replied to this message on 19/10/2024 12:06.
—  URECA.pdf o

g 190 KB

Action ltems

Dear Ms Demanuele,
Your research request has been approved. An e-mail will be transmitted from this office to all Directors of Corporate Services who will in turn disseminate the online survey hereunder to employees under their remit.

https:///docs.google.com/forms/d/e/1F AlpQLSdjisCnV5M Gz) CYhGKNMRbnypK mwUG4uEa76weYBaTnBaRj-0/viewform?usp=sf link

This approval is subject to the following special conditions:

1. The personal data accessed or given is only used for that specific purpose to conduct the research and for no other purpose;

2. At the end of this research, all personal data should be destroyed;

3. Allreferences to personal data should be omitted unless consent is specifically obtained from the person identified in the research report;

4. Participation by public officers in the research being conducted should be at their discretion, and they can refuse any participation whatsoever if they so wish;

5. The People & Standards Division are to be provided with a copy of your research report;

Please confirm acceptances of terms and conditions .

Thanks and regards,
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