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Question 1
In my quest to select applicants interested in applying for a school driver position, I would employ the following criteria: reference checks, structured interviews as well as knowledge of the job (Knipling & Bergoffen, 2011). To deal with numerous children on the school bus, it necessitates a school driver to exercise patience. Also, they ought to possess the ability to react to diverse scenarios likely to take place in the bus. To handle all sorts of kids, the bus driver should be emotionally and mentally fit. Notably, to set the tone that the company is interested in the best-qualified candidate for this position, a structured interview will be used. To verify the candidate has the correct criteria accompanying zero wrecks, up-to-date driver licenses among other reference checks will be used.
It dictates that applicants interested in air traffic controller post to be in ownership of assessment centers, performance or work test, and situational judgment tests. To permit the organization to ascertain the aptitude of the applicant to the profession through presentation of sample tasks which will be carried out in this position, performance or work test will be essential. Additionally, suppose the applicant is chosen for the post, it is vital to present scenarios depicting a candidate’s reaction when under pressure. Also, owing to regulation by FFA, an assessment test will be offered. It may be a requirement by federal law that all applicants uphold a specific type of authorization.
Consequently, integrity test, reference test as well as overall mental aptitude test will be performed to hire a cashier. Reading and ability to count money is obligatory for a cashier applicant. Thus, it necessitates providing a test entailing a mathematics problem. As a manager, to develop trust in the cashier that they will be authentic and do the apt thing, an integrity test is paramount. It is aimed at proving dependability and trustworthiness of the candidate. Thus, the candidate will know how to file any unethical issues to the management. To ascertain if the candidate is straight on the application, a reference check will be used. Equally, it would shed light on the applicant’s charter regarding their dependability, honesty and client service personal abilities.

Question 2
The move not to hire the best applicant is led by various aspects affecting employment interviews. First, feeling of intimidation by the interviewer owing to candidate’s possession of extra knowledge or edification than the interviewer is likely to arise. Thus, the latter may dread the interviewee excelling yonder them (Nofsinger & Galbraith, 2019). Also, the organization is likely to face a challenge if the interviewer might perceive their personality to be closely related. The interviewee might not concentrate on the questions put across if the process of interviewing is not taking place in a so tranquil area. Thus, the interviewee might become edgy and fail to respond to questions to required breadth and depth. Similarly, the best candidate might miss on being selected if one is not conversant with any information operating to the organization.
Correspondingly, partiality in the interview process is an aspect of consideration. Here, the interviewer might pose dissimilar questions to specific candidates (Nofsinger & Galbraith, 2019). Thus, causing the organization to embrace unstructured interview interrogations. Equally, suppose the interviewer has a predetermined candidate for the position, they are likely to see to it that all other applicants score less than their prearranged choice.  Lastly, the best candidate might face discrimination from interviewers. For instance, the latter may be interested in a male rather than a female, and the female qualifies in all laid down criteria but the male is wanting in either. Hence, discrimination might be via the form of age, gender or race.
For an organization to improve the effectiveness of the employment interview process,  it should ensure the interviewer is a specialist in the advertised field. Possession of the job knowledge will enable an organization to select the best candidate for the position. To eradicate discrimination or biases in the interview process, an organization should have a three-panel interviewer (Nofsinger & Galbraith, 2019). Correspondingly, the organization should guarantee all questions posed are directly affiliated to the description of the position, and touch on competencies of the applicant such as customer service, strategic thinking, and effective communication. It is the mandate of the organization to ensure the interview is held in a serene area to allow the interviewee to concentrate on all questions posed. Lastly, the candidate’s score should be greatly influenced by reflection on notes taken by interviewer.
Question 3
In essence, performance management is an assistant that aid organizations to recognize, measure, and develop employees’ and/or teams’ performance as well as aligning performance based on the strategic plans set by the organizations (Tweedie et al., 2019). Essentially, the idea of performance management is to direct personnel to offer the best in their performance and effectively and efficiently yield the highest work quality. It equally allows the management to address any matter which might come up in the course of workforces performing their occupational onuses.  
Effective performance management is critical for organizations as it emphasizes regular meetings to improve communication at an organizational level, a transparent environment of work, and accountability (Tweedie et al., 2019). It is both an informal and formal process for the business as it helps to align its workforces, technology, resources to realize organizational strategic purposes and goals. To enable personnel have a clear understanding of the prospects, performance management sets affirmative guidelines. Hence, substantially lowering workplace stress. It can alert the management upfront of any glitches necessary to make adjustments or changes aimed to keep the business alive. Additionally, performance management aids to promote employee’s acknowledgment and reward as well as boosting worker productivity and rendezvous. If a business meets its objectives and goals, workers will abide longer with the organization and become productive (Tweedie et al., 2019). Through performance management, regular communication as well as an environment of confidence, encouragement and support is created between the company and the workers. To realize an effective performance management model, it necessitates that personnel, managers and department of HR express profound levels of commitment and dedication. 
Question 4
There are different types of performance appraisal rating errors and biases. For instance, leniency (Levy et al., 2018). If the manager will rate the worker leniently, the performance review scores will be high. Thus, this will make it harder to ascertain if the staff is performing at their optimal potential. Also, it would be difficult for the manager to tell the weaknesses and strengths of the employee. Essentially, this rating error typically happens when the managers are led by emotions in determining how to rate a staff. The managers should refrain from using their emotions but be objective. Another rating error and bias is the central tendency. This occurs when the manager evaluates everybody in the mind, asserting that everyone meets the lowest requirements (Levy et al., 2018). Essentially, managers who do this are trying to avert conflict otherwise dealing with personnel with behavior problems. This form of bias lowers the morale of the organization since workers who are performing above-set standards are likely to feel unappreciated. Anchoring error happens when the manager perceives an employee to be a certain way but received information about the worker reflects something contrary. 

[bookmark: _GoBack]Utilization of a forced-choice can be one of the rating instruments which can lower each form of rating error or bias (Brown et al., 2017). Through this instrument, the manager rates an employee based on a series of questions that require an employee to choose the ideal statement which perfectly suits them concerning specific performance or occupational task. The forced-choice does not show if the score attained is nigh or low, and it equally deters the manager from rating the worker based on intrinsic emotions. 
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