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Recruiting, Selection and Staffing
Employees are protected by the government by setting out minimum standards within Ohio State to be used by various employers. Any employer hoping to recruit, select and staff new employees should adhere to these laws to avoid discrimination of employees at any cost. Ohio State is well known to be having its laws as far as recruitment of employees is concerned, and these laws cover quite a broad area that one should take into consideration when giving jobs to people within the State (Björkman, Barner-Rasmussen, & Li, 2004). The next paragraph will emphasize on the kind of questions that should be on an application blank, whether those questions considered are breaching the laws of Ohio State or not. The applicant can only be offered employment after all these questions are well answered, and it is within the standards of Ohio employment laws.
The first question that should be in the application blank, where is employees birthplace? It is lawful to know more about the birthplace of an employee. Thus he should provide adequate information regarding their place of birth. Ohio laws consider giving priorities to both people born within the State and those born outside the state as long as they have the correct documentation. Thus they should provide such information to show that truly they are legally permitted to work in the State. Immigrants and aliens with correct documentation are also taken into consideration as long as they qualify for that particular job or task they are supposed to conduct. This law makes it illegal when an employer discriminates an employee based on national origin or citizenship. Do an employee have a previous arrest? This question is very key in application blank to know exactly if the individual one is employing has any criminal records within or even outside the state. They should answer such a question in a way that they give information that is sufficient that can be used to conduct a background check (Björkman, Barner-Rasmussen, & Li, 2004). It is lawful to ask such a question to know your employee well and begin an investigation if need be. The position or the kind of work the employees will do require a high level of trust hence it is advisable to know each person’s criminal records in case there is one. Do they have any felony conviction record with them? This conviction in Ohio State is punishable by death and should not be tolerated at all means. Employees need to be asked such questions to enable employers to know the kind of people they are employing and dealing with. This kind of question prevents scenarios where an employer is sanctioned upon a realization that they employed an individual who committed such a crime. What is the distance between work and residence? It is within the law for an employee to explain the distance they cover while coming for work or actually where they stay. This is very useful to manage time when assigning duties to an employee before they start their work or in case there is an intention of organizing transport allowance to employees. It is useful to ask such a question to consider the security of an employee when and after reporting for work.
Do the employee have any domestic responsibilities? It is lawful to know whether an employee has some domestic responsibilities back at home. Some of these responsibilities like cleaning or taking care of children and older adults cannot be combined with a serious job that requires a lot of dedication of one’s time. The employer can be explained for this too and help them make proper decisions when offering a job. In case one has such responsibilities at home and is willing to be employed, they are to explain to the employer further how they will carry on the two duties.
What is the employee’s height? This kind of question is very unlawful, and basically, it should not feature in any application blank. The employer should mainly focus on the employee's skills and not major on their heights since that is a form of a discrimination. Whether the individual is too short or too tall should not feature into the application blank as long as they have required skills to perform their duties. No employer is allowed to dig deep into employee’s genetic information as per the Ohio law state since that is breaching civil rights laws.
What is an appropriate weight for an employee? This too is unlawful and should neither feature in the application blank or be asked by an employee when giving interview questions. Ohio State laws are very clear against any form of discrimination. Employee’s weight is something that should remain personal and confidential.  Ohio State laws prevent employers from discriminating against employees who are overweight or underweight. What is the employee’s previous working experience? It is within the law for an employer to know whether the employee had previous working experience with another type of organization before coming to a new organization. This question is very important to an employer since the kind of answer they will receive from employees can make them conclude if they are suitable for that particular job or not. Some employees will come for the interviews with little or even no experience at all hence those with good experience will carry the day.
What is the employee’s level of education? It is within the law for an employer to ask an employee their level of education. The world is very competitive and the only way to eliminate some employees to remain with the desired number is to counter check their level of education. Though some employees have a low level of education but have got much experience, this kind of people should be taken into consideration when giving jobs. Hence this question is very healthy to be found in the application blank. What was employee’s favorite subject back in high school? This is basically of no meaning and should not feature in application blank. Ohio State laws explain that a person should be employed after considering their academic qualification and does not guarantee an employer to go further by asking questions that do not comply with their system of education. One's favorite subject in high school should not be considered in the first place since its of no importance whether one had their best subjects in high school or not.
Has the employee received any workers compensation in the past? It is within the law in Ohio to ask whether an employee has ever received any compensation before. Workers are usually compensated when an accident occurs or an injury happens. The state courts listen to this kind of laws related to compensation. Employers should ask this question to know more about that particular employee if they shave those previous injuries or not. This tends to avoid further complication of the matter when they are employed.  Consumers in Ohio State have two years from the when the incident happened to file product liability case. It is thus good to know to avoid future blame games on where that particular accident occurred. Is the employee currently receiving workers compensation? It is within the law for an employer to know whether the employee is still benefiting from workers compensation. This is basically to justify that truly they are entitled to compensation and it is not a made up story for benefits.
How many kids does an employee have? It is very lawful for an employer to ask this kind of questions to the employees during an interview session. By asking this they get to know the number of kids’ employee has and make arrangements on how the company can take care of those kids (Tarique, Schuler, & Gong, 2006). Some companies organize for free medicine and education to such kids hence it is of importance to know such information.
How long did an employee take on the previous job? The law is very clear, and this question should be asked and explained. This is to help an employer get detailed information concerning the employees’ previous job. What was the reason for leaving the previous job? It is within the law to know why a given employee left the previous job. Those reasons can be used to judge an individual on their performance (Tarique, Schuler, & Gong, 2006). Some may be left because of their hard work which brought them to another company, others maybe committed an offense hence it is good to know the type of person an employer is willing to give a job.
[bookmark: _GoBack]What is an employee’s date of birth? It is unlawful when an employer refuses to higher or when they discharge or discriminate employees by their age. Those who are 40 years of age are much protected by the law in Ohio State. Age should not be used whatsoever to limit an employee of employment opportunities. Which sex is a given employee? This type of question is unlawful and should not feature in any application blank. Those employment practices that are known to discriminate by sex is not allowed at any cost within the Ohio State (Chapman & Webster, 2003). Discrimination on sexual orientation, marital status or even parental status is prohibited and should not be tolerated.
Do an employee has a home? This question is lawful and should be asked to know whether the employee has home ownership. This can help the employer in arranging for employees house allowances. Employees have a right to leave in a decent housing hence it is within the law to know which type of house an employer leaves in whether to assist further or not.  Is an employee suffering from any health problem? It is within the law for an employer to know the health status of a person they are willing to employ to avoid incidences that can cause compensation or unnecessary deaths within the company (Chapman & Webster, 2003). Is an employee mentally upright? It is lawful for an employer to know the history of an employee illness. This reduces chances of employing people with mental illness. Such people can cause problems when being employed in a given company. Is an employee free to allow an employer seek references from a previous employer? The law is very clear, and an employer has a right to know detailed information on who to employ thus it is lawful to seek clarification from a previous employer.
How true is the information an employee has provided? It is lawful to ask such a question to an employer. It is required for an individual to provide correct information to employers to avoid employing people who are not qualified for the job. Which is an employee’s native language? This is unlawful and should not be asked by any chance. It looks like a question that discriminates employees when giving out jobs. Is an employee willing to work on Easter and Christmas holidays? This question is lawful, and there is no offense when asked. Employers ask this kind of questions to clarify in case such holidays come and the number of hours employees are expected to work in such days and mode of payments. Is an employee capable of acquiring recommendations from a priest? Recommendations from a priest can be useful especially when the employer wants to a certain that the guy is giving correct information (Björkman, Barner-Rasmussen, & Li, 2004). Hence it is very lawful in Ohio State for employers to ask so.
These laws have been known to be very useful since it prevents employers from making a hiring decision by looking at someone’s color, race, religion, national origin, disability, age, ancestry, and sex, which is broad-based on childbirth, pregnancy or medical conditions. The application blank, therefore, should have questions that comply with the laws of Ohio State.
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