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1. The selection of employees in human resource management is vital to the company's success, specifically true in small businesses where the contributions of employees have high impacts level to the fortunes of the company. This implies that developing an intense process for human resource selection can ensure that the company hires loyal and competent employees who can help the company attain its business goals and objectives (Uzair et al 2017).
2. During an interview, there are questions on specific topics that are regarded as illegal, and the interviewer or the employer should refrain from asking questions from that topic at all costs. They include age, sex or gender, ethnicity, color or race, disability of any kind, family or marital status, or pregnancy-related questions. Any question that will require the candidate to disclose information concerning the topics without it having a work relation basis will violate several federal and state discrimination laws (Uzair et al. 2017). 
3. Every selection should include a process. The first step is the reception. The company is required to create an impression that is favorable at the initial reception step. The step is followed by a screening interview, which is explicitly done to cut the hiring costs by allowing only suitable candidates to proceed with the selection process. The other process is the application blank, a common way of information collection on academics, work background, social background, references, and demographies of the applicant. The other step is selection testing to analyze the applicant's aptitude, performance, and behavior. The selection interview follows it, the medical examination, reference check, hiring decision, and finally, after all the formalities completion, placement is done (Uzair et al. 2017).
4. The candidates can be assessed through personality tests, problem-solving tests, work simulation, or structured interviews. Personality tests include highlighting essential attributes of a candidate and evaluating them with other candidates' attributes. Problem-solving tests that involve testing the candidates' logic skills and cognitive ability can be another perfect technique for assessing whether a candidate is right for the vacancy. On the other hand, work simulation involves administering tasks to candidates to complete applying specific job skills. Finally, structured interviews allow the recruiter to ask questions, obtain subjective outcomes, and understand the candidate's communication and experience skills (Uzair et al. 2017). 
5. [bookmark: _Hlk55185408]In recruitment, bias can hamper the attempt of the organization on attempting diversity. This implies that the interviewer will not keenly consider the capabilities of the candidate (Uzair et al. 2017).
6. Reaching an agreement to rank the items is reached by clearly assessing the capabilities and the characteristics of the specific items to rank the items in their capability order. 
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