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This paper is based on a study whose purpose was to investigate the employee selection methods and 
the implication to productivity. It assesses how employee selection methods are applied by EMC 
management and identifies the challenges faced by EMC management in applying the selection 
methods. The study targeted the 7 heads of departments and 83 employees. Stratified sampling 
technique was used in arriving at strata on the basis of departments for employees and heads of 
department. To select the specific respondents among employees, purposive and random sampling 
techniques were applied. The data collected was analyzed using both quantitative and qualitative 
methods. From the findings, Eldoret Municipality uses various selection methods depending on the job 
type but interviews are the most used. It also emerged that discriminative tools were being used. The 
study found that applications were sorted into suitable and unsuitable candidates by considering 
certain factors involving the job. Those who did the selection job are trained personnel in different 
fields. Eldoret Municipal Council management faces the challenge of ensuring that selection process is 
transparent and accountable; this is to be achieved by officers from different municipalities conducting 
the interviews. This paper is of great significance to EMC management as it provides some insights on 
the shortcomings of the current selection methods for improvement the basis from which heads of 
department can acquire knowledge and skills that facilitate the process of requisitioning employees 
and how they can improve their participation in the recruitment and selection processes. 
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Kenya 

 
 
INTRODUCTION 
 
Human resource management is an indispensable tool in 
the hands of organizations for gaining a competitive 
advantage and thus selection processes is often 
strenuous, time consuming and expensive, but equally 
frustrating  from the point of view of the employee and the 
organization. Selection methods used in employing 
personnel shall determine the survival of that 
organization. Poor selection methods result in low or no 
productivity and thus it is recommended that the right 
methods should be applied in order to employ the right 
person at the right place for the right position so that 
organizational objectives, mission and vision statements 
are achieved. McCarthy et al. (2002), commenting on 
selection boards, state that selection boards tend to 
favour the confident and articulate candidate but in doing 

so they may miss the underlying weaknesses of a 
superficially impressive individual. They can also 
understand the qualities of those who happen to be less 
effective in front of a formidable board, although they 
would be fully competent in the less formal and/or less 
artificial  situations  that  would   face   them  in   the   job. 

Selection methods measure the applicants’ 
qualification for the job and a wrong method achieves 
high turnover, extensive time required for training and 
development, poor performance, unequal employment 
opportunities among others are some of the symptoms of 
poor selection. If the wrong person is placed in the wrong 
job it leads to poor morale or lack of motivation and thus 
poor productivity. The implication of poor selection 
decisions is  catastrophic  for  the  business  as  a  whole.  
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Ebert (2000) argues that the success of an organization 
depends on the kind of the staff employed and that 
creativity and innovation is a cornerstone of each 
organization. Clear selection methods must be used and 
each post may require a different selection method 
depending on its demands (ibid).  

Given the complex nature and competitive 
environment under which modern organizations operate, 
the way forward for organizations is to adopt strategies, 
methods, and practices which enable them to be ahead 
of their competitors. The firm needs to identify its 
personnel needs, including: clients and their 
requirements; anticipated growth and specialized 
requirements so that the organization provides better 
services and improves productivity. Institutions have 
been accused of failing to deliver services effectively and 
Memoria (2004) argues that it is essential to pick the right 
persons from the pool of applicants for a specific job and 
therefore a good selection method must be used.  

The main purpose of this paper is to assess how the 
EMC applies its selection methods and to identify the 
challenges faced by EMC management in applying these 
selection methods. The paper is of great significance to 
EMC management as it provides some insights on the 
shortcomings of the current selection methods for 
improvement the basis from which heads of department 
can acquire knowledge and skills that facilitate the 
process of requisitioning employees and how they can 
improve their participation in the recruitment and 
selection processes. It also provides decision-makers 
and policy formulators in both public and private 
organizations with some key guidelines and tenets of 
what should constitute ideal selection methods. 
Moreover, the paper provides vital information on how 
coordination between the Human Resource and other 
departments can be improved for selection to be carried 
out successfully. 

Research into selection has received continued 

attention over the years from both scholars and 
practitioners as they seek the most effective methods of 
selecting the most suitable persons for the job. While 
many of these studies have tended to focus on 
managerial selection, one occupational group for which 
relatively little attention has been given and relatively little 
is known about is that of university graduates. This is 
surprising given that much has been written about the 
shortage of qualified labour, both in Australia and 
overseas (Jain, 2000). Of the studies that have focused 
their attention on graduate selection, many are from 
countries such as USA, UK and Europe. To date, there is 
insufficient empirical evidence of the methods used by 
Australian firms in selecting graduates (Smith, 1998). 
Parsons (2007), focusing on the methods used in 
selecting Australian managers rather than graduates, has 
found that lack of research in the area is surprising given 
that previous research has indicated unacceptably high 
levels        of        turnover          amongst        graduates.  

 
 
 
 
In  his  research,  he  found   that    over    half of    all  

graduates had changed their jobs twice or more in the 
three years following graduation. While the lack of 
research into graduate selection methods is limited and 
broader research into selection methods has generated a 
wide body of issues. 
 
 
Theoretical Underpinnings 
 
This study was based on the system theory of 
management. According to Stoner et al. (2000), rather 
than dealing separately with the various segments of an 
organization, the Systems Approach to management 
views the organization as a unified purposeful system 
composed  of interrelated parts. This approach gives 
managers a way of looking at the organization as a whole 
and as part of the larger external environment systems, 
the theory states that the activity of any segment of an 
organization affects, in varying degrees, the activity of 
every other segment.  

According to Cards (2005), an organization is a 
system that is constituted of interrelated parts that 
function in a holistic way to achieve a common purpose. 
The system takes inputs from the external environment 
including employees and puts them through a 
transformation process that converts them to outputs 
(finished products and services). The outputs are then 
put into the external environment. The manner in which 
the outputs are received determines organizations 
survival. If the environment rejects the outputs because 
quality is low, the organization is likely to perish. The 
system receives feedback information about how well the 
outputs were received and uses the feedback to adjust 
the selection of inputs and the transformation process.  In 
reality all organizations depend on the environment for 
inputs and for the purchase of output. Thus, the success 
of any organization depends on the contribution of every 
departments or section of the organization, shortcomings 
in one section of the organization affects the whole 
organization.  
 
 
Defining Employee Selection 
 
Employee selection can be conceptualized in terms of 
either choosing the fit candidates or rejecting the unfit 
candidates or a combination of both. Thus selection 
assumes that there are more candidates than the number 
of candidates selected. The fear of wrongful termination 
lawsuits has caused many companies to become far 
more concerned about whom they hire. Thus, a company 
must be careful, thorough and selective in its hiring 
practices which, in the long run, reduce unnecessary 
termination of employees. According to Milkovich (2003), 
it is a process which involves the application                    
of   appropriate  methods  with  the  aim of selecting and  



  

 
 
 
 
appointing competent persons thus it is a two way 
process of communication that establishes a positive 
psychological contract.  

There are other methods used in the selection of 
employees depending on the type of the job, competence 
of the staff involved in the selection, administrative 
aspects, costs and time factors. According to Pilbeam 
(2006), the following methods are the most efficient: 
selection forms; curriculum vitae; tests (aptitude, 
intelligence, personality); group tests; interviews; 
assessment centre; work samples and graphology. 
Pilbeam (ibid.) also argues that the following issues need 
to be observed by the management before selection:  
• Validity: It explains whether or not the method 
assesses all relevant aspects of the job and if it predicts 
current and/or future performance thus validity is critical. 
• Reliability: It shows the consistency of the method 
and if it is free from random error. Selection methods 
should also provide the decision criteria clearly and be 
applicable by interpretation. According to Pilbeam (2006), 
the correlations between selection methods and 
employee performance range from no correlation to 1. 
 
 
Importance of Adopting Proper Selection Methods 
 
On selecting candidates, Okungu (2000) notes that it is 
primarily a matter of identifying, evaluating and using the 
most appropriate sources of applicants. However, in 
cases where difficulties in attracting or retaining 
candidates are being met or anticipated, it may be 
necessary to carry out a preliminary study of the factors 
that are likely to attract or repel candidates. Selection 
brings tried and tested public service best practices. 
Selection is essentially concerned with finding, assessing 
and engaging new employees or promoting existing 
ones. As such, its focus is on matching the capabilities 
and interests of prospective candidates with the demands 
and rewards of a given job.  Selection decisions are 
amongst the most important of all decisions that 
managers have to make because they are a prerequisite 
to the development of an effective workforce. Selection 
need to be underpinned by a clear linking of the 
objectives and strategy of the organization to the jobs 
people are asked to do. 

A good selection processes is efficient, cost effective 
and in line with best practices and they should extends to 
all aspects of the procurement  processes including 
defining job and person specifications, advertising the 
vacancy and selecting appropriate assessment 
mechanisms. It also includes the supporting management 
arrangements and training provided. The Ministry wholly 
opposes any form of direct or indirect discrimination, 
whether active or passive. The selection process adopted 
and the manner in which it is applied must be undertaken 
fairly and with real commitment to equality of opportunity. 
According to Beardwell and Holden (2001), if selection is  
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transparent, it enhances candidate confidence. Open and 
active communication in the process and the basis for 
assessment should be adopted. There should also be a 
real commitment to offering meaningful feedback to 
candidates that are interviewed. General principles that 
should guide selection are fairness, equity, confidentiality, 
professionalism and human dignity. All applicants who 
qualify are given an opportunity to compete for 
appointment while serving officials may compete for 
promotion or transfer. 

According to Byars (1997), Human Resource 
Departments need to develop selection framework to: 
maintain the principle of open competition on the basis of 
merit to appoint the best candidates; provide equal 
opportunity for all candidates; encourage members of 
employment-disadvantaged groups to consider 
employment with and organization; represent in its 
staffing profile the community an organization serves; 
ensure that selection procedures are efficient and 
effective and maintain applicant confidentiality. 
 
 
Challenges Experienced in Organizations Due to 
Selection 
 
According to Cole (1999), most managers are faced with 
a challenge to ensure that after an advertisement has 
been closed, a transparent and accountable process. Is 
followed, which is correct, reasonable and fair. It is also 
challenging to ensure the equity of all candidates with 
due regard to all applicable legislation. Canvassing, 
favouritism, nepotism or similar practices are common. 
The writer continued to note that persons with any 
personal / vested interest in the Process hardly declares 
such interest beforehand and excuses her- or himself 
from the process. It is also a challenge to assess the 
candidate outside the provided document such as the 
CVs and other documents accompanying the application, 
which are taken into account during the screening 
process.  

The implications of not recruiting fairly can be serious. 
You may not get the most suitable person for the job and 
the cost of recruiting again if you make the wrong 
recruitment decisions (Chhabra, 2005). Selection in most 
organizations is not supported by properly evaluated 
HRM systems, such as resource management, training 
and development programmes, progression, performance 
management, health and safety and welfare issues.  
 
 
Factors (Conditions) For Selection Process 
 
According to Robbins (1999), the basic idea in a selection 
process is to solicit maximum possible information about 
the candidate to ascertain their suitability for employment 
and, given the fact that there are factors which affect the 
seeking of such information. Prasad (2005) proposes the  
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following factors: 

• On personnel to be selected, more information is 
required for the selection of managerial personnel as 
compared to subordinate workers. 

• The process depends on the sources of recruitment 
and the method that is adopted for making contact with 
prospective candidates, for example, in the case of 
advertisement, selection process is more comprehensive 
and time-consuming, where as in the case of campus 
recruitment the process is shortened and may be 
completed in a day. 

• The process depends on the number of candidates 
that are available for selection.  If the number is large 
enough, there is a need for creating various filtering 
points and reducing the number of applicants at each 
successive point. However, where the number of 
applicants is small, lesser number of filtering points are 
required. 

• An organization’s selection policy also determines 
the ways to be involved in selection process. For 
example, in Tanzania, there are various organizations 
which conduct selection tests for employment positions 
such as TRA and NMB while government ministries and 
LGAS go through interview only. 
Gupta (2003) suggests that the selection process can be 
successful if the following conditions are satisfied: 
authority to select which comes from employment 
requisition as developed through analysis of workload 
and workforce; standard human resource for comparison 
with the applicant, job description and specification 
should be available at hand and that a sufficient number 
of applicant from whom to select. 
 
 
Steps in Selection Process 
 
The selection process consists of a series of steps. At 
each stage, facts may come to light, leading to the 
rejection of the applicant. It is a series of successive 
hurdles or barriers which an applicant must cross. These 
hurdles or screens are designed to eliminate an 
unqualified candidate at any point in the selection 
process. Prasad (2005) argues that there is no standard 
selection procedure to be used in all organizations or for 
all jobs. The complexity of selection procedures 
increases with the level and responsibility of the position 
to be filled. Therefore, the strategy and method used for 
selecting employees varies from firm to firm and from one 
job to another. For instance, in Tanzania, the recruitment 
and selection conducted in public sector is quite different 
with those done by private organizations in terms of 
procedures and general process as most, if not all, of the 
employment process in public sector are controlled by 
Ministry of Public Service Management (UTUMISHI) 
where one requests of employment permit before starting 
recruitment process. Gupta (2006), Prasad (2005) and 
Armstrong   (2006)  suggest  the  following   steps  to  be  

 
 
 
 
involved in employees’ selection process, though not 
necessary to be implemented chronologically: 
• Preliminary interview (screening applications): 
Initial screening is done to weed out totally 
undesirable/unqualified candidates at the outset.  It is 
essential a sorting process in which prospective 
candidates are given the chance. 
• Application Blank: In respect to the Tanzanian 
perspective, the use of application forms is mostly used 
by private organizations and especially international 
organizations such as UNICEF, UNDP, where, in respect 
to public service especially local government, these forms 
are filled after the applicant has already issued an 
employment letter and are filled for the purpose of being 
sent to UTUMISHI so at the employed applicant can be 
adapted to the government payroll to effect his or her 
salary. 
• Selection Test: Psychological tests are being 
increasingly used in employee selection, where a test 
may involve some aspect of an individual’s attitudes, 
behaviour and performance. Tests are useful when the 
number of applicants is large, as at best it reveals that 
the candidates who score above the predetermined cut-
off points the process involve aptitude test, written test 
and finally oral interview. 
• Employment Interview: Interview is an essential 
element of selection and no selection procedure is 
complete without one or more personal interviews, where 
the information collected through application letter or 
application forms and tests can be cross-checked in the 
interview, where candidates demonstrates their 
capacities and strength in relevant to their academic 
credentials. 
• Medical Exam: It determines whether or not the 
candidate is physically fit to perform the job, where those 
who are physically unfit are rejected. It reveals existing 
disabilities and provides a record of the employee’s 
health at the time of selection. This record will help in 
settling company’s liability under the workmen 
compensation Act for claim for any injury. It identifies 
candidates who are otherwise suitable but require 
specific jobs due to physical handicaps and allergies. 
• Reference Checks: The applicant is asked to 
mention in his application form, the names and 
addresses of two or more people who know him well. 
These may be his previous employers, heads of 
education institutions or public figures. These people are 
requested to provide their frank opinion about the 
candidate without incurring any liability. In government 
and public sector organizations, candidates are generally 
required to route their applications through their present 
employers, if any. By the time an offer has been 
accepted, selection is over and the reference is too late 
to affect it. An offer may be made ‘subject to satisfactory 
references’ but, as most references are received after the 
candidate has started work, they can only be used to 
warn managers of possible faults  in the candidate which,  



  

 
 
 
 
in serious cases, may eventually lead to warnings 
followed by dismissal. Employers giving references are 
usually extremely cautious; many references merely state 
the job title, the date of employment and reasons for 
leaving. References are occasionally biased, giving a 
good reference to hasten an employee’s departure or a 
poor one because of a grudge. Therefore, the best 
references are obtained in person, where there is a 
chance to see whether nonverbal behaviour matches 
what is said. If such a meeting cannot be arranged, 
telephoning is the next best alternative. 
• Final Approval: In most of the organizations, 
selection process is carried out by the human resource 
department, where the decisions of the department are 
recommendatory. The candidates short listed by the 
department are finally approved by the executive of 
concerned departments or units. 
• Employment: Offered in the form of an appointment 
letter mentioning the post, the rank, the salary grade, the 
date by which the candidate should join, and other terms 
and conditions in brief. In some organizations, a contract 
of service is signed by both the candidate and the 
representative of the organization of one or two years, 
where upon satisfactory performance during this period, 
the candidate is finally confirmed in the job on the terms 
employed with, whether permanent or contractual basis. 
• Induction: This is the process of receiving 
employees when they begin working, introducing them to 
the company and to their colleagues and informing them 
of the activities, customs and traditions of the company. 
At this juncture, various induction courses are done to 
new recruit in order to acclimatize them with the new 
working environment. In Tanzania for instance, this 
exercise is much emphasized in public service, where 
various secular have been released to emphasize the 
issue. 
• Follow-up (Evaluation): All selection should be 
validated by a follow-up. It is a stage where an employee 
is asked how he or she feels about progress to date and 
the worker’s immediate supervisor is asked for 
comments, which are compared with the notes taken at 
the selection interview. If a follow up is unfavourable it is 
probable that selection has been a fault and the whole 
process from job specification to interview is then 
reviewed to see if a better choice can be made next time. 
Prasad (2005) argues that though evaluation is not 
strictly a step of selection process but helps in ensuring 
its effectiveness as it tries to measure the reliability and 
the validity of various steps used in the selection process.  
 
 
Limitation of the Study 
 
This study basically investigated employee selection 
methods and their implication to productivity at the 
Eldoret Municipal Council of Rift Valley Province, Kenya. 
It is common knowledge that each organisation has its  
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unique challenges that could in one way or another affect 
not only the manner in which employees are selected but 
also the effectiveness of their work. As such, the findings 
of this study may not necessarily be generalised to all the 
Municipal Councils or other organisations in Kenya. 
Nevertheless, the study provides a framework of 
analysing employee selection methods in organisations in 
order to ensure quality and effective service provision.   
 
 
MATERIALS AND METHODS 
 
The study applied a case study research design: it was 
an intensive descriptive and holistic analysis of EMC as a 
single entity in order to gain insight into larger cases. For 
this study, the heuristic methodology was adopted. This 
is a derivative of phenomenology inquiry that brings to 
the fore the personal experience and insights of the 
author. The question that this kind of enquiry seeks to 
answer is: What are my experiences of the phenomenon 
and the essential experience of others who also 
experience this phenomenon intensely? This is a 
methodology in which the experience of the author before 
the enquiry is taken into consideration. This kind of 
methodology is based on two premises: the first one is 
that the author must have a personal experience with and 
intense interest in the phenomenon under study while the 
second premise is that all others involved in the study 
must have the experience and interest in the 
phenomenon. Thus, heuristics focuses on intense human 
experiences and is a combination of personal experience 
and intensity that yields understanding of the essence of 
the phenomenon (Douglas and Moustakas, 1984, as 
cited in Patton, 2002). 

Data was collected from both the employees and the 
management. The sample study covered a total 
population of 90 samples of employees who included 7 
management employees and 83 employees from a target 
population of 842 over a period of one month. The author 
used stratified, purposive and simple random sampling 
techniques.  

A sample size of 90 represented a proportion of 
10.69%. All the 7 heads of departments were included in 
the sample. The seven departments were: Town clerk; 
Municipal Treasurer; Municipal Engineers; Municipal 
Education; Municipal Environment; Municipal Public 
Health; Social Welfare and Housing. Stratified sampling 
was used to select employees from various departments 
that were included in the sample. The author then applied 
purposive sampling in obtaining the respondents from the 
employees in their departments and was based on a 
minimum qualification of form four. This was due to the 
nature of the problem under investigation. Lastly, the 
author used random sampling technique to pick 
respondents in each stratum based on lottery. 

The main research instrument used was the 
questionnaire,   specifically   open   and   closed    ended  
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Table 1. Respondents’ Opinion on ways of Improving Selection Process 
 

Employees  Heads of departments 
 Yes No Missing Total Yes No Missing Total 
 F % F % F % F % F % F % F % F % 
Having a selection panel 13 18.8 9 13.0 47 68.1 69 100         
Direct relation between academic 
qualification and the type of job offered 

8 11.6 14 20.3 47 68.1 69 100         

Opening of more advertisement 
methods 

3 4.3 19 27.5 47 68.1 69 100         

Training the interviewer 1 1.4 13 18.8 55 79.7 69 100 2 28.6 3 42.9 2 28.6 7 100 
Management of time 1 1.4 12 17.4 56 81.2 69 100         
Easing canvassing other officers from 
different municipalities should be invited 
to carry out interviews 

        3 42.9 2 28.6 2 28.6 7 100 

Consideration of type of jobs suitable for 
applicants 

        1 14.3 0 0 6 85.7 7 100 

 

 
 
questionnaires. The questionnaires consisted of 
questions with both multiple choices and structured 
questions. The author administered the questionnaires 
personally to all respondents. Both quantitative and 
qualitative methods of data analysis were applied. A 
statistical method was applied to the relevant data. 
Tables were be generated by use of Statistical Package 
for Social Sciences (SPSS). Quantitative data was 
tabulated and analyzed using simple frequencies and 
percentages generated using SPSS.  
 
 
RESULTS 
 
Stages included in Interviews’ Selection Process 
 
One of the main objectives of the study was to assess 
how the selection methods are applied by EMC 
management. In this case, it was important for the 
researcher to find out how interviews are applied by EMC 
by inquiring from the heads of departments respondents 
the stages included in that selection process. All 7(100%) 
HODs considered sifting through application forms or 
CVs and inviting candidates for interview as important 
stages of interview that must be included in the selection 
process. 

The majority of the respondents considered all of them 
important except unsuccessful writing to candidates 
3(42.9%) and making attractive offers and confirming it 
2(28.6%). This implies that these stages are not 
mandatory and can be left out. 

For a selection method to be effective, it has to be 
reliable, maintain the principle of open competition on the 
basis of merit to appoint the best candidates and provide 
equal opportunity for all candidates. It was therefore 
important for the researcher to find out if applications are 
sorted out after candidates hand over their application 
letters\forms. The study showed that all 7 (100%) of the 
head of department respondents stated that the 

applications are actually sorted out. This implies that 
every candidate who hands over his/her application 
letter/form during recruitment is considered.  

In the study’s quest to figure out whether the selection 
processes carried out by EMC are reliable, valid, effective 
and transparent, it was vital for the researcher to find out 
whether applications were sorted into clearly suitable, 
possible and unsuitable candidates. The majority (5, 
71.4%) of the heads of departments were in strong 
agreement that they are while 1 (14.3% each) agreed 
and strongly disagreed respectively. This clearly implies 
that all applications received are sorted out into three 
categories: suitable candidates, possible candidates and 
unsuitable candidates.  
 
 
Challenges Facing EMC in Selection of its Employees 
 
Most (3, 42.9%) of the heads of departments considered 
corruption as one of the challenges while a number (9, 
13%) of the employee respondents consider 
nepotism/favouritism/tribalism as a challenge. 

After establishing the challenges facing EMC in 
selection of its employees, it was vital for the researcher 
to look for the respondents’ opinion on ways of improving 
selection processes. Most (13, 18.8%) of employee 
respondents recommended having a selection panel 
while most (3, 2.9%) 0f the heads of department 
respondents recommended inviting other officers from 
different municipalities to come carry out interviews. 
(Table 1) 
 
 
DISCUSSION 
 
Since interviews are mainly (54, 78.3%; 7, 100%) used 
by EMC, this study assessed how selection methods are 
applied by EMC management with reference to 
interviews.       Selection   processes     should    maintain  



  

 
 
 
reliability, validity, practicality, generality, fairness in the 
cost of the steps of recruitment; these steps should be 
well defined in terms of purpose. In this case the study 
found, from the heads of department respondents (7, 
100%), that sifting through application forms or CVs and 
inviting candidates for interview is one of the important 
stages of interview that must be included in the selection 
process. The study further found that applications are 
sorted out in selection process and then sorted into 
clearly suitable, possible and unsuitable candidates (5, 
71.5%). In addition to all that, there are factors that need 
to be considered when preparing an interview. The 
majority (6, 85.7%) of the heads of department 
considered criteria used in selecting candidates to be a 
major factor which contradicts what Beardwell and 
Holden (2001) suggest: labour market, national approach 
to education and training, technological development,  
government policy and legislation.  

Most managers are faced with a challenge to ensure 
that after an advertisement has been closed, a 
transparent and accountable process is followed, which is 
correct, reasonable and fair. It is also challenging to 
ensure the equity of all candidates with due regard to all 
applicable legislation. Canvassing, favouritism, nepotism 
or similar practices are common. The study established 
from the heads of department (3, 42.9%) that corruption 
is a challenge facing EMC in selection of its employees. 
In addition, nepotism/favouritism was also listed as a 
challenge by the employees (9, 13%). Ways to improve 
selection process were paramount. Thirteen (18.8%) of 
the employee respondents cited having a selection panel 
while 3(42.9%) heads of departments cited having other 
officers from different municipalities to carry out 
interviews.  
 
 
CONCLUSION 
 
It was established that, in a selection process, there are 
stages involved: sorting/sifting out of applications/CVs 
into clearly suitable, possible and unsuitable candidates; 
inviting candidates for interviews; drawing up a short lists 
of candidates; conducting interviews; notifying 
appropriate managers of the decision and writing to 
unsuccessful candidates. The study further established 
that interview as an employee selection method is 
applicable to EMC productivity since all of the heads of 
department respondents thought that the person selected 
match the performance. Many of the employee 
respondents also thought that it is the best way to identify 
a competent employee. There were challenges found that 
are faced during the selection process even though both 
employees and heads of departments of EMC appreciate 
the outcome of the processes that is the applicant finally 
selected, these challenges include: 
nepotism/favouritism/tribalism; influence by politics; wide 
range of varied interests among  the  stake  holders;  time  
and EMC is not able to hire new staff. 
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RECOMMENDATIONS 
 
From the study findings and the discussion held in this 
paper, it is recommended that EMC should come up with 
other good selection processes that are efficient, cost 
effective and in line with best practices and they should 
extend to all aspects of the procurement processes 
including defining job and person specifications, 
advertising the vacancy and selecting appropriate 
assessment mechanisms, to be used when interviews fail 
to deliver the required personnel. EMC should also 
ensure that the selection process is undertaken by 
experts to guarantee the right choice.  As regards 
implementation, the study recommends the following:  

• Improvement of selection process to ensure that every 
applicant gets a fair chance to be selected and the 
selected one is selected by merit. 

• The stages\steps included in an interviews’ selection 
process should be well defined to ensure that every 
applicant is considered and to make the interviewers 
work easier.  
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