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Human Resource Selection Q
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STy, TABIfgS 2RIFI7 eFRCen WG T 37 b Iz oy wsifgs el |
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AFISHIER S 2O RBRFIR TAMTTNR, I WIBCTR ife I HTE |




ffra e AN W GG

PO ¥ = fdiota 4l @ IRl w7 w7 4o aferia Sy
8 QrRTEITST, Y M6 FRYPTR |

Concept & definition of human resources selection, Objectives & necessities
of selection process, Benefits of proper selection.

ST
Q {15 T SATH-
o T 7R NI TPICEF KIFelT TS 0O 2RI A2 WG 77 [NA0ea Aeal I0e
ARG |

o MY TV o A aIa Sy @ STRTERIS! AT IO AR |
o Y fTEISTIR ARAPTIZE TACS R 8 0 FHCS AR |

W1 o o 4iow: Gl @ Ffeear
| Concept & definition of Human Resource Selection

TR I MATRR #IF NF 57> b0 Fier @@ 22 | M7 7 7415w 93fs wreye ewesyf @ wiber
IR | 92 I 8917 AfSHITR Tl 787 T | TR & WA 7 F47 (ATF A0S @
TATS (IS 7 A 7B AW T IRE FA AfFTR o (G0 | W = e e
FERRETE T T {60 SSeIe® | AR, TG AT 5797 o Ny (@<eria 5 S
T I TR I 5+ IEICS SJST WK TR ARG, e, sMRefe @3 “Mpife T 2oREa
© W T (NE6Tee @RI | S0 N 577 fibea 127 Sreg ReeT eifouiea = a4t 8 oW
SIICCIR ST AT € TAYS A7 TP N[ A -NAF] @ JEIRCTA NG ez w4 |

f0s TR 7> T 60a S0 @l Teeal ewiw F4T Feetl-

S.P Robbins € Coulter @3 WCO, “Selection is the process of screening job applicants to ensure that
the most appropriate candidates are hired,” SR, FCH Ao il e o fdita &=y
BISfT SRl RIS Al 45 e |

Weihrich 8 Koontz &9 TS, “Selection is the process of choosing from among candidates from
within the the organization or from the outside, the most suitable person for the current position or for

the future position.” SR, ISTF I SRFR *M=RET Ty &f ST TSI Al ARR A T4y
TE KfeE Toge A “ew Fa alfewies 1o I |

Dale Yoder &% WS, "Selection is the process in which candidates for employemnt are divided into
two classes;Those are to be offered employment and those who are not." e 2 9T S (o
e e MR o ¥ ut @ficte [eoe s 211 93 93 2@ ame [ g/
(ST 20 R G AT AT T T 26 7 |

M.A Jucious @< 09, "The selection procedure is the system of functions and devices adopted in a
given company for the purpose of ascertaining whether or not candidate possess the qualifications

called for by a specific job." TIFRLARNWA RTAT (@I M Ty (e @iyt IR 41 ©F A2
TR G (@ATFES RIS FotE F1er A *&ors N6 elfewat 1 17

R.M. Hodgetts @< WCS, "Selection is the process in which an enterprise chooses the applicants who
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best meet the criteria for the available position." sl A dIme 20 @9 O35 i qte I
ARSHITT XA T SIS T4 (ATF N BT S0 7% Gfecs ARl F41 27 |

TR 7o 415 alfersa Sone 8 aremret

Objectives and necessities of selection process

3> DTt &1 vifeemfe It eriey TR @ feBimd TF M | IR 7 T3 7m WEives

897 435 AfSHITTR ITFeTe! SRIH fSa 07 | fSDitT asfs v FAIMA A NI T 20T (ST

Ty g T efiew Sure IR @i [wee | i W wrem fdine aferm Soer e

ACETS] STEr el AT

> 1 AfSHIT *m ¢ FIea fofers W M {457 Fars 7y fFE16+ elfer werrst e 6 |

3 fF e efem e et 5 S A1 9T T N T o, e Ten
R 40 RS A |

© | Af5E WK T W15 elfEa SiRaere witeasT (ife FTe =R I |

8 | I IS SIIesT AfSHITT W @ (1ol IS A I 94w 910 CSTeT T |

¢ f5T ST a4 WRg A TE ATAeT o M@z T W CRY @9 SA@aeaid
AR TN AR T |

v | R afer AR TRy et S eFfe qIR Hew TE SR QR (TS T T |

q| A% 4 dfem aer TS @eTerT™g TN T 2R I AT AW AT TG A
faotea G Mo war e |

v s 4o efemr wier afodnTe s @, W, $hge, TeRENT O afSeRe W T
AR PS4l 89 =7 |

51 A ¢ Iy e afer afsdne @rerer fefere wiftre wisfta st v 36 |

So | 6T @ g 1T effem afeniea AN Ifw G TRTHC TRITE T AT 0 |

5> | T @ faesr e frdiva S &y 7Y 15w alfers sz Sfit =1 33 |

BCRERITCE R BRI Y

Benefits of Proper Selection

T 7m 45 @36 oTore wwesd ¢ Gite I@ET | 93 IRGET @7 AfSHITTR ATl JeTee!

fda 3= | 7y fFE5eTe Al M4 afSPas «Ia SR TR @irst 8 TPy 2l e

T 99 2T | R ) A5 feTE SIS 4 e

S | 7T T (Good performance): AfSHITR FFeTe! QRIS T FETHAMET &) W,
w8 @7 I KGR @4 | AfSdIts 8 FA wFol T AP S ATF SGuheo!
WfTE @ FSAT AT T4l MG A | AR AFSHIT T A P 0T ST @R G, ST
S SV IR AR s S T e T@iF e 216 I 7 |

3 | IRZT (Reduce expense): AGF @ Y FESETR M4 AfSHTTT TTZ F41 78T T | T, WF 8@
S AT 757 5 FCET SR AW P (RN LT A9 @4 I | 97 0T AfSdiea
AR AR |

© | RS ITHEAT I (Avoid legal comlication): &AW SIS SCATSHNZ [GE-rawe T
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(G et 4T Fare M fFifoe TR ATS! FZTS ATAAT AT FEF TF | NN
Tive Afed I [ERET SN A (@I AL IS AT Give Jhe @ FJ1be 20 75 And @12
ey QA A Sfe w2y, @R o5l SpTics NI eifid T s o=y HealR
T TS @3 RIS = TSI Ko/ Reewer w7 I 7405 T4 2wwes | 9w @3+ e
FACO ARCE NI3TT© I Sivere! Il AT GBIC! 78T |

8 | AN RATTSIZT (Reduce labor turnover): g ISt NG Q@57 @ 7% & {4157 FACS AR
YIS ZT T W | AT AREATST TGN AF @ Toye A v I o7
FHARSIN SATAE #ATC 1 | GF T ARG G AwF @Pe=ef T ACS AT IR 2SI
T WG IR T |

@ | ARSTRT AT A ASATAT (Adjustment with the changes): IR @2 Foot eifsfare feg oyfe,
FEA-TIE, SRAM @ I54 2f T +ATeT 20% | T W3 & @, wF 8 FifeHeaorg T
T FE5T FACe ARE ORI W3 AR A Frewma <ol ARE [ F6 F90e AT 93
AfSHITT eifs ¢ Tyfe waifTe Fare A9 |

Y | 7T fETE AfSF BT NI (To place right person in the right position): 7 W5 @rar w5
AT @ PG T AT, ©oFE 8 @7 &idf KI5 Fa1 787 = | 9 T AT @Sl € wFe
fofare FIfer 9T 757 27 W3R AfePitTR Safs ¢ Thfs wafve w1 78 |

9| BITEE (NRRET (To face Challeges): gfSwIfe @2 oritaie (MFIRETR o= o) S Ao v
o wPeed ¢ IS NS AN I | TSGR wLAifon PR G (FE  Afsfrre
Afocaifrer I #Aitz | ©12 Afocaifrom B e R @M, we ¢ wfvw ol FRivee @
g 72|

AT W RIBR qIFe 8 Teeel, W 7o m 4169 afeam Sy 8
‘X Fredir e | areEiTeT W3R Y FRI6ER AR SR 13T @3 NoAMme Sl A3

PP |

/o7 e

AfSBI BIFRR & Ao R T4 (AT AT 8 TS ST *[°l7 I AW & A=
A fFE T T 1T 0 | AR Tm WEo elfemm e Sy 8 SrieHe! IR |
IR @ @A Af BT T SRS A A1y T @ AfSBITT R 779w | W TEF T
5 (@<t ot T des afez som e 3 | qp M1 7 m W&o afeaa @ifeg T
vy, A1 e e afesia wream zre =1t |
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ﬁwﬁﬁwaﬁw, I T aferm, Sew REveR @
AT WY, T ™9 @R 8 T 70 S5t e <14,
fAID (PTIteTe 29l i RTPmR |

Discrete selection process, Comprehensive selection process, Characteristics
of a good selection device, Differences between recruitment & selection, Main
selection devices.

Traey

Q A1F T SoAf-
o YT MRIBH &fal I <Rl oS FAce AR |

o T 16 afemaT IF I FA0e AR |

o Tox A6 @M I A BT TIF TCS A |
o IR W Mg 3 RGN WKy 21T FACS AR |

o foRIbER (FITETR QT QT REITR 9071 FACS AR |

=.=_ Descrete Selection Process
Ao et PSR 0wy ST a2l (A &F I [y ORI NI4T 5ere v elfwm
T ] | WA i T {ibew @3 qRiRifRs afewics fge W&o afewr 961 [Rye W&ve afemm
weee fedioe “Mafoq fPRoT foge! =20 UGS |
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HITME &= (Recipient of appication): KIS AGAGS G eWIta TGN THF 717w
fer ef v *Ayom =R & TRy Adime e SIave $9 S S A4Ts | 9%
CFE R AW T, 7, e @ore! ¢ Sfewes!, AWy (@O, R 1T Sifad @ag
ATASAT S PG 2I(ad A S@ F41 27 | R SIS AGIRT @IS AW S90S
w2 efeBit [difae wiaws T fMne e oy T Sitave 6 | [awseitE ArdiEeTe
ARSI SR I, 5e1e, q597, Friere @roret, % Sfeeee!, @@ T «If 67 7@, aidia
FFE, I @R MFSITR QTS QTS A SIFCATCT T FTeTIRCH (& A |

ol FEMTAE Q2T (Selecting the applications): S@=7@ &ifed «F M2 “va o=
et Sfafre wunifin wae i (reies andl TS SveeE 7 0 2 e e
TG-S FF Al T | AT AT SIfersl 21 27 G2 @B vy qifoet 1 =30 |

fAwrer [ (Employment test): SITaw==[@ JGIR-ARI FAF K ARIZFO AT
AT G N 341 27 | AN @I 8 (T AT & eIR® AGTH1F 5770 I 27 | NS
AfSH eRfie ¢ Turs e 9 agd $03 A | efSSRm T3 7w 4572 s 8w &
TR | QTG PO ATAe 16w elfemar (A0F M (e =T |

ArFIHIF AR (Interview): e ﬂW@@‘TW@WWW@WWWWI
AR QRACE GIRE =l qewe wfefxe 1 0T AT | 9 ~RFE TG Afeni T+
AR A Teffass T W e Tfers faw, afey, wved, aifin afers T, afey,
PSP, AT, W, THFS! QI SIFHS JaNe! A613 FCF AT |

TBIEE AT (Psychological test): STFIRFE A GRS “RrFF 47 TR AN a2 I 2
AP | TBINGS AT NG 2 Wy, Jfavel, Bfey a3l ¢ wws! Topifn sAfawi w1 =7 |
e [ifeg $aa Tweifge A 70 e Fa1 T |

(F) fawar AFF (Intelligence test): Iawal =% 7= ¥ Ao Fwel, Yroxfe, @reie,
foerfE, e, Jfeirer Tonfm apn A61E 6 27 | Jawsr A9 [{e AETT
facHe, SEOETR Jfa (FeT 8 @1 Jfa A Tojifn feg @ifdre fiow a1 =3 |

(¥) SR A (Interest test): €3 AR MG (@A <97 A1 FIeew afs ardfia sz @
1D I 341 2 |

() &St A @F AT (Aptitute test): AT AT NG (@A G 7900F g e,
afsel @ eFee! AP T & | IACH@  FAT FOLF ATTOl TG FACS AR ©f 93
AIFI TG ABIR T4 27| [esweeert @is s190wa w0t ovq fee Fwms | 72 (5)
et (ii) FAPRRT QI (iii) FRbe (iv) ITREE @IF (v) TR orFT (vi) FAT
AT (vii) S TEFT AT (viii) NHET TFS! (ix) RS wwet

() e ANF (Achievement Test): €2 *RIFE MW A = & @ [{ow ics
FORF HFTO! G FACO A |

() &P AA=F (Personal qualification): €3 w7 T eNdfiw TARRE 13+, TSI, 2H-
T, agfe, TR, S, Rty Tesifn Afiwrs 4 27 |

(5) WifEre @MTSr A% (Personality test): €3 “RrFF T FIS 7TF G @, Sfoczs
8 WSl sl T & | GF7 ASIHIE Wl AGH NS AfSfge I 2 | A7 FHAWR
FE FIF T W@ SR G2 TS G2 2RFF GIg I 27 |

(®) SSTHFAT “ArF(Projective test): €2 AFE NG AT S@F IE AT [TEOTR

2S5 © *BI- ¢q
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T et s AR e 2|

(&) IR T I FF (Technical knowledge): @ AT TN A THAGIET, (TS G
o119 @ Afeifens e Fo5F Mt ©f A1 F41 27 |

b | 4% 3T WP (Investigation of previous history): TFRIfgE M= Tef eimacs
AR TR ey 7% EfozpT ¢ JfeTe weie G G 1[I Efo=pT Tits P
T = | QU A SEveE e @it 1 SR (e i et s (e
R O M@ T4 W | ANWF Wed TR 5RE v sffert e sy andie feers ¢
AT ST TSP w9 2 | afin [feg fre afevns sgmaie sw sae 3
AeiafoT el Aot (T = | I SFST freeR 1R (e A [fey e
I (6B T4 & | AT~ o= AP 7T AT S AN RIS ST g I
a3 o7el JIBIR FCH (ML = |

q| ofiF 457 (Preliminary Selection): ¥ RS @ AT 9%, TTSIfgE @F [+ @3
R T G STl 4FS B ALAMCT & (WA FACER 76 (@ T = | AT
fTifoe eifite QI ST SifeTPre o T4 @S 2T |

b | % AT (Physical examination): &fiFed Fdifte afitna twize ¢ MWl =gy A9=7
T (IEHIE (@ITE AN TAFe 2SR Ty @0 =F | 2 2RI%IE TG A mizs 8 e
TFrel, Ge, Thel, €7, 7iE=fe, @b, M Ty, 3TPR TRpS JIY AJrw F0 27 |
TeTS: FAF AR 8 *RAFSIE 7 Az A1 ©F QT R TLGCT A618 F 7Y | TFY A1
szt Al effe ardions 16w (At Jifost AT Sy e o1y 1 13 |

51 oS 45 (Final selection): 9% “IT Fy AR Terf eifitne pei@etd &by T4 =7 W
IR fKive afitid a3t il 2o I MR JARPER Seives & TR
TR B AT = |

So | FrAFr @ e It AMITT (Placement or appointment): @ <ty powed F&ive arditm
G FesrF ¢ e g Ao @remitTa & e emis w0 | 9% e Ao I,
FAGE, TTOACHA, el 8 AT AL @AV TN @ Sy *[S_fer ged Far
BN

3 | MR oS &= (Joining Report): M@M#tag *$ifw GIiT 7-x 3% 1-F 2w [we Teza
WY @I FCE IO @M [OAT eme Face af e 791y 29| o) o afops g
IR IR AR, FICeE 47w, efediea o, Afeqifs, smafs w3 afsdie Fiae FTe! @
FoImE A AR FAER sy R Ao g aze 763 A4 |

[ e aferat
Comprehensive Selection Process

¥ efey afe swmewcel editnd erer 7 e AfRFe 7 smew [aval Fea pore [vaw
2R LB T ST T4 & ©ICS #1716 Al I =7 | ok [T e afwmm afsf
TR AR W T T T ST 7 FCT PO O ORI QR HT #Mees] ARiE Afeqar oo
I QURSd BT P gz S =71« W& afm wore SR | SR W (w9
AL AW AT A AT T AfqFed wFe!, TFeTe! 8 ARMMRSIT FFF 4TS 2 | Decenzo 3
Robbins €2 (S I, "In comprehensive selection, all applicants are put through every step of the

BTG © Bl v
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selection process and the final decision is based on a comprehensive evaluation of the results from all

stages." SR, AroF LT elfewa afslt AWCwCer 7 IEMEFIRICE @CF FT TF G AT AMTHCAT
FAFCER IJF TR fofere poe i flivee pue e 2 21 | afepitaa =& I 2 M
SR &) TR AT 6 200 SAEWAT a2 T T IR O3 @@ 270 (AT OF IFF [US
fAIoT 04y SIS ANCH ! &=e e = |

AReTe e WEme afeay [feg mewsetete [iog afsgerem SRt Sgoe IR IV 20T QIR
GZOIF I ATTS 2[TC® I AMCHCA (&, AR BrF A Simacs poeed FEvT w0 =1 | =i
[T &5 afe efels smeswee Si¥itrd W 7 e T Sopp 1 @ FNWE @0 AT T @R
T ANCHCAR A>T AFAT 1 R GeReIR 11507 Praie azel 11 27 |

T aprors oo elfemara fAePTTR Seare e ROl

(F) «ft sfieer qEafefes v afer | TR 3 Al e AVCHs TR F61 @ AT
o 341 27 | ©Y 93 OS5 MrwCed fofers el sEee 4 =7 1 |

(¥) 9% el e TTReTSl '@ YETSItE I Ao (e = |

() @3 afFam Q¥ AT @ore!, wwel ¢ @Rl 613 F RN A1 o Fq T/ ow@
IYCACE ANF TS (ATI BT (T T AT AN @ I ANLF |

faeg crifotas A=Ieay Wioe fS4ive elfer e i =ee:-

RISLORTRES]

\.
ARG IR 2FA
v
e 1w
\
S
N
TTEIfgS A
v
% 3ot SEpTE
\

2 4o
\/

Hrgy A
ST v SN Sifere!
v
FAI T A
\%

TS e @t

5@ 0.2: AT fdiow efewz
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Characteristics of a good selection device

SR T SIS AR T4 (/T AT 8 TR e W7y T 2 #Itvd Ty AR FA elfs
foom <@ =71 3o et o1 vifeie zmR Mwa 77m | o2 W36 afepia Trerst 8 Jr<fer
AT ST @ AfSHIT MFr=va W60 @49 | (LI, @l W @ ToRYE W ;1M
RISt T AfSBITTR Sty Sret w4t A | e e 5+ “1g1a (ABPTR ST F41 Z0ET:-

> 1 (Kl AT TALST (Validity): T TR O eI & W64 afs =173 ¢34 @ T e
AT | 50 TALOR T Iece R F© Teaiee I o fmreifgei@ @afs 7iv mafs
2T SRR I TIF SR FACS AT | TSI o ©iter oor T4t T | 724
<) fregsgfefes (Content Validity) ) W LT (Constructive Validity)

o) FE SBACe RERSIfeoIfF® TS (Criterion related validity)

3| IRASGE (Practical): FHEDY @l w=i? TEfeier 2ea WS | FIeE &S @ 4w S
AfRWE v afer sprRe F6 a@red | SR, @ AW I I G FE05T [0 =0E G7 AWI A
FIF TR JBASfGF LB @zt Fa1 A |

© | fTSIEmITST (Reliability): ©6% &b “mafoq @I wwFgsd @By zmr FEHT afw I7ge
Aafs (@ FSatarey @ ey =30 |

8 | fredfTS! (Economical): W5 “&fers qte I0a WNfay 91 906 @ FABaFRI;a %7
Toe | WH @ T e P ¢ AN MRl REv e @R Ko e e
AR (T (TR e IR IR [R5 I T IS A |

€| Wi #IEea AMLrST (Ability to discharge responsibility): S€% W45 “fafeq Smrew (A2 2=
fTdifoe it Wity sierag et oo T I @& 5 smafe g w41 | TaRers [feg
AT @ TOMFIF WK AT WG sTsT fqorer Fa1 T |

Y| TS (Suitability): ARG SAYES! TEHREE S ATATGHIT TGS 8 @G O Mealz 41
FARIF | QA ST Ne@T P AW 8 IS AGAA AT 8 Togw Al [WI5ea Ty qef e
e SPRe F Tew 157 “afox Syos (AT |

9| S e FAGF Fame (To place right person in the right post): S@x {67 “afed Swyew (IMB7
R AF ¢ Toge et AT I e 19 T IS W15 o1afs &z 41 | QTFeE A9
ST o & @I (@I &6 siafe et 11 Sow Gifmes w7y A S |

b | Y RO A ANGATS! (Adjustmant with Job Analysis): T RTERCER 9o SAME AR | 936
R FE I @I Tt 2R I [MWgeer | S 36" T Fieew <K@, «trd 1w, 7y 8
F6) Tofift FIE T AW A I [AHBSACIT NG IS TR &y PaAF AT
@ITSl, WSl Sfotre! TSN TCE TN X | TSR FICEF I 8 B - SFa0e=eome ety
AEF QN 4157 1&g Mo Soge i W15 w41 789 2T |

WINR T @R '8 W] 77w fAdivterar Wexy Ay

Differences between recruitment & selection

AR M @R 8 T T 5 e 938 oed IR @ AE | € T7 77 7z @
157 62«2 7% | MR 1M 1@z 8 vt Ty @ fag «i1dey “feefre 27 | f S s>m
AR @ FRAGR CHy AT ST AT =0T |

TG © B~ Yo



fafea caars TR T JRZA
“ffeer fRaw RICE R LR GEY W1 7w o diow
Human Resource Recruitment Human Resource Selection
e TR T @R TR W AiE @ | IR M e 'R RS
Definition @@ 0 AfBea 7 A B AmE ww | Afow T A [fey  Adrw
AT FACS TS F47 | TR T Tye FE AR
40
gl Af Bt (@ T 8 B AMACRA | TgH T TOre “TAlghe, eiféE,
Scope IR FCHT TR T M@ 1 TR | Wfel, Fpife Tofifd &ape e
A | oo 15 1 2 |
Fes oo | ffey e (te wHme vifal eR T | Sitmage Ao Ty (A [y
Field Q@ E SRR T QY I | R G @erel ¢ Wl g3
ST | I I CACT Ty oA 40 |
IET AFe | 9T A GFIEF TS (AT TR A @R | 2AOBTT X7 A I8 27 WA &
Nature A SifeTl dg© F47 | Toge T 415 41 |
STy AFE W REATRA T SCwHA]  OR | WA W WRI6ER W Sy Z0R
Objective AFSHITTT &) LTS TR T M@ | wvel 8 Sfecer foferes e
FA I AT & L F4 | e 15w e FMeeme 5 |
FTEAT WA T RaCRd e efep farw A1 | W rm wuR e @9e
Authority afepicra BT @I aAfelfy 39T | efoditas Taed T w0 AT |
TR FACS A |
T AFSHITT TereT € AGF 93 g2 BT | M T™Md  [KI60a oy =T
Source (/TP I 77 el T 2 | AT T IR RIS GifeTa T4y
@F T S 5 F412 W
T 50T ST |
AT @ | AR M @R @I sfedns afewr ) | «ft @I @feavs afwm | sRe
Type of process | Q3 AT AT *77 W ACICTF &7 | T 7>W  f7dioq elfems e
TS 41 ] | S et irE AW e @ e
fdifoe war =z |
ot AR TV @R TR WK 75 (W_I607K | WK M 4159 202 1 1M
Stage HZIST qrof A AV | TRATRA RS 41l Il *WTHA |
GRS AR W AR N AR @@ | M 7T &5 NG @y 8
Liability gz T W @3 Afew Ao | W aidies e e e oneat
fevitTa dfe It wrel toft 7ol | | 71 9% efgwE W femiee
Xl
pfe AT TV TETRA  WICH RFS! 8 | W T RI60R NG earamst
Contract RANFEIE N BB AT TR TRGF® | 8 WIS NG S RGE S §iE
(I pfes =1 | FFe 2 |
2S5 © BI- b
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fdivts It 24 A REwemR

Main Selection Devices

AT W W50 & J-FWgen @I FEoa GE @21 @I W5 6 @0 @ I75e
T O e {97 w0 e efe, @iy, A ey Fonivg eow | g fog fNEme T fofve
FAFR @97 @FY (MG =T | TRIF g [ 60T &7 vl Sadel @ e@ifEe ereR esF wiks
@Y S T T | 705 T7 799 &5 (TR Q4w 24 IR SCEisar 41 2

F) WA G (Application Form): SITAATt@ RTHFCIR T2 Aiifa 7790 ifi qi5elt aire 4t
TR | AR GRAPREE S A & efedd IT9F AR 1o oUfeed @
ARG T AT TN I = | A e 1A W, B, 207, e @eret, <ais
¢ A S, ARy, WY, AT we, T Sfowel, @ @R ¥ A
ol Brgd FACE T | K G AP W6 (@ v Aq @36 SRfAs e
(I f&ITTC ey ¢4 |

q)  AIH/TETH (Test): AAMAFEE Jravgl, @F, gfoe!, QT wag, wFel, G [Rawar @,
iy Tori AR ARE W3R I I Toge Al TdvEa @l “mafosre afews gor [
BIR IRl

%)  AFIRIFF (Interview): AFFIFRCE CNIRT AIHIS I&! F0X ANF | AT @ATST T Gl 26T
G AFICTEE TGN (T | MFICHE 00 (@RI OBl Fe=ea AY e wigpifeea
AR ST SCEAD @2 QTG N A A QW Tl | ATFIRFICE 2)-Tereaiia Tresy
21T AT T, TS, A5TS( G2 SIHRIT Jawg A5IE T4 27 |

q) ‘Viﬁgﬁf SR (Background Investigation): S W oitad A HIT I8, O Siciio}
T G AENS O AWIT I | 57 G Mo AT @o7e! @3 Sy o T (7 Meaeg
K oy AGIR T T | SFRe AT Koy [aw w1237 Jfeere o2y 773 SfvFed Whoe zeas
C TP T ACAE TF | AfSBIT e G PR S A GO ATH M 98 APy
FI T I AMCF | (T TSI GBI &y A sffer et @2 i Fier I3 A |

fare e e, I+ T&ive afer, Sen FEivea @ a1 2E=
X Fredfir sie | 2afEs, T T e 8 450 Sedr oS 8 fEIv (@t a9l gy
REeTR AR o @R S Sl TR Feet oo |

@ HIRCHFA:

Afde e ffora 0wy AW azel A $F I [y AMEFeoR Tw 1uie W1foe ef
T 'Y | W m fRfbeTe @3 qRRifRe efeig xRy R dfewn ) @ dfemm dfs
FMTHCA TR LTI 1 I HREFSIR 7 ATl Il IR 5ot [apa erdions W=foe
LTI 4 7, SICE A4S 7116 afewar et | e o @ ie1 At g7 @ifeg Jfame ey
IR | T oW @R 8 WK 9 i «F T | Qi N0y o8 ANy g | < s75m
fRfbeTa e ! FRea @ e 97 At i 24w [agerig [ve i |
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P RCRY) T T: WY ¢ AL, WM AS9E [ai, S (el @
G, O A TOIFE TARHAE TAME, TifeE wOrw A AT
¢@al, WBIfed OrF I AMFHR Sy, TTSIfGS AT LFR0on Ll
W71 37w &5 e [Kfoy Tasifgs wrors |
Meaning & Definition of Application Form, Contents of Application Form,
Concept & Definition of Test, Essential Elements of Test, Definition of

Psychological Test, Objectives of Psychological Test, Types of Psychological
Test or Various Psychological Tests which are used in selection process.

Ty

Q A T AA-

ST oL 8 HLGT TITF LIl S FACO A |
VT TR PSR T FACS AR |

SRFR QIR 8 ALl AT IR |

ST T TSR TR 8 SAVTZ JJTT FACS A |
TABIGE AT AT TOTI G TIF Rl #ATS FACS /I |
T g AT STorely 7T FACS AR |

TTEIgE AT PRTEN I0] FACS AR |

[E]E] W ww o3 9 ¢ 7wt

SR GRPREE SI 2WIt &e efopd Fo eve e oxfefes @ Same F=a &
T | A T ARASIAG 1, {5511, 7797, fRrrrore @rerer, 1911z ¢ s w93, ey,
g, AGTHFC ©2F, T Sfoezs!, @I @2 12T Arwa To7iv Sgd Fhe 27 |

Gary Dessler @< OR¥, "Application form is the form that provides information on education, prior
work record and skills" “SgR @ FCT BB, SEFE @FC ¢ wRORTS i IR T
OIF N7 T AT |”

Milkovich 8 Boudreau 4% SIS, "An application form typically consists of a series of questions about
the general suitability of applicants for employment." “SI¥fR R T SEWFFRT A<
TGS TAE GFTo PN IR(TS AAE NCEA=a 0 |

Bortol @ Martin €% 09, "Application form is a form containing a series of inquiries about an

applicant™' s educational background, previous job experience, physical health and other informations
that may be useful in assessing an individual’s ability to perform a job." “wrefe SAMEAE @t

O3 FIT T B ACIMFFIANG RIS @oTe!, Toredy, Afows!, FEgy @2 Iy e af @b
IO (@I (G AT T @7 R0 TSR O TE SPraie Fd1 T |
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R\ (SUDE(CERCCICICRERRI U

Contents of Application Form

OFfB SCIMTIE @ REATEAT Trge AE ©f T et ==

3| f&H® ©=F (Personal Information): TRFIR I (FFIFIN TFRA (F@ AET© O TG FACS
T | 4T SRS T AR ARSI I, JrT @ T8N 51, T wifera, &7, 4, wrorret
Tojifv | S (e elfoawT At Farerer AMRAITS MR T ACEASRIE AB(S ST 2T FACS
T | (TN: SHel, ST, *RASE WY, (ARE S@Fr, (ol 7T TR |

| TFS @S 8 WFST (Academic Qualification and Skills): SAW2It@ A F ©F e
@TST TE T2 7t fite = | T Aifce Sge dce W T @l [ & et srew
AR, O Toe & @R (@I Pt afedi e ol o wearg 3onifv | andfa e,
e ws!, SRR T @ Sfewmeia A A B8 Trad A0S T |

| IoreH Hfeeee! (Previous Working Experience): &13d Sreie &3 Sfowee! 7RfTre aqe eme
e W | Tore [fey et vofa kg qans ffe swce =@ aiffs Sy wfowst
BCETS ©IF R QT ST FACo 17 |

81 W, R, W (Interest, Hobby and Recognition): 5/RmMIs! af P SNam S99 *¥, g
O REE @I @TSItE WEmeE TR I AP | QetE efe @rirel fZena [uafve
| @A AR NEF AfEE AN Sl oo, Aghos Aeorda Tepifirar M I@
AF | AV AR @] TR T=IF Srad F90e 27 |

¢ | JIfeFe @oF @ Sy JRM-4! (Expected Salary and other Benefits): SIT@AT2@d €3 7T
2l O FifeFe [@ota AR 8 Sy FCA-FRAT A G AT ST IR (T FF O AW
FACO T |

Y| @FIE (Reference): 93 STAWTTG LI (@IS TFY AFGT Y_2 ATCH, (@RS HIF
(@ @I TP NS Q@ | @ e ARere afia e i @ e Mo
B @3 AMITEFeIE afsfe Wfea T Sare T4 @S I | A TOre AT | AP

Q| A (Signature): T TN 1A TV WG O AGF Q2 O & (3T AR 93 T
PO eMI T | ACMIET (0T A ©IF 0N, AFa @[ @ (A0 SIfe A
TS T |

ARFIF QIEAT 8 et
Concept and Definition of Test

FArF TR FEET @9 @I @ M AR @A HET I TR @i, TFel, Sfeceel,
AP el To7if #Afasrer @ AGIR 41 T | TSI I W (@ A &, afes), @i, e,
fawgr, wwer Ieni SAfsier 8 AR T Toge A [vew @G orafore afems zrm o Fw A
SO |

I AR g sTeser emis F41 e
Decenzo 8 Robbins A< 09, "Employment test- the better Known written tests that attempt to assess

intelligence, abilities and personality traits “SVfe, st =IFrwr T e & Ticr sffbe-aft @
GG IR S M Jfasrey, AL A @ISl GR [ET® @i Frsitea ABIR M T |
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Gary Dessler d< 09, Test is basically a sample of a person's behavior" AT TS gFe IJIed
SIHACAT TR |

H E Butt @9 N0, "Testing is a device for measuring quantitatively a typical sample of mental or
motor performance is order to predict what an individual will do under certain circumstances."

wefR, ¥Few FfE @ [ SgR T F9@ @7 7T ARG F- &%) TG0 AT e
FIROTHVAT T ALIGFSIR ARTTCAT (FECE AT 0T |

Werther 8 Keith Davis @9 ¥CS, "Employment test are divices that assess the match between

applicants and job requirements.” S fGT A TR @FA @6 BT @ A AR @
AR I ey A fvstel e |

Bartol 8 Martin U< W09, "Employement test is a means of assessing a job applicants charactcristics
through paper and pencil responses or simulated exercises," ST T “IFr=F! 20O Pt T T
SR ST ML (FCAT 7S A7 TavalaIg @R feweited a3t afer |

T FFAPTIR DA T (@R IR (¥, R TR WA 99 @FH @ [ /- (@O [
T TR T, !, SIfowe!, T Fuel 3pifir AfAwior @ FI612 T 17 |

AT I ASFIF TR ST

Essential elements of test
0 AT I TOrFIF ATHF SAMITTAR NCABAT ST 2

> | ST (Validity): afSBtTa “W ¢ FIT oFfs @R [+ “Mafe e Fa1 Tve aqTe +[rw=
TS e A | AT AT TE ANGE I TS oy 2RI TS A T |
e, 2R TS T Kot v T4 (ot e Sy ST AT T AGE qel
S T ACE | TRAST A 9l Fo7 eI 0o A | W (F) [wawgs W (1) AT
el (o) R Tige qdeT |

(¥) f=73®T TALST (Content Validity): Decenzo @ Robbins €3 S, "Content validity is the
degree to which the content of the test on questions about job tasks, as a sample, represents the

situations on the jobs. “fITaaET TALST TR WF* GIH V@ TS HNFR TS [T A
ATIFS o T AFIE AT 97 A1 AfRfen afeffsy @1 W3 o SEmaeRTR
AT QT I AT B AR 76T 1A G AT AT A AW ST AF |

®) WW’T@T (Construct Validity): Decenzo ‘@ Robbins €3 ©¥I¥, "Construct Validity is the
degree to which a test measures a particular trait related to successful performance on the job."

“oiefe, ATNEE TALST ZOBZ (T2 WA ACS AT FeT FROTPIHTAfFe [Rear eelafe s e
SRICT Afaret S0 T 1"

) REENTIfF® IALST (Criterion related validity): Decenzo @ Robbins €3 S[¥¥, "Criterion
related validity is the degree to which a particular selection device accurately predicts the level of
performance on important elements of work behavior. “Tie fAERETPTIFe TS QT TG

e {4 @ AFeE FETmMER A A T wivaeR swed SAme Afew
SR SIS AT |

3 | RIPTEETST (Reliability): SME Feee @72 Moqc@rey @ PIEMT 209 20J | Deconzo 8

Robbins @< O, "Reliability means that the applicant's performance on any given selection device
should produce consisttent scores each time the device is used." WQTR, VAR el [{Eew

2S5 © PBI- be
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RIS R (TR FeTTe ATSTFANC ARHIT AN 0T G J=e A+ feqeary e
q0F e TR | FIfEEAE AT Q7T o7 WHeER Qe wenwe I @3 W OIRE 4 (e
A @ S[F T TOIAMT 8 RPIENT @R | % Q& [0 I Torw 42 Fe
T A= FeArFeT ANS [ |

Gary Dessler @< 309, " Reliability is the consistency of scores obtained by the same person when

retested with the identical or equivalent tests.” ¥R ST @Il TR (@ AFR 9F2 Jfeq
OFA (FIR TS A 9F8 (AR T AFRE FATCER AL AT | SARRTTH o1 T @, (@I
RAFINE @ ANFR G AT 73 T A Qe A e | 4w o I Aqrw
AT doo TF U M ¢o TRF (A I oS ey 438 41 Ifaargl A=W & S
500 T GF T Do X (7I57 | G BT ~AFIF R TCA=ITe! ACF o Fel Fetrepet ooyl 73 |

© | JBIS! (Practicality): AT IBIST & AT LR | FEH AFFS @ 47 A AW o
(T AR T WP | WA AW T Flee &S @ 47 TARIN A8 eGP AT AR @
IR FA T |

8 | frexyfTer (Economy): *<I%T &Z0T (@9 JRE NKFT 91 6 GIWCE T AT J | AKH Q=0
& efeditar wfde seaifs f[aver @ fre 2@ | A 4271 T7 @F “[% (AT &S THEd
QM =W @IS (KT AT 2R |

TBIEE ATIT et
Definition of Psychological Test
GFEH FFRATAT B, R, QT War, Javgl, ©F, FEy ¢ T «feq gares A6
R AfGAE TBIEE SO A AT 0T | FWONF & AW (@, TBIgE oI+ 2o @%@ 3o
ofF T T A TN T ¢ YRS @k Tiar TI51R I 2T | SHIRFeTETRe I T (T,
o [R7.a7, ofime siesima FEvT @ Fomw TEifge IO o5 AR | @3 ARwE
T AT IIZF 8 ABRPTHFS TRy 8 AP s ey O | (e Tweifgs A1 S
TR I e 4& =TT |
H.E. Butt @< ¥, Testing is a device for measuring quantitatively a typical sample of mental or
motor performance order to predict. SR, SO YIF UF6 (@ TR NN 2 «AfafFfere e
T G TR ITIE TG0 Il TARF TR FAeF 897 Ao sRamarer s
L
D.S Cherrington €3 JCS, "A personnel test is an objective and standar dized meesure of such human

charactcristics as aptitudes, interests and and personalities. [+ Srorw 2R ONT 4o '@'CWW
T Ao elfemr TR &y I @R @N gFee!, wiag O3k JfEres A F

Milton Blum @< JCS, "Test is a sample of an aspect of an individual's behavior, performance or

attitude. LR TS ZCAT AT FE NG, FOTHAMT @ CASIIF I AGTR |

Tl ! AT SR Sy
Objectvie of Psychiological Test
TBIfEe e o Srrely 20T A1AfF Ifawgl, ey, [oifte 7w Tonf Aldwena am1E w6 vl
2T ST ©IF NPT RAHEFTIR 8 SbRe© W AN F41 | Harrel 97 N0, "The general purpose
of personnel test in industry is to improve the selection or placement of employees." wiefie gy

2S5 © BI- Lo
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SRR AT ST Z0OR TN (WR15 8 FIATTR Sael 4 41 | [em Tifgs Srerw [Ruea Foutar
STy SCEHAT 41 —Ce:

31 RSt TBIR (Mentality test): @3 SR TLTT AT TFST @ AR (RABPTR TIF
T 41 A | @i g, Wia, eaerel, e Torifr ABIE F1Z 9B AT Yo7 S |

R F FR o (Proper human resource selection): Q3 “IFF T FAQ TEEF 7T,
IfasTgl, SORCANY, (Tl B T S <=l ArS S AR A AT T 157 HRRST I |

© | AT ST TAE G (To know the attitude of candidate): 92 AT WY AfSHITTT 79 @
FETE SR AF TSR T A | fSBR *W @ FETHE SIFfa Ardia TeoTg, Tmrodr @3
3fSABF AT AT 472 @Fe |

8 | QEAIE® EURE (Comparative evaluation): U2 AArFE NN A PALES FRF I
TG AT 167 F41 = | QT “afore U3 (R AT WKe [{fog e gemmee e
T AR I A TSN A L5 F21 207 |

¢ | 2w JT T (Reduce training expense): ISI[GF STOFR W4y &A1dfa ffeg arw aibfex
ST AT G O @ F T A3 ToAg® A {16 41 27 | 97 T Af DR eifermer
T AR | TR [T 21 &y I TR SeE e [R5 TNwe Sy oAt qifes
AR |

Y| T gfNTe Z (Reduce Labor Turnver): I<SI{geE SOrFA 4Ty *W @ Few afs andifa
qiaR, @iE,Fwe! ¢ TN Ao AR I @97 NAE AT AW oy feaer ot 27 | h s oW
8 FIET AfS TAR Tt (e FCel (FeTR e FH IR Cofd 27 @ W e o
AR |

TR Ee SOrF e WLl W7 37 fdicew I9ze [Rfeg Teifgs wrore

Types of psychological test or various psychological tests which are used in selection process

GFE e T FAe! ¢ WAGE el A6 TR el Teifgs werw @ 2 | Iwsifgs
SOFR TG ToTo AT AW ¢ I Afe weR, @i, wFel ¢ Wi AN 4 7 | WK T
TAIBT (T SR MY IR S J0A A G RGN 0 T Fair Zee:

5 | IfEgt ARF (1Q test): IfeT @t G @R Fwel @R (o *fee Ifavgr w1 | 92
e fJfeg odfa T e Ao en?f fdivee AR AR =T | David wechsler- @3 TS,
“TTHTETE B AT wwrel, @AifePeld fbel I «3r AfREeR Aty FifFwe [T s
A | (Intelligence as the global capacity to at purposefully, to think rationally and to deal
effectively with the enviroment). Jfawgl A= @&t @36 [em ~faf¥fere ai¥fa @erre @
frorife, andf TS e, fefE, @rfE, e, frerife, eTer Tenft Tz
IR 41 =7 |

3| Q@ It eReret AT (Aptitute test): (@ AT FUST ATFIT AT (AT TF (@I AWHS FI0S
AT T FOFF R T FIE O MR FO0F | €3 AT NN @I oo ey andifa
% efsel @ ol AR T & | I FACHG FOLF AFTS! JG IO A ©f8 AfRrsr T
oy | Reseesr @ife T gFerel Sorw[ Tt oFa e a@es | 3 |Wh o 7ok (F) Jfavrer
(¥) TRATTTRT @F (o) fFaete (7) TREs @ (v) TR doFT () FEEAT dorwd ()
IS ST AT () AT woFs! () RS ey |

© | AR ASF (Interest test): @2 TSR NG AT (@ oo e alfs ez At @Freze

2S5 © *BI- ba
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TR T T | TR (T SO e effe Ao fRerg Fiz A1 9erel Wiy ©f 93 S qA
AR TG ST A QR A AT {7 a1 I | B 97 JGqeT Wiz A G FOR =W
Tl ergfe ST AT SR Adrw! T =T |

8 | &P A FT (Personality test): TEP FCe [fed IQRY @ARfETH T T | Ffew A
e few viffas ey awe v, I @R @@, Aev-seew, I e, R
Sopifn sifar a1 29 | ORI %7 WMot AfEeorig I W 4393 ewel | ey worwe
“fofere omafs” fore amifrs war 27 | Sl wweifge 3resl, Sferrem ar e
@e, eertt w=yd afee Sorw (MMPT), Perse-fFmesms (es @9 (Guilford-
Zimmerman Temperament Survey), & &g o Toiin fGy A SrorF T4l 2T AT |

¢ | TS &St S8 (Technical aptitude test): TR eReTe! wE=7 T 7 Fifafy «fe @
el SR T 7 | efevs Fifanfs FREw v @REE, eaRHer e, s
oniftag It &= S, @fF 9 =Tl AF oS T | T @B T3 i FNaa s
a3ers] AT I ABIEET & AT S eqers] Srorwia 78! 41 7 |

Y| Woo! ASF (Honesty test): oo SoIFE W AT GRJFE, oY SRR GRS
IS &S TSI AGIZ T4 2 | oS! TSIF! FTF Decenzo € Robbins I, “TH Afeq
gl ¢ e fee F1 aferE =0 Aol Serw | 93 TN 2fopitas afs Se=eltary S
AR I MR 7196 (A0F @A 3R I @R ]! To0E Sl F41 27 |

qQ | P TS TS (Achievement test): T IS Torw 77 AT (@A [WHS IO
ATy A1 AR FO5F ©f QAN A | AP NG SO P (W50 @@= Ofil #IfeT 3 |
GFE AP (T FICGT G A TG JF (T FI& (3T FOLP AT 8 FROCe I T TS
AR Bl ©F ABIR 41 LTI |

v | fGIfee A% (Knowledge test): fR6Ifaa 5w e (vt = e oifafgfore adf §F wxow

fIora-fanr «fe g s e Pae agd Face «td | afodim Tw e @ R
fiba Fea @3 [ Y73 eF e |

VT TN D? OF TBOE O, HATE G @ A, 9T ARNF
x fredig e | TAmie, TSifEe SO, @3 SrwHy, AIATen A YT @R e S
TR T |

@ ALFA:

AR QRPREE oM eMtd & efep 9 ewe e @ SNaaeay I |
et A el KEgn Seee A | AMFT I TorF TR NI 770 G507 @3 «@Ffs
(T T BT (I BIE I T S, wFe!, Sfetes!, N wel 3o 2ifmer @ F512
AT | ANF A TOIT FOLE AT S (TS o | IwiEE IO ZE N G (6
AT AT T AT T el @ TP @aife Tar 612 Far 27 | JfWme S S
@ G ST ARG 41 T | T 719 150w [foq aa Tweifes Sorw g 20 AT |

BTG © Bl



ffra e AN W GG

I RCR:] TTRISSICER €T 8 A, ATFIHIER cfifqert I A&fe, TeT AFTR
Aot Mfe T SR |
Concept & definition of interview, Types or methods of interview,

Qualification of a good interviewer, Factors influencing the effctiveness of
interview, Principles of interview.

s

Q A1F T SeAf-

SAFFIRFIT TE LR TS FACS AR AR LGl IACS A |
AFFIRFIER e I afs 3 TS kR |

TG ArFIRFIFAAIS QAT AT FACS AR |

ATFIHICAT ST REIT THWITTAR [T FACS AR |

T Ko Aife T v Ieqr FA0S A& |

[E]E] e gt @ st
:  Concept & definition of interview

AFFITRCE S GRS AT FANE AR T A | AFP 00 @R Al sl Feovea
Y N WepIETed IR S SIEn 8 STIIGEE WY O AW W T | SN
vt cF@ 936 eyl *afoR 2R AFICHR | O T WE067 grore [Rfey S AN @
SAFFISTR e 0 A ACE | @ AWIFhS, W, TATSRK SifRewel, R51E A SR &=
FFFRAZ | AFFRIIET MG A T, woFel, @ore! Sl Jfaxg Topif 52 F4r 27 |
ORITIS FFIIEE MW T ey, oI, gamef, ake Torifma «ReT snem [ |
AFFIPIR Al Mt P Gray Dessler 09, " An interview is a procedure designed to
obtain information from a person through oral responses to oral inquries" SR AT
F[ET WFB (AF (NRT IPIAER AT AT T&F AT TG O HETRT G “Iafo TR AFFF |
Werther and Keith Davis @< CS "The selection is an interview formal, in depth
conversation to evaluate an applicant’s acceptability" Wi, o FFRFR @6 =g
FOTON  AA-SCABN A GFET  WCIANFIAR SRS TR & HAfpifre =3
Bartol and Marton @9 N0® "The selection is a relatively formal in-depth abilities as well
as providing information to the candidate about the organization and potential jobs".

SR, fGA AFRFE TR GF6 TANEFSIE SPIEE SIS FCACAFAT A A @, wows!
QI AL A1 @St MRt Smey wifwifere =7

Types or methods of interview
= Rfeg aom ArFres I T4 ZeT-

(3) ToNfefes AIFT  (Structured Interview): JROINSfes ArFITREE  AfRSHe
AFFIEFIAE I I AF | I @3 A 77 Afsre e s fefere sfoom o tofy
IS A T IR ©F ATFIRFF Q=0 I 1T PR IRRIRRFOIT Eeem a4 27 | @& ared
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AZATA T L3 2 T AE | FOISET AFIK TS GIAFTRAT A AFREE
(ST & el ToEe | 98 ArFIRPIEE Mo “&dife e a@r &idiw @ire!, i,
wfeeee!, FfeTe

TSI, ATEGE SF o7 ST 8 (@RI (63 3T 2T |

(}) FORN AFIHT (Unstructured Interview): ISR FFIHI R @F @ o
et F1 AF 91| AFHF @I 9o A S [E TIE Ty FACe I T | OB ATFRIIET
T ¥ e GReerifee a4 1 i e [T TI0E 647 W AR TTIE et
([T T | 9T TR AFFIHIA I FATSI O TSNS LI FAS AT 3R LTS ST
Rete SR FACO A | ©E LA AFIPIER N A Jeaiers!, NASR, & Togifn
SRS e ERIEC R CE R el

(o) faf¥foyers AP (Situatonal Interview): “RE YT FIFCT AT QRAFIA
A1 TSNS (AT 2ABS AIfET T wfows! 96 Fare T 92T G g AffEs
AR AT TP I @12 ARRFRere ifia I ToE TeTe Tre Hredl 27 | A @
AffFfere afsfam 8 i w7 O P azred el AH1E T4 27 |

(8) WIGAAIETT ATFISHIN (Behavioral Interview): WHGIYETS SFICHE AFOCS AFOOIT TSI(S
Eioe endia (@ e wffgfore 2o g ek afefemra 9 v 213t svae Fese
S T 2 |

(@) YT AT (Stress Interview): Sy gadice @ smafeq TeRm 2 | | xafaed
a3 e ~fafgfore Tm-TRPeR T MEReR o SroEs ATFRIE o7 F91 T | 98 @
AR I & HIoAbS AT Tofe a1 27 qTR T® OIS Aty Teiee I i
T BF 2R T T | G2 G THRINE (@] A1 Wiedns REeT 3R T=ifgs vieed
) AT TS ARTS AT 1 2 WAy Rers [ieafve =27 |

() 20T A @€ ArFRSFE (Pannel Interview) : €3 “ffstes oy [T w43
FAFFIFIA (@IS 499 I | GFE 36 A TS (qI06q AN SAF® =7 @ e fefere
()[4
T T OF AT e fEewpT FEE q3R AT R TeraR fefere YenRm wea Sl e
T

YT FCI | T AMCTR Q8 o G T W] A e FMeTa Jorced fefere endl pore

1o 411 2 AT |

() 9% I JfEIe AT w@© ArFFF (Individual or group interview): €% I JfeTe
AFRIAGL A 2o AT | @0 TR (T AFFRIRAZTFE QFe ARNE o I
AFFIRFF
o T AR TG R GIGH ATFIP AT GFG A AR RART 47 | faoy Aafofs
TR Ve AFFIFR | O3 KT AFFIFR Ardfinaes [feg weer o s o6 WS s e
@I @35 [0S T AT S I67 T | TSI TP T AN G QIS (ST
o T TR ey M T M DAl F90e @0 TF | AFISRAZASA GFG 77
(AT WA AR ATIES AR, (TPt Fvel, Ras wel R 732 S ms
T R T Q@AY A &5 w6 |

(v) «fFS ArFIRIT (Exit Inerview): TFIHF NI G F1 27 FA1 R 77 | € @fFs
DRSS o1 azel FA1 20 ACE ST (W T | (FICAT S 4T &AFSH (ATF SITT T (o4

W\S 9[@1’- qo
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ST BIBEBIT CIF O LA WA T AT (T 0 Tefo Fgerw fmidt s fyea
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Qualities of a good interviewer

AR FECS ([ ATFIFIT AZFFIAF A AT TDIFSIT IR ST SACEANG 8 2T e
TIGITT SR AV &I ST | S 6 (F@asfB eFge Aafes 2oz AFHF 429 | AFRF 247
P YF TS TF | @TSIHY TAYE AR AT FAT T ATACH @9 ATFPRALST | FIRT
AFICF QO QTN (@ TS TO AFCH ©IF Gl W, (VLI 8 TR FA[ 06 (@7 F41 7]
A | T TE ArFIIRAJST (F I R AT QTS ©f [0 A5 1 e
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Factors Influencing the effectiveness of Interview
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Principles of Selection
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fAieome & Foete Fife a1 v (e 5T SIS | W T N @y (T SIS A1 SR
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8 | affaifiTse M (Principle of training):  &fdT Fwifee awa Sgaew oy @R S
TS| AT & S TFE (AT TFF (72 | R FAN e Al Jad S BEEmic
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