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ABSTRACT 

This paper is based on research that was conducted at the International Islamic 

University Malaysia (!!UM) on recruitment and selection process. The paper's aims are 

to ascertain whether responsibility for recruitment and selection is shared between HRM 

specialists (Management Services Division) and line management (Deans, Departmental 

Heads and faculty executives), and whether there is evidence of increasing devolution of 

this responsibility to line managers. 

The paper intends to explore the methods of recruitment and selection that are in 

use at the university. The paper also intends to describe elements of recruitment and 

selection activities at the University and upon identification of any deviation to the 

theories of the two processes, recommendations will be made that could help the 

management to efficiently and effectively perform these activities. In advancing this aim, 

the researcher will put much emphasis on what most of the human resource writers 

consider sound principles for the practice of recruitment and selection activities in 

comparison with the practical experience of the !!UM. 

Using both qualitative and quantitative data, the findings obtained from this study 

reveal that there is evidence that the University is consistent with staffing practices as HR 

theorists suggest. There is also evidence that the responsibility of recruitment and 

selection at the University is shared among the HR Specialists and the line management. 

Keywords: Recruitment, Selection, Staffing, IIUM, University, Lecturers, Candidates, 

MSD, HR specialists, Line management, Respondents, Deans, Heads of departments, 

Faculty executives, Efficiency, Effectiveness, Organisations, Institutions 
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CHAPTER ONE 

INTRODUCTION 

In this paper, the researcher reports and analyses the findings of the study into 

the practice of recruitment and selection of academic staff at the International Islamic 

University Malaysia (IIUM). The study focuses on an empirical investigation into the 

academic staffing practices at the University. The paper examines a number of specific 

questions which include; what are the methods of recruitment and selection the IIUM 

uses of identifying suitable candidates, characteristics of the candidates the selection 

panels value, measures taken to validate staffing practices, and the extent to which 

Management Services Division (MSD), Deans, Departmental Heads and faculty heads 

are involved in the staffing process. 

1.1 Background of the Study 

On the outset, the paper aims at satisfying the partial fulfilment of the 

requirements for the award of Master of Management degree of the IIUM. The paper's 

aims are to ascertain and explore whether there is evidence of the IIUM using recruitment 

and selection methods which are context specific and whether different practices are used 

for different job types. The study intended as well to examine whether responsibility of 

staffing process is shared between the HRM specialists of IIUM, i.e. MSD and the line 
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management (heads of departments, deans, faculty heads). The study also intended to 

find out the sources of candidates from which the University carries out its process of 

recruitment and selection. 

Staffing, which is concerned with the recruitment, selection, placement, 

evaluation and promotion of individuals, lies at the heart of how businesses procure 

human resources (HR) in an organization (Peters et al., 2000). It is important to state that 

the need to recruit and select staff for the continuous of the organisation is universal. And 

while this need may be so, the way in which it is done and the particular methods 

favoured may well be culturally specific (Child, 1981; Hsu and Leat, 2000; Ryan et al., 

1999 and Tayeb, 1995). Therefore, the IIUM being an international high learning 

institution, it is expected that specific traditional practices are often opened up to 

internationally adopted methods. 

The study also looks into the management responsibility for recruitment and 

selection of the staff at the institution, especially academic staff. According to El-Kot and 

Leat (2008), the process of recruitment may begin with advertising vacancies, this may 

be done internally or externally or both and can be achieved using a range of media, 

which may involve using the company web site. 

There are basic procedures that need to be followed when carrying out the 

process of recruitment and selection across different organisations and industries 
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regardless of their size, type and nature. El-Kot and Leat (2008) point out that the process 

of recruitment may begin with advertising vacancies, this may be done internally, or 

externally or both, and can be achieved using a range of media, which may involve using 

the company web site. Kanter (1977) suggests that the recruitment, selection and 

promotion of administrative staff members in higher education more closely resembles 

the process in most corporate or industrial settings, compared to the processes for faculty. 

Therefore, this study intends to explore and examine more on the processes that the InJM 

deploys in faculty staffing. 

There are two main sources from which vacancies occurring in an organisation 

can be filled. These sources are the internal and external labour markets. James (2007) 

explains that the external labour market potentially comprises everyone who is not 

employed by the organisation but who is open to offers of employment; while the internal 

labour market consists of an organisation's existing employees. There are merits and 

demerits in both internal and external recruitment (Wickramasinghe, 2007). 

Recruitment and selection can be done both internally and externally (Johnsrud 

et al, 1992). It is done internally aiming at promoting the existing employees in the 

organisation. Internal recruitment (promotion from within) enhances current employees' 

morale. External recruitment and selection occurs when an organisation wants to inject 

new blood in the organisation. Hsiao and Kleiner (2002) however, suggest that looking first 
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to those on-staff to fill new openings is good for employee morale as the person already 

knows the company's ins-and-outs and has acclimated to its corporate culture. 

1.2 Research Problem 

The purpose of this study is to understand, explore and examine the recruitment 

and selection methods the IIUM deploys when hiring academic staff. The study also 

intends to find out how effective the recruitment and selection procedures the University 

used were. Normally, the more effective recruitment programmes are those that attract 

large numbers of applicants because the more you have to choose from, the better the 

choice (Herriot, 1989). 

The study further intended to find out whether the processes that the IIUM uses 

could be improved. Branine (2008) suggests the most preferred recruitment methods in 

order of preference as: milk round, recruitment brochures, recruitment fairs, direct 

directories, newspaper and magazine advertising, sponsorship and recruitment agencies. 

He further mentions the selection methods as: face-to-face interviews and tests, telephone 

interviews, assessment centres, online testing, application forms, references, pre-selection 

process, computerised testing and multimedia tests - video conferencing. Therefore, this 

study will detem1ine the methods of recruitment and selection based on the many 

different types of methods available in the industry. The study also wants to ascertain 

whether responsibility for recruitment and selection is shared between HRM specialists, 

in the case of IIUM, the Management Services Division (MSD) and the line management 
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-Deans, heads of departments and heads of Strategic Business Units (SBUs)- and whether 

there is evidence of increasing devolution of this responsibility to line managers. 

1.3 Objectives of the Study 

The general objective of the study 1s to investigate whether the IIUM 

follows what it preaches regarding the importance of applying sound procedures of 

recruitment and selection as suggested by human resource management theorists. This is 

the case due to the fact that advocating for ideas is one thing and putting it into practice is 

yet another. Many issues are easier said than done. "Walking the talk' becomes 

problematic in as far as implementation is concerned. 

The importance of implementing effective ( cost effective in methods and 

sources) and efficient (producing enough suitable candidates without excess and ensuring 

the identification of the best fitted for the job and the organisation) recruitment and 

selection procedures cannot be overstated. The smooth running of any institution be it 

public or private, profit making or non profit making entity, is in need of adopting and 

implementing effective and efficient staffing practices for its survival and attainment of 

its goals and objectives. Specifically, the study will aim at meeting the following 

objectives: 

1. To explore the recruitment and selection methods of identifying suitable 

candidates. The objectivity is primarily seeking to find out how the university identifies 

suitably qualified candidates to fill the existing vacancies. This is intended to also find 
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out which methods among the several available ways and means of identifying suitable 

candidates for the openings the HUM put into practice. 

2. To determine the recruitment and selection process of the HUM academic 

staff. This is aimed at determining what methods of recruitment and selection of the 

academic staff are being practised at the IIUM. The assumption is that there is a 

difference in recruitment and selection methods that are being utilised between the 

academic staff and other positions at the university such as administrative staff. 

3. To find out whether the recruitment and selection responsibilities at the 

IIUM are shared among the HR specialists (MSD) and line managers (faculty executives, 

deans, heads of departments etc) This also aimed at finding out whether there is evidence 

of increasing devolution of this responsibility to heads of departments, deans and faculty 

executives. 

4. To identify key individual characteristics of candidates that is valued by 

selection panels. This is aimed at identifying the preference of the selection panels 

regarding important characteristics that the employable candidates must posses for 

employment consideration. 

Owing to the fact that recruiting people who are wrong for any institution can 

lead to increased labour turnover, increased costs for the organisation, and lowering of 

morale in the existing workforce, therefore, it is paramount that the two processes of 

recruitment and selection are carried out as effectively and efficiently as possible to avert 

putting an organisation into an undesired position. Wrongly recruited people are likely to 

6 



be discontented, unlikely to give their best, and end up leaving voluntarily or 

involuntarily when their unsuitability becomes evident and clear. Such employees will 

not offer the flexibility and commitment that many organisations seek. Managers and 

supervisors will have to spend extra time on further recruitment exercises, which also 

come with costs, when what is needed in the first place is a systematic process to assess 

the role to be filled, and the type of skills and abilities needed to fill it. Bonn and 

Forbringer (1992) and Lee et al., (1999) suggest that effective staffing practices reduce 

labour turnover and enhance employee morale. 

This being the case, therefore, it is paramount that recruitment and selection 

process should be exercised properly to avoid unnecessary expenses and inconveniences 

that can be derived from the negligence in the two processes. Considering the importance 

of this topic, and its humble contribution to the literature of academic staffing at the 

IIUM, the study explores and determines recruitment and selection methods and 

academic staffing practices of the University and their contribution to the smooth 

operations of its programmes. For the study to realise these objectives, it mainly explores 

and examines the four major research questions as listed below: 

1.4 Research Questions 

Guided by the objectives of the study as listed above, the research questions 

underlying the investigation in this study are as follows: 
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1. What methods of recruitment and selection does the IIUM use in the 

hiring of academic staff? 

2. What are the better recruitment and selection methods of identifying 

suitable candidates for academic positions? 

3. Are the responsibilities ofrecruitment and selection at the university 

shared/decentralised? 

4. What are the characteristics of the candidates the selection panels value? 

1.5 Significance of the Study 

The importance of this study cannot be overstated. Firstly, the study will give us 

an opportunity to observe whether the IIUM is consistent with sound recruitment and 

selection process, as suggested by many authors in the field of Human Resource 

Management. Johnsrud et al (1992), suggest that the University is well suited for 

examining staffing decisions because it employs a large number of people. It is important 

to study the staffing process of an organisation as it is intended to identify prospective 

candidates who have at least some of the required qualities and attributes to fit well with 

the hiring organisation as Wickramasinghe (2007) suggests. It is also essential to state 

that while the literature in recruitment and selection process is available in abundance, 

similar literature in academic recruitment, selection and staffing practices leaves a lot to 

be desired. Van den Brink et al (2006) hold the view that there is no extensive literature 

available on recruitment practices in academia. 
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The researcher strongly believes that IIUM is well suited for examining its 

staffing decision because, among other reasons, it is a large higher educational institution 

that employs a large number of people of different culture, ethnicity, gender, countries of 

origin, among other attributes. Also, there is a need that HR specialists in any 

organisation should strive to institute better and appropriate practices of recruitment and 

selection. Though HR could be enhanced continuously through development, the first 

step towards making sure that employees possess the qualities sought for is to develop 

and institute appropriate staffing practices (Ahmad and Schroeder, 2002). Therefore, this 

study intended to examine whether the process of staffing at the University was 

developed and appropriately instituted so that it matches with recent trends in the 

practices. 

Additionally, the effective procurement of human resources and its staffing is 

paramount for the overall health and continuous survival of any organization, let alone 

the higher learning institution such as the IIUM. The use of employment tests for 

selection, which is a part of the staffing practice, is very crucial. Employment tests for 

selection are best practices which are also associated with lower turnover and increased 

productivity (Schnars and Kleiner, 2000). 

There are lots of benefits for the organisation or institution that can be derived 

from the sound application and implementation of effective and efficient staffing 

practices. According to Wickramasinghe (2007), staffing is accomplished by developing 
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concise definitions of the necessary technical requirements Uob analysis) and then by 

determining which job applicants possess the specific knowledge, skills, and abilities 

needed to successfully fulfil those requirements. Staffing, which is concerned with the 

recruitment, selection, placement, evaluation and promotion of individuals, lies at the 

heart of how businesses procure human resources (HR) in an organisation (Peters et al. 

2000). 

It is therefore very essential that all the stakeholders of the institution should 

have a keen interest on the methods the institution/university uses to realise its manpower 

for its continuance of rendering services to the beneficiaries, hence the proposal for this 

study. Wickramasinghe (2007) holds the view that even in today's technically advanced 

business environment; the human factor is instrumental to the success of an organisation. 

In any organisation people are the most valuable and important asset. For an organisation 

to ensure that their people are well taken care of they have to ensure from the start that 

proper staff are employed. It is therefore important that organisations staff recruitment 

and selection procedures are in line with the human resource policies. This will enable 

the organization to do the best selection for its employees. So, the better understanding of 

the methods of acquiring this important factor (human) is very crucial. 

Furthermore, as Wickramasinghe (2007) suggests, it is essential to study 

staffing practices in different socio-cultural settings; their credibility will be enhanced if 

the concepts are viewed as being applicable in different country contexts. Critically, the 
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