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MANAGEMENT | RESEARCH ARTICLE

Applicants reaction towards the personnel 
selection methods in Pakistan
Qandeel Hassan1*, Ghulam Abid2, Jamil Ahmad1, Muhammad Ali3, Ahmed Hussain Khan1 and 
Rabbia Zafar1

Abstract:  The purpose of this study is to investigate applicants’ reactions towards 
different personnel selection methods used in Pakistan. A sample of 149 under-
graduates, graduates, and working adults rated their perceptions of the favorability 
and fairness of these personnel selection methods, namely: resumes, job knowledge 
tests, biographical information, interviews, personal references, work-sample tests, 
personality tests, written ability tests, personal contacts, and situational judgment 
tests. Our first research objective is to provide details about applicant reactions, 
detailed system of the same and methods on a range based on working adults, 
graduates, and undergraduates. The second major objective is to identify the 
interaction effects of favorability and system fairness based upon applicant reac-
tions. Descriptive data analysis was performed using IBM SPSS and the data was 
collected from Lahore, Islamabad, and Jhelum. The results demonstrated that 112 
applicants reported the most favorable rating reaction towards the interview per-
sonnel selection method, with the effectiveness of identifying qualified people for 
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the job, while 101 applicants reported a favorable rating reaction towards job 
knowledge tests, noting the fairness of this procedure. In addition, implications for 
the current assessment of selection practices from the applicants’ viewpoints, the 
strengths and limitations of the study, and directions for future research are all 
discussed. The practices of different predictor methods are considered in the 
conclusion.

Subjects: Operations Management; Personnel Selection, Assessment; Human Resource 
Management; Management & Organization;  

Keywords: personnel selection methods; applicant reactions

1. Introduction
Research on organizational staff structure has mainly focused on the most traditional methods 
and techniques used while hiring employees for the job. Marcus (2003) showed that hiring a person 
is the very first point of contact between the employee and the employer, and therefore studies 
should search for fair reactions. These may affect applicants’ decisions while being hired, as well as 
their perceptions before being hired (Khilji, 1995) as an employee or consumer. Companies that do 
not pay attention to such issues face multiple consequences, i.e low applicant response rate and 
poor market reputation. Throughout the previous two decades, applicants and reactions have been 
considered to be of key interest. During this time, the facts and figures of main investigations, 
narrative criticisms (Chan & Schmitt, 2004; Ryan & Ployhart, 2000), and meta-analyses (Anderson, 
Salgado et al., 2010; Truxillo, Bodner et al., 2009) were issued, and studies on applicant reactions 
were established as a point of focus. These studies have provided us with applicants’ reactions to 
and perceptions of companies and their hiring processes, with support provided from dissimilar 
states, and through offering administrations with research on applicant responses upon which 
they can detrack from their hiring system.

The countries that were used to gather data for research have grown with time, with the majority of 
studies extracted from Western countries. These research attempts are comprised of applicants’ 
reaction samples, drawn from the 2002 United States (Hoang et al., 2012; Nikolaou & Judge, 2007; 
Phillips & Gully, 2002; Steiner & Gilliland, 1996), France (Steiner & Gilliland, 1996), Singapore (Phillips & 
Gully, 2002), Spain and Portugal (Moscoso & Salgado, 2004), South Africa (De Jong & Visser, 2000), 
Germany (Marcus, 2003), Belgium (Stinglhamber et al., 1999), Greece (Nikolaou & Judge, 2007), Italy 
(Bertolino & Steiner, 2007), the Netherlands (Anderson & Witvliet, 2008), Turkey (Bilgic & Acarlar, 
2010), Romania (Ispas et al., 2010), Vietnam (Hoang et al., 2012), Iceland (Jonsdottir & Hafsteinson, 
2008), Saudi Arabia (Anderson, Ahmed et al., 2012), and China (Anderson, Liu et al., 2016). Until now, 
research conducted on the same topic was unable to evaluate selection methods in Pakistan, 
portraying how we have less knowledge about the mechanisms of the reactions and beliefs of 
applicants in non-Western nations. This study requires revising the reactions of a sample of salaried 
working adults, graduates, and undergraduates in Pakistan through renowned selection methods in 
the country. No such study has been carried out in Pakistan, which is important, considering the rapid 
economic growth and growing role of the country on the global markets.

The research from Western countries is predicted to be incompatible with the environment in 
Pakistan, due to differences in personnel practices, political climate, history, and cultural values. 
The current study provides applicants’ reactions to different selection methods. The major con-
siderations of this study are to consider Gilliland’s (1993) “fair reactions” evaluation of graduates, 
undergraduates, and working adults using the reactions of the sample drawn from Pakistan.

An organization’s system of hiring is very important for keeping a well-maintained database of 
applicants (Lyons & Marler, 2011; Potocnik, Anderson and Latorre, 2015). Multiple available selection 
methods can be utilized by the organizations, such as biographical information, interviews, 
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personality tests, personal references, work sample tests, assessment centers, etc. (Furnham & 
Jackson, 2011). In addition, Pakistan is gaining popularity all over the world in global markets, but 
there are currently no studies regarding Pakistani applicants’ reactions based on selection methods. 
The current study reports this gap.

Therefore, the objectives of the study are twofold. The first is to provide details on applicants’ 
reactions using detailed systems and methods in a range based on working adults, graduates, and 
undergraduates. The second objective is to identify the effects of interaction on favorability and 
system fairness using these applicant reactions.

This study offers three basic contributions. The first is to study the applicants’ reactions in 
Pakistan. The second is the reactions of working adults, graduates, and undergraduates to the 
selection method. In addition, previous research was based on applicants with suspicious work 
experience (e.g., graduates). Therefore, undergraduates and working adults in our research sample 
dominated numerous personnel selection methods in Pakistani organizations, considering the 
acceptability of the criteria individually. Thirdly, prior methods (e.g., Steiner & Gilliland, 1996) 
have led us to compare our research conducted on the Pakistani sample with samples from 
other countries (United States, Singapore, China, and Greece, etc.).

2. Literature review

2.1. Applicants’ viewpoints on selection methods
This research is important for a number of reasons. This research area on applicants’ reactions is 
relatively new but has been known to be important for the last 20 years (Anderson & Hu, 2009; 
Anderson, Liu et al., 2016; Salgado, 2001). Different reactions have different effects on an employ-
er’s desirability (e.g., Bauer et al., 2001; Truxillo, Bauer, & Sanchez, 2001). There are two types of 
costs associated with dissatisfaction during the selection process—those spent on recruitment and 
losing employees (Murphy, 1986). Thus, behavior during selection affects the behavior of the 
applicant, who is considered the customer of the recruiting organization (Hausknecht et al., 
2004). Taking into consideration an administration’s productivity, it is important to note that the 
awareness of candidate responses directly affects the improvement of selection processes 
(Truxillo, Bauer et al., 2002, 2009).

A well-prepared system may help to avoid such costs. Applicants’ reactions to recruitment 
systems also contribute to the recruiter’s image. Furthermore, studies have focused on other 
reasons why research on applicants’ reactions are important. The applicant’s perception may 
affect on-the-job approaches, as well as the behavior of those appointed afterwards (Gilliland, 
1993). Candidates who faced discriminatory treatment during selection may consider taking legal 
actions. Even if the system approach was successful, negative thinking may affect job performance 
(Ryan & Ployhart, 2000). Finally, to appraise the capactiy for upgrading, unproductive applicants 
are still within the association, and their responses would also be useful to record (Ford et al., 
2009). If unsuccessful candidates stay in their positions, inferior treatment may result in difficulty 
executing work tasks, associating with citizenship practices, and thinking, for both their activities 
and more (Hausknecht et al., 2004). The selection procedure is difficult for employees, as it gives 
rise to both positive and negative feelings (Anderson, 2004). At the end, selection provides both 
sides with an outcome to reach decisions, as well as to understand procedures from the appli-
cants’ and the organization’s perspective (Chan & Schmitt, 2004).

An important theoretical framework to influence the field of candidate responses is provided by 
Gilliland’s (1993) justice model. This framework has been drawn from Greenberg (1990), with the 
many research studies on this topic provided by Anderson, Salgado et al. (2010). The most 
common applicant reactions questionnaire is derived from Steiner and Gilliland (1996). According 
to this framework, two issues are associated with the fairness of selection systems (Gilliland, 
1993): (1) procedural justice (i.e., considers whether an applicant thinks he/she is treated on fair 
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basis) and (2) distributive justice (i.e., result oriented). The applicant’s view, based on procedural 
and distributive justice, determines their perception of system-based fairness (Anderson & Hu, 
2009; Anderson, Salgado et al., 2010).

2.2. Reaction generalization versus situational specificity
Studies of candidate responses to diverse selection procedures have been done over many states, 
including the United States (Hoang et al., 2012; Nikolaou & Judge, 2007; Phillips & Gully, 2002; 
Steiner & Gilliland, 1996), France (Steiner & Gilliland, 1996), Singapore (Phillips & Gully, 2002), Spain 
and Portugal (Moscoso & Salgado, 2004), South Africa (De Jong & Visser, 2000), Germany (Marcus, 
2003), Belgium (Stinglhamber et al., 1999), Greece (Nikolaou & Judge, 2007), Italy (Bertolino & 
Steiner, 2007), the Netherlands (Anderson & Witvliet, 2008), Turkey (Bilgic & Acarlar, 2010), 
Romania (Ispas et al., 2010), Vietnam (Hoang et al., 2012), Iceland (Jonsdottir & Hafsteinson, 
2008), Saudi Arabia (Anderson, Ahmed et al., 2012), and China (Anderson, Liu et al., 2016).

Nevertheless, candidate responses have yet to be studied in Pakistan, despite the fact that 
Pakistan is an emerging economy in the South Asia and become important for the global 
economy due to CPEC (China-Pakistan Economic Corridor). The applicants knew well how to 
observe practical fairness, distributive fairness, and perception selection procedures. Similarly, 
additional outcomes maintained that candidate responses were inclined towards organizational 
perceptions, receiving job offers, and the probability of suggesting the organization to others 
(Anderson, Ahmed et al., 2012). A study on the same research topic found that candidate 
responses agreed extensively in their positive ratings for prevalent procedures in these said 
countries. A meta-analysis studied how applicant reactions are based upon their diverse cul-
tures (Anderson, Salgado et al., 2010). The outcomes provided almost the same reactions across 
countries, supporting the “reaction generalizability” hypothesis. This changes the idea that 
applicant perceptions are based on differences in culture, legislation, and human resource 
management practices (Marcus, 2003; Moscoso & Salgado, 2004). According to these studies, 
the interviews and work sample tests were the most satisfactory selection methods, in the same 
manner as resumes, cognitive tests, personality tests, and references were also considered to be 
favorable personnel selection procedures. On the other hand, honesty tests, personal contacts, 
and graphology were the least preferred personnel selection methods (Anderson, Salgado et al., 
2010).

A similar design of applicant responses is also found in theses studies (Anderson, Ahmed et al., 
2012; Hoang et al., 2012). Our study complies with the response generalization assumption, 
particularly the previous study findings for Vietnam and Saudi Arabia, and can provide an instruc-
tive model for Pakistan because there are some similar cultural characteristics. At present, these 
are considered to be cohesive, with strong values on personal relationships. Still, applicant reac-
tions to selection procedures are used to identify the requirements of a Pakistani culture or system. 
Therefore, the purpose of the present research is to identify applicant reactions to different 
personnel selection methods, specifically in Pakistan.

2.3. The context: Culture, HRM, and selection practices
Pakistan is an Islamic country in Southern Asia and shares a special position among Western Asia, 
Central Asia, and Eastern Asia. It is rich in terms of its natural resources, while also being a nation 
with high cultural values. Pakistan’s population, exceeding 198,809,261 million people, ranks in 
fifth in the world. Pakistan has a 1,046 km (650-mile) coastline along the Arabian Sea and the Gulf 
of Oman and shares borders with India to the east, Afghanistan to the west, Iran to the south- 
west, and China on the far northeastern side of the country. Although Pakistan has a wide and rich 
range of salt reserves, economic activity is mostly comprised of textile production and textile 
revenues. Pakistan has been a member of the World Trade Organization since 1 January 1995, and 
of GATT (General Agreement on Tariffs and Trade) since 30 July 1948, unlocking its marketplaces to 
worldwide assets. There are tremendous multinational businesses in Pakistan, which own 
immense shares in of banking, telecommunications, and insurance.
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Khilji (1995, 1999b) suggested that the culture of Pakistan is a combination of religion, Indian 
origins, British inheritance, and American effects. Commercial values are considered to be forced 
associative, with high uncertainty avoidance and a large power distance diemention according to 
Hofstede’s model (Hofstede, 1980, 1991; Khilji, 1995). Some valuable indications are also delivered 
by Hofstede’s model about cultural characteristics (Hofstede, 2011). According to Hofstede (2011), 
the qualities of Pakistani culture that are also considered by the author are characterized as high 
influence of power and high uncertainty. On the masculinity index, Pakistani culture lies in the 
center (Hofstede, 1991), explaining that individuals tend to have both qualities generally asso-
ciated with men (i.e. being aggressive, ambitious, and competitive) and with women (i.e. 
a modesty, caring for others, and cooperation). In previous studies, Pakistan was ranked low for 
individualism, and had more cohesive behavior as compared to other Asian countries.

Pakistan has a distinctive cultural array, with a mix of an educated workforce that largely can 
speak English, liberal privatization and investment policies, and strategic geographical importance; 
however, Pakistan still lacks attention in management research. Tayeb (1997) argues that in 
Muslim countries, Islam affects organizations’ structures, which might affect Human Resource 
Management (HRM). HRM in Pakistan has fewer values and HR jobs are not considered as impor-
tant. In general, the idea anyone can perform HR jobs is fairly common (Khilji, 1999b). In the 
Western world, international institutions like the EU (European Union) and NAFTA (North 
American-Free Trade Agreement) control HRM policies and practices; however, Pakistan is incon-
sistent with procedures enforced by international bodies like the ILO (International Labor 
Organization). The field of HRM frequently provides new rules to retain employees, and the field 
of HRM is committed to looking for improvements in Pakistan because the national culture has an 
impact on the government’s HR functions (Newman & Nollen, 1996). The area of HRM in Pakistan 
has a different status than in the West as elitist, seen as lacking in trust and deficient in commu-
nication. If HRM is successful in one culture, its success is not ensured in another culture (Khilji, 
2003), so Pakistani employees have been looking forward to further development. The develop-
ment of HRM is also dependent upon the economy, developing with a growing economy.

In the past few years, rapid population growth also increased the demand for service, in part 
because of an increase in female workers. Some of these factors include favoritism, absence of 
trained employees and stiff civil service, which had an impact on HRM services in Pakistan. The 
development of the quantity of national and private administrations, which have been increasing 
ever since the 1970s. Other influencing factors are individual relations, cultural and provincial 
preferences and affiliation. There are no laws against discriminations exist consequently leading to 
issues related to managers, irrespective of rank, are the victim of shared social prospects, giving 
preference to families, relations, and peoples who try to influence with power. These issues limit 
the organization which can use only few selection methods in such cultural mode.

3. Method

3.1. Sample and procedure
The research was conducted utilizing a sample consisting of a group of graduates, undergraduates and 
working employees. A total of 149 participants took part in the survey, with the locus revolving around 
the cities Lahore, Islamabad and Jhelum. The data related to this specific study was analyzed using 
IBM SPSS. The average age of the participants was 26 (SD = 1.328), 103 (69.1%) respondents were 
males and 46 (30.9%) were females. The majority of the participants had a Masters degree (51.0%), 
while 33.6% held a MS/M.Phil degree and the remainder, 15.4%, had BA degrees. Most respondents, 
70.5% had less than 1 year of work experience, with the remainder more than a year’s worth of 
experience. Full-time workers represented 57.0%, and part-time workers 43.0%, of the sample.

Applicant reactions were recorded using the questionnaires and the 10 selection methods listed 
in Table 1. We translated Steiner and Gilliland (1996) questionnaire, and each method was 
provided with its detail. The procedure title was identical to Steiner and Gilliland (1996) 10 
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selection method, with the only difference related to the selection method in this study being the 
“Job Knowledge Test” and “Situational Judgment Tests” method, which was added to Steiner and 
Gilliland (1996) questionnaire.

These methods were used to compare the findings with previous studies using samples from 
a few countries. For every method, two questions were used for the process favorability assess-
ment using a 5-point Likert scale, ranging from 1 (least favorable) to 5 (most favorable). The two 
questions that were asked were: “How would you rate the effectiveness of this selection method 
for identifying qualified people for the job?”; and “If you did not get the job based on this selection 
method, what you would think of the fairness of this procedure?” To evaluate procedural dimen-
sions of every single personnel selection methods, seven questions were asked by means of 
a 5-point Likert scale, starting from 1 (totally disagree) to 5 (totally agree).

The dimensions used were as follows: (1) scientific evidence (scientific research is done to find 
the values); (2) face validity (identification of qualified candidates for the job in question); (3) 
opportunity to perform (this identifies individuals important qualities, and provides how each is 
different); (4) employer’s rights (employers can obtain information from applicants using the 
selection method); (5) interpersonal warmth (the selection is free of personal feelings); (6) respect 
of privacy (personal privacy is also considered); and (7) widely used (because personnel selection is 
used in commonly). Two measures—interpersonal warmth and respect of privacy—were reversed 
to reflect a clear and higher value of those.”

4. Results
We rated the effectiveness of different selection methods for identifying qualified people for the 
job. The interview method has a Mean of 4.66 and a SD of 0.722. A total of 112 of the applicants 
rated the interview method which appeared as “most favorable”, 31 as “favorable” and 6 rated the 
interview method as “quite favorable”. Table 1 shows the Mean for resumes to be 3.77 with a SD of 
1.009. A majority of the applicants, 89, rated the resumes method as “favorable” and 26 rated the 
same method as “most favorable”; 9 individuals rated it as the “least favorable” method.

With respect to the work-sample test method, 85 of the applicant’s rated this method’s 
effectiveness for identifying qualified people for the job as “neutral”, with 27 rating this method 
as “favorable”. The Mean and SD of the work-sample test are 3.26 and 0.83,1, respectively. The 
biographical information has a Mean of 3.15 and a SD of 0.739. Eighty-nine of the applicants rated 
this method as “neutral” for classifying competent individuals for the job and 29 rated it as 
“favorable”. The average responses of the written ability test method has a Mean of 3.85 and 
a SD of 0.951, with 72 of the applicants rating this method as “favorable” and 37 applicants as 
“most favorable”. The personal references method has average responses with a Mean of 2.74 
and a SD of 1.391; 43 applicants rated this method as “quite favorable”. The average responses of 
the personality test method has a Mean of 3.44 and a SD of 1.105. Forty-two applicants rated the 
effectiveness of personality test as “neutral” for classifying competent individuals for the job and 
39 as “favorable”. The personal contacts method was rated by 53 applicants as “favorable” and 
38 as “neutral”. The average response of the personal contacts has a Mean of 2.89 and a SD of 
1.244.

Most of the applicants, 77, rated the effectiveness of the job knowledge test for identifying 
qualified people for the job as “favorable” and 45 rated it as “most favorable”; the average 
responses of the job knowledge test have a Mean of 4.10 and a SD = 0.733. The average responses 
to the situational judgment test have a Mean of 3.72 and a SD = 0.943, with 63 of the applicants 
rating the effectiveness of this method for identifying qualified people for the job as “favorable”.

The fairness of this method if you are not qualified for the job based on these personnel 
selection methods is rated in Table 2.
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The average responses for an interview have a Mean of 3.56 and a SD of 0.975. Eighty-two 
applicants rated this fairness of this method as’ favorable’ and 37 individuals rated it as “neutral”. 
The resumes method has average responses with a Mean of 2.94 and a SD of 0.895. The number of 
individuals who rated the fairness of the resumes method as “quite favorable” was 55. The average 
responses of the work-sample test has a Mean of 3.33 and a SD of 0.955. But if the applicants did not 
get the job based on this method, 70 of them still rated the fairness of this method as “neutral” and 
24 of them few rated the work-sample test as “most favorable”.

The biographical information blank was rated as “neutral” by applicants, and average responses 
of this method has a Mean of 3.20 and a SD of 0.797. The applicants (60) rated The fairness of the 
written ability test was rated as “favorable” by 60 applicants, however 3 of the applicants rated 
this method as “least favorable”; the average responses of the written ability test has a Mean of 
3.56 and a SD of 0.954.

The average response of the personal references methods has a Mean of 2.93 and a SD of 1.151, 
with 55 of the individuals rating the fairness of personal references if they did not get the job 
based on this method as “quite favorable”. Only 10 applicants rated this method as “least 
favorable”. The personality test method has average responses with a Mean of 3.69 and a SD of 
1.046. Most of the applicants, 54, rated the fairness of this method as “neutral”. The average 
responses of the personal contacts methods are with Mean = 2.88 and SD = 1.404.

The fairness of the personal contact method was rated as “favorable” by 38 of the applicants. 
The job knowledge test method had average responses with a Mean of 3.90 and a SD of 0.950. 
Most of the applicants, 101, still rated the fairness of this method as “favorable” if they did not get 
the job based on the job knowledge test.

The average responses to the situational judgment test are a Mean of 3.41 and a SD of 1.059. 
Sixty-three applicants rated the fairness of this method as “neutral”, and 43 applicants rated it as 
“favorable”; 8 applicants rated it as “quite favorable”.

5. Discussion
The current study aimed to explore Pakistani job applicants’ reactions to 10 personnel selection 
methods. Our research findings are summarized in Tables 1 and 2. Interviews were considered to 
be the most popular and most favorable method to identify the qualified person for the job.

While the interview method is the most favorable job test method, others received good responses 
but criticism as well. The resumes method was ranked second after the interview, but it had the most 
ratings in the “favorable” group. The work-sample test method scored the highest in the “neutral” 
group, but being “neutral” means it could not be considered as a strong method (e.g., rated “favor-
able” or “most favorable”. The biographical information blank method also came out as “neutral”. The 
written ability test method was considered as “favorable”, and since a large number of people 
supported it, it could be considered as a good method (although not as good overall as the resumes 
method). The personal references method scored highest in “quite favorable”, but it was not con-
sidered by a large group of applicants as a good method of selection.

Likewise, the personality test was rated highest in the “neutral” group, indicating that the personality 
test is rarely considered to be an appropriate method of personnel selection. The personal contacts 
method got the highest rating in the “favorable” group and it seems that this method of selection is 
mostly preferred during the hiring procedure. The job knowledge test method was frequently rated as 
“favorable” but ranked second after resumes in the “favorable” group; the situational judgment test 
method received the highest number of ratings in the “favorable” group.

In Table 2, based on the fairness of every method if a person did not get the job, rankings are 
as follows: interviews were considered as “favorable” but not “most favorable” because, 
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according to applicants, bias is present in this method. Ultimately, however, this had the second 
highest rating in the “favorable” group. Resumes were considered “quite favorable”, as a resume 
has to go through a number of checks during the selection method thus might be time- 
consuming and ineffective. The work-sample test was considered “neutral” as it was supposed 
to test the candidate’s knowledge, but it is directly dependent on the examiner’s judgment and 
fairness. Biographical information was considered as “neutral” because it is very judgmental and 
considers employee history, which may ignore employee knowledge and skills. A written ability 
test was considered “favorable”, as it portrays an individual’s knowledge and skills are tested but 
was not “most favorable” as it lacks face to face candidate interaction. The personal references 
method was considered “quite favorable”, as this method is considered as an complete selection 
method, as the selection might be biased and not reflect a fair judgment of the candidate. The 
personality test was considered “neutral” because it neglects skills and other requirements. The 
personal contacts method was considered as “favorable” because it is very helpful in referring 
someone for direct selection. The job knowledge test was considered “favorable” because it 
allows one to get a job merely based on the knowledge required for the job. Lastly, the situational 
judgment test method was “neutral” because every candidate is supposed to find a solution to 
every mistake according to him/her, which might or might not be suitable to the selection 
requirements.

5.1. Implications for selection practices
To consider the perspective of applicants in future research, we found the factors that affect the 
selection practices for organizations in Pakistan and multinational organizations which hire 
Pakistanis. Our research work suggests that the design of selection procedures should be the 
same as those used in Western countries, or at least the 10 selection methods that are described 
in the study must be tracked. The organizations that recruit other nationals in Pakistan must make 
sure that candidate responses to these procedures follow those used in the Western world. 
Further, a study should be done to identify the differences in other professional in other busi-
nesses, and in other nations in which the Urdu language is spoken or used.

5.2. Study strengths, limitations and implications for future research
The recommendations that have been made have to be considered under certain limitations. 
First, the majority of applicants in this study were young and a criticism of using young people or 
students is that they may not be familiar with selection techniques (Truxillo, Bodner et al., 2009). 
In addition, this study consists of a sample of graduates, undergraduates and employed grown- 
up in a nation where candidate perspective research values are diverse as compared to other 
nations. It was found, however, that a majority of our respondents were familiar with different 
selection methods. In future, the experienced and senior employees should also be participants 
of these kinds of studies. Also, the convenience sampling methodology was used, which may not 
have the same qualities of coverage as other methodologies such as mixed method. The findings 
also do not represent the entire population of Pakistani applicants. To get a high sample size, we 
used the snowball technique to collect data, which prevented us from computing a response 
rate; future research should include the usage of larger and stratified samples. Possible reasons 
about the question as to why candidate responses to personnel selection procedures differ in 
Pakistan as compared to other countries must be examined. A study must be conducted to know 
the proper reasons contributing to the expansion of explanatory mechanisms behind the “reac-
tion generalization” versus “situational specificity” hypotheses (Truxillo, Bauer, McCarthy et al., 
2018). As is also known from additional studies using this strategy, this is a cross-sectional 
investigation of responses so we cannot be sure of the causation of responses. Finally, we need 
to focus on assuming that this research can be generalized across the Urdu-speaking world— 
which consists of various countries, cultures, and contexts—and also benefits the research to be 
performed in such countries to verify the local job requirements of people who are looking for 
work.
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