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ABSTRACT 

The main purpose of this study focused on enhancing interview experience through 

structured interview practice in the innovative manufacturing company. The interview 

practice comprised of interview planning which refers to job analysis, interview material 

which refers to set of interview questions, rating scale and evaluation form and interviewer's 

skill development which refers to interviewer's training. This study improved these variables 

to enhance interview experience in terms of interview question, interview flow, interview 

time and overall interview practice satisfaction. The study aimed to answer the research 

questions, hypotheses and test how ODI has the initial impact on the variables. 

The respondents are seven (7) line managers, five (5) current staffs who were 

interviewed by unstructured interview and five (5) candidates who were interviewed by 

structured interview practice. The researcher gathered the data both of quantitative and 

qualitative from these respondents. 

The results show that after ODI all variables of interview practice has a significant 

difference between unstructured (Pre-ODI) and structured interview practice (Post-ODI). The 

difference of interview planning, interview material and interviewer's skill development can 

lead to the difference of interview experience. As the results show that for the interviewer, 

the interview experience has a significant difference between unstructured (Pre-ODI) and 

structured interview practice (Post-ODI). On the other hand, for interviewee's perception, 

ODI has the initial impact with positive change but there was no significant difference 

between unstructured (Pre-ODI) and structured interview practice (Post-ODI). It can be 

implied that the ODI has higher impact to interviewer than interviewee. 

The difference of interview practice which comprises of interview planning, interview 

material and interviewer's skill development can impact the difference of interview 

experience. The structured interview practice has positively changed more than the 

unstructured interview practice. 
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CHAPrERl 

The Challenge, the Problems, the Potential for Change 

This chapter demonstrates the general situations in fertilizer manufacturing in global, 

regional and national context. It includes an introduction to the problem, the objectives of the 

research, statements of the problem, research questions and hypotheses, scope and limitations, 

significance of the study and the definition of terms. 

1. Introduction of the Study 

A lot of companies spend too much time for interviewing, hiring and training new hires 

and sometimes they prove that these new hires are not the best choice which ends up with 

wasting a lot of time and money. Effective questioning throughout the interview process will 

reveal the candidates' ability to interact and communicate for revealing behaviors and 

information that will help the company to make better hiring decisions. (Dema, 2011) 

The importance of new hire success is a high return on investment or ROI related to 

spending the time and effort ,hiring the wrong person is a loss for company, department, and also 

the person that is hired, The hiring decisions can be directly related to success or failure for 

manager and company. Moreover, as a manager, learning how to hire the right people can be 

advantageous to the career. (Bloom, 2014) 

The interview process can be extremely stressful. The effective interview practice will 

help raise the interviewer's confidence by demonstrating how best to prepare and develop the 

interview technique. (Now leaf search, 2014) 

With long-running employer's market, it has forced candidates to be extra-prepared to 

win the job. They will be ready to show their accomplishments and sell themselves into the job 

interview. Moreover, they are disappointed and discouraged to experience interviewers who are 

not enough prepared, focused or trained to having an effective interview practice. It may likely 

"turn off' the candidate of choice from wanting to. work with that manager or the company. 

(McDonald, 2011) 

Dr. Rob Yueng who is an executive coach at leardership consulting firm said that when 

he runs the strategic interviewing training course, there are around 80% - 90% of managers who 

overestimate their ability and persist in asking an ineffective question such as " What are your 

1 



weaknesses?". It is meaningless because they will say what the interviewer wants to hear. 

(Yueng, 2014) 

This study focused on enhancing interview experience through structured interview 

practice. 

1.1 Global Context of Organic Agriculture Industry 

Organic agriculture is a worldwide growth industry that can be a profitable and 

sustainable business. Organics have expanded continuously during the last few years. Moreover, 

the industry experts are forecasting steady growth of nine percent or higher. (Huntrods, 2013) 

The Centers for Disease Control and Prevention, 2013 estimates shows that about one 

billion pounds of pesticides active ingredients are being used annually in the country and over 

twenty thousand pesticides products are being marketed annually, which is adversely impacting 

the health of the consumers, and the environment. Therefore, the Organic foods which are 

produced concerning environment and animal friendly are gaining awareness in the country. 

Organic Trade Association 2012, estimates shows that about eightly one percents of families are 

purchasing organic food. (Helfer, 2013) 

According to the increasing awareness of organic food trend and ecology friendly trend, 

they reduce the demand of chemical products and lead to the increasing demand of organic 

agriculture products. Hence, these impact to increasing organic fertilizer which is the root of 

supply chain. This high demand of organic products enables all related company of organic 

products to increase their opportunities for growth. IMC is an organic fertilizer manufacturing 

company so this also will be an opportunity for its business growth. With this rapid growth, the 

company needs to recruit and select a lot of new hires to join the company. Therefore, 

recruitment, selection and development process for new hire success are crucial steps to ensure 

that the company select the right candidate who can develop to be high performing employee for 

driving the organization to reach its goal. 
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1.2 Asian/Regional Context of Organic Agriculture Industry 

According to the ASEAN Economic Community (AEC), the goal shall be regional 

economic integration by 2015. AEC will highly impact to the agricultural industry. It will expand 

the organic agriculture market and area in ASEAN. It is the opportunity to exchange the raw 

materials with each other to reduce the gap between supply and demand. Moreover, AEC will 

encourage to explore the new technology among the members. Thailand is the center of AEC 

such as transportation, distribution, high support of investment, high standard quality of 

fertilizer and also high technology of production (Zola, 2014). On the other hand, AEC challenge 

is there are more competitions within the market, thus the company needs to recruit and select 

the right candidate who can be a new hire success and develop to be high performing employee 

who will drive the organization for business survival and growth. 

1.3 Thailand/National Context of Organic Agriculture Industry 

The National Organic Agriculture Committee will present four strategies to develop 

Thailand as a center of organic agricultural products. All strategies will be focused on knowledge 

and innovation management of organic agriculture, developing the production of organic 

agriculture and supply chains, strengthening the marketing and standards of Thailand's organic 

agriculture products and engaging all related companies to work for developing Thailand's 

organic agriculture. Thai organic products are in high demand in the international market, but 

the market size is still relatively small. (Thailand.prd.go.th, 2014) 

Ministry of Commerce reported that demand of organic fertilizer in Thailand is 543,807 

tons per year. On the other hand, the supply is only 100,000 tons per year. (positioningmagazine, 

2007) 

Thailand has been supported by its government for all organic agriculture products 

because the mission of Ministry of Commerce is to promote provincial hub to regional hub and 

The National Organic Agriculture Committee set the strategies to develop Thailand as a center 

for the production, trade, and consumption of organic agricultural products. It expects to 

decrease import of the agriculture products from other countries and increase export to outside 

contries and also reducing chemical fertilizer for agriculture industry. Furthermore, Thailand is a 

market leader of organic fertilizer and agriculture products in Asia. Thus, these are opportunities 

of organic agricultural company for growing their business. This opportunity supports the 
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organization to select right candidate for new hire success who can develop to be high 

performing employee so that they can be the potential representative of IMC. 

1.4 Innovative Manufacturing Company (IMC) Background 

Innovative Manufacturing Company (IMC) was established in Thailand since December 

2004. It is a small and medium enterprise or SME which have almost 200 staffs. There are one 

head office at Bangkok and two plants at Kanchanaburi. IMC is a fertilizer manufacturing 

company which aggressively growth. 

1.4.1 Organizational Vision, Mission, Strategy and Goal 

They expect to be listed in Market for Alternative Investment (MAI) in 2017. MAI is the 

Stock Exchange of Thailand for Small and Medium Enterprises (SMEs ). It is a valuable source 

of long-term capital and it may raise funds to finance its expansion plans, enhance its 

competitiveness or establish an improved financial structure. Moreover, the listed company will 

have a positive public image for increasing creditability, bargaining power and reflecting to 

products and services. In addition, this listing will have tax privileges on dividends. 

The core value is "Growth with innovation". The vision of company is being one of 

innovative fertilizer manufacturers for Thailand's agriculture. For the mission is developing 

fertilizer's formula all the time which has more than 40 formulas, decreasing import from outside 

country, educating customers or agriculturist for increasing in production and higher yield in 

harvest. About the strategy, they have planned to distribute as one district one center so that sales 

and staffs are able to educate about the benefits and advantages of these innovative techniques to 

their customers closely. Moreover, they have planned to expand the factories at least 3X within 

two years for business's survival and support customer's demand. 

1.4.2 Organizational culture 

According to IMC is SME so they have very close relationship among the staffs. It is not 

only between staffs and staffs, but also staffs and leader. They have open system to share their 

opinion and ideas with each other in various channels such as in the meeting, company's 

Facebook etc. They normally use informal communication together. They work as a family 

organization. 
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1.4.3 Organizational structure 

Account A.dmm1stratio11 
t,1anager Manager 

Accountr~g\ HR & 
Officer · Admin 

General 
Manager 

Busin.~.Ss l 
D .. eve···!cpmen1 
.!vfan~_g;:r 

Business 
Development 

Asst Manager 

Plant 1 
r.1anager 

Production 
Line 

Manager 

' Customer Development Research & 
Manager Knowledge Manager 

I 
CD 

Key 
Sales Admin Researcl1 Lab 

Account officer Manager Manager 

Figure 1.1 : Organizational Structure 

Adrrnn 
Manager 

Plant 2 
Manager 

Adrnin 
Manager 

Figure 1.1 shows the organizational structure of IMC. Because of IMC is small and 

medium business so the organization structure is the flat structure which is centralized. It is quite 

flexible to change faster than the larger ones. On the other hand, the authorization mainly comes 

from the leader so it is quite limited for the staffs to make any decisions. 

1.5 Specific Section of this study 

As organizational structure, there are one head office in Bangkok and two plants in 

Kanjanaburi province. This study focused on four departments at Head office in Bangkok which 

are Accounting Department, Administration Department, Business Development and Customer 

Development. 

1.6 Current Situation of Innovative Manufacturing Company 

The CEO of IMC informed that there was high rate of new hires who fail the probation 

because their performances were below the manager's expectation. Moreover, new hires could 

not be assigned any challenging job by their managers. And from the managers' view, these new 

hires had low tolerance and were not enthusiastic to work. Eventhough these new hires were 

interviewed and selected by these line managers but they found that the performance at the 

interview was not the same as performance on the job. 
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The current interview practice of the Innovative Manufacturing company is basically 

simple. There are only two steps for the candidates which are interviewed by human resources 

staff and direct line manager. The current interview practice and key challenging issues are 

shown in figure below. 

A little 
interview 
planning 

No standard 
questions and 

evaluation 
No 

interviewer's 
skill 

development 

Figure 1.2 : Current Interview Practice at IMC 

The rate of new hire failure was high because the performance was below expectation. 

The manager found that the performance at the job is m~t the same as the performance at the 

interview. Thus, the researcher focused on interview practice of this company and figure 1.2 

shows the current interview practice of this company that there was a little planning before 

interview, there were no standard of questions and evaluation and also there was no interviewer's 

skill development. 

1. 7 SWOT and SOAR analysis 

This study did not only analyze the company by applying SWOT but also analyze by 

SOAR model. SWOT analysis helps to clarify the general situations both of internal and 

external factors that impact to the company. After that the researcher applied SOAR analysis to 

understand the new aspects of these situations. SOAR model helps to change the weakness and 

threat to be opportunities and encourage to focusing on the aspiration and result. 
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Strengths Weaknesses 

• Staffs know and understand clearly about the • Lack of high potential employees both of 

• 

• 

• 

• 

• 

• 

company's goal. 

They believe in leader's vision . 

Close relationship among staffs 

SME has flexible structure 7 easy to change. 

They adapt to change . 

Growth with innovation. (developed more than 

40 formulas of fertilizer) 

They know clearly about their R&R. 

Opportunities 

• The most of fertilizer's manufacturing in 

Thailand (Competitors) has a few of fertilizer's 

formulas and do not focus on developing the 

new ones. 

• Fertilizer is the root of supply chain. 

• Healthy food trend 7 Increase demand of 

organic agriculture products 7 Increase organic 

fertilizer 

• Eco friendly 7 Decrease chemical product 

• ABC 7 exchange the raw material and 

technology among the members 

• Agriculture industry is supported from Thailand 

government 

Aspirations 

• 

• 

• 

• 

• 

new and existing staffs to drive company 

for listing MAI. 

SME cannot attract talent to join. 

They do not have a sufficient HRD 

system. 

Centralize structure. 

There is only 40% of new hires success. 

Too flexible and unstructured working 

process. 7 Uncontrolled and instability. 

Threats 

• Agriculturists (customers) have low 

education about new formulas of fertilizer. 

• The larger company has more privilege 

from financial institute. 

Results 

• Being one of innovative fertilizer • To be listed in MAI within 2017. 

manufacturing for Thailand's agriculture. 

• Keep developing innovative fertilizer's formula. 

• 

• 

Decreasing import from outside country . 

Supporting the agriculturalists for their highest 

productivity, they are backbone of the country. 

Fh?ure 1.3: SWOT and SOAR Analvsis 
7 

• Expanding the plant at least 3X within 

two years. 



From figure 1.3 presents as below; 

1.7.1 Strengths 

Because of SME, they have close relationship and communication among the staffs. It is 

not only close relationship between staffs and staffs but also management team and staffs. The 

staffs clearly know and understand the company's goal which is to be listed in MAI within 2017 

and know clearly about their role and responsibilities. They believe in leader's vision so they 

adapt to change following their leader's vision and strategy. Moreover, this company has flexible 

and flat structure which can be changed more easily than the larger ones. Furthermore, the vision 

of this company is "Growth with innovation". They have been trying to developed the new 

formulas of organic fertilizer. Now there are more than 40 formulas. 

1. 7 .2 Weaknesses 

This company is SME so they cannot attract talent to join the company because talent or 

highly qualified candidates prefer to work at the larger or reputation company. Therefore, they 

lack high potential employees both of new and existing staffs to drive company for listing on 

MAI. The percentage of new hires success is on 40% of all new hires. Moreover, they have too 

flexible and unstructured working process which lead to uncontrolling and instable performance. 

They do not have systematic Human Resource Management. And they do not have any Human 

Resource Development program. There is no HR specialist who run the HR system accurately. 

Moreover, this company is a centralized structure which is controlled by the leader only so this 

company is growing up by leader instead of the system. 

1.7.3 Opportunities 

The most of fertilizer manufacturing in Thailand or competitors have a few of fertilizer's 

formulas and do not focus on developing the new ones. They keep trying to deliver the original 

formulas to customers so the productivity is not increasing. Furthermore, the fertilizer is the root 

of supply chain. The trend of eco friendly and healthy food awareness leads to the rapidly 

increasing demand of organic agriculture food so the demand of organic fertilizer is increasing 

aggressively as well. 

AEC will help the members to exchange the raw material with each other for reducing 

the gap between supply and demand. Moreover, AEC will help the members to explore the new 

technology from other countries. Thailand is the center of AEC. 
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Thailand has been supported from its government for all organic agriculture products 

because the mission of Ministry of Commerce is to promote provincial hub to regional hub. 

1.7.4 Threats 

Agriculturists or customers have low education about the feature and benefits of new 

fertilizer's formulas. Moreover, the larger company has more privilege from financial institute. 

1. 7 .5 Aspirations 

The company's vision is "Being one of innovative fertilizer manufacturing for Thailand's 

agriculture." And the core value is "Growth with innovation" therefore they keep developing 

innovative fertilizer's formula in order to improve the productivity and decrease import from 

outside country. Moreover, they recognize that all agriculturalists are backbone of the country 

thus they desire to support the agriculturalists for their highest productivity. They keep educating 

the innovative fertilizer formulas to their customers continuously. 

1.7.6 Results 

The company's goal is to be listed on MAI within 2017 and expect to expand the plant at 

least three times within two years. 

Although a weakness of this company is SME cannot attract talent who graduate from 

any reputable university with proven record of work experience, high technical skills and 

knowledge to join the company and most of applicants have moderate qualification. However, 

the company can select the candidate who has not only technical skills, knowledge and work 

experience but also has an aspiration that align with the company's aspiration. 

The Aspiration of this company is to be one of innovative fertilizer manufacturing for 

Thailand's agriculture by developing the fetilizer's formulas continuously. Also they recognize 

that their value customers are an important part of country, thus they desire to support and 

educate them for their highest productivity. Thus the company need to require the new hires who 

align with this Aspiration. The new hires need to connect with others, be proud of their career, 

like sharing with these value customers and a crucial characteristic is creativity and ready to 

learn new things or adapt to change. Furthermore, the new hires need to have related educational 

background, sufficient technical skills and work experience for driving the company to be listed 

on MAI within 2017. 
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If the company can select these new hires, they can drive the company to reach its result 

which are listing on MAI and expanding the plant successfully. Then, they can increase the 

opportunity to respond to demand of organic agricultural products which enable the company to 

grow continuously. Moreover, these new hires can change the threat to be the opportunity by 

expanding education to more agriculturists. 

Consequently, the recruitment and selection process of the company is critical to ensure 

that they select the right candidate for new hires success. One important tool in recruitment and 

selection process is interview process because it is a preditor of candidate's future performance 

and a way to see how candidates express themselves. Therefore, an effective interview process is 

a crucial step for selecting the right candidate to drive the company. 

1.8 Research Objectives 

According to the potential challenge for change, current situation and the context, the 

researcher found that interview practice is an effective selection tool for identifying and selecting 

the candidate. It is the first and crucial step for total hiring success. Hence, the objectives of this 

study are; 

1.8.1 To determine the current situation of the company in terms of interview practice focusing 

on interview planning, interview material, interviewer's skill development and interview 

experience. 

1.8.2 To identify, develop and implement appropriate ODI to establish structured interview 

practice focusing on interview planning, interview material and interviewer's skills development 

and interview experience. 

1.8.3 To determine the initial impact of ODI on interview practice focusing on interview 

planning, interview material, interviewer's skills development and interview experience. 

1.8.4 To determine the difference between the pre & post ODI on interview practice focusing on 

interview planning, interview material, interviewer's skills development and interview 

experience. 

1.9 Statement of the problem 

The main focus of the study is on enhancing interview experience through structured 

interview practice. A case study of Innovative Manufacturing Company (IMC). 
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1.10 Research Questions 

Subsequent to the problem statements and the research objectives, the following are research 

questions: 

1.10.1 What is the current situation of interview practice focusing on interview planning, 

interview material, interviewer's skills development and interview experience? 

1.10.2 What are the appropriate ODI that must be implemented to establish structured interview 

practice focusing on interview planning, interview material, interviewer's skills development and 

interview experience? 

1.10.3 What are the initial impacts of ODI on interview practice focusing on interview planning, 

interview material, interviewer's skills development and interview experience? 

1.10.4 What are the differences between pre & post ODI on interview practice focusing on 

interview planning, interview material, interviewer's skills development and interview 

experience? 

1.11 Hypotheses 

To answer the above research questions, the following hypotheses were investigated: 

Hol : There is no initial impact of ODI on interview practice focusing on interview planning, 

interview material, interviewer's skills development and interview experience. 

Hal : There is an initial impact of ODI on interview practice focusing on interview planning, 

interview material, interviewer's skills development and interview experience. 

Ho2 : There is no significant difference between pre & post ODI on interview practice focusing 

on interview planning, interview material, interviewer's skills development and interview 

expenence. 

Ha2 : There is a significant difference between pre & post ODI on interview practice focusing on 

interview planning, interview material, interviewer's skills development and interview 

experience. 
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1.12 Definition of Terms 

Unstructured Interview Practice 

It refers to a little interview planning before interview and using unstandard interview 

material. Interviewer does not use same questions for every candidate. Rating scale and 

evaluation are based on interviewer making decision. Moreover, there is no interviewer's skill 

development. 

Structured Interview Practice 

It refers to preparation and standardization of interview planning and interview material. 

It is also called competency-based interview or behavioural-based interview. There is a careful 

planning before interview which is job analysis to define job requirement and candidate's 

competencies before interview. For interview material, the same set of interview questions are 

provided for every candidate and questions are specifically designed based on job-related 

competencies. Moreover, the questions are asked to dig into the candidate's past experience. 

Interviewer uses standard rating scale and evaluation form. The training course is provided for 

developing the interviewer's skills. 

Interview Planning 

refers to a plan that interviewer prepares and do before interview practice. It means job 

analysis which is a task that analyzes before the interview. It is a method to define job 

description and competencies of candidate who will meet expectation and match with the job 

position. 

Competency 

refers to skill, knowledge and attitude or personal attribute of individual. 

Interview Material 

refers to set of questions, rating scale and evaluation form which are used for interview 

practice. 
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Interviewer's Skill Development 

refers to method or way of developing interviewer in terms of interview skill to help them 

conduct an effective interview. There are training course and practicing of interview. 

Interview Experience 

refers to feeling of interviewer and interviewee after interview practice in terms of the 

interview questions to help to reveal each candidate's skill, knowledge and attitude which are 

related to job position, feeling comfortable with interview flow, ability to interview within the 

specified amount of interview time and level of overall interview practice satisfaction. 

1.13 Significance of the Study 

For the company 

The company can develop to have an effective interview practice of its recruitment and 

selection for new hires' success. And the new hires' success can be developed to be a high 

potential employee of the company in order to drive the company for listing on MAI. Moreover, 

it can reduce waste from new hires failure. 

For the human resource department 

They can achieve KPI of recruitment and selection. And the work process will be 

standardized, controlled and more effective. 

For the management team 

They can have a standard to select and evaluate the candidates without bias and also have 

the ability to focus on the specific requirement. Moreover, it enables them to select the right 

candidate who can meet their expectation. 

For the customer 

They will gain more effective education about benefits of innovative fertilizer and 

knowledge about innovative agriculture techniques and tools from these new hires for the highest 

productivity. 
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1.14 Scope and Delimitation of the Study 

This study focused on the management team, HR staffs and interviewee in four 

departments at head office only. The focus group could not represent the whole organization. 

For Organization Development Intervention, the researcher provided the interview 

materials in blank form and train about how to use them only. The HR and the Manager gathered 

and implemented by themselves. 

Basically, to evaluate level of interview effectiveness, it can be measured by the rate of 

new hire success. However, because of time limitation, the researcher could not wait until the 

end of probation, thus this study focused on how experience changed after interview practice. 
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CHAPTER2 

Review of Related Literature and Conceptual Framework 

In this chapter the researcher reviewed literature related to the study; relevant literature 

included the important areas of interview practice, research and tool for an effective interview, 

organization as a system, organization development and change management in order to 

understand the related aspects of interview practice and be able to design organization 

development intervention. 

Basically, the researcher reviewed a model of full loop recruitment, selection and 

development process for new hire in order to understand overview of end to end process. Then, it 

was narrowed down by specified critical area. Then, the researcher reviewed regarding the 

focused area particularly selection process and interview practice. 

Later, the researcher reviewed the literature that demonstrated all related variables of 

interview practice. Reviewing this literature enables the researcher to understand all aspects of 

interview practice and develop the interview practice based on the former research. 

For effective change, researcher also review the system model of Action Research 

process which are the theory of organization as a system, organization development and change 

management. 

Finally, the researcher designed the conceptual framework and action research 

framework of this study. 

2.1 System model of Action Research Process 

Integration of Organization as a System, Organization Development and Change 

Management Model 

The organization as a system means that everything is connected together. One thing can 

impact to another thing. And everything works together as a system. (Morgan, 2006). Every 

single part is related to be a cycle hence the interview process should be flow and has feedback 

in every loop for new hire success. 
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Figure 2.1: System model of Action Research Process 

Source : Kraus, W. A, (2013). The Impact of Culture on Organization Development, ABAC OD/ 

Journal, Vol. 1, No. 1, 8-9 

This figure summarizes the steps and processes of organization as a system, organization 

development and change management. It is described as a process cycle of change. The cycle 

begins with planning. This stage includes steps of diagnosis, data gathering, feedback of results, 

and action planning. As systems theory, this is the input phase which is the process of problem 

diagnosis. Thus in this study, this phase will be used for diagnosing the current situation and 

issue of interview process. 

The second stage is the action, or transformation, phase. This stage includes actions 

relating to planning and implementing changes in the organization. The feedback at this stage 

would move via Feedback Loop A and would have the effect of altering previous planning to 

bring the ODI activities and tools into better alignment with change objectives. Following the 

ODI tools and activities which are interviewer training course, questioning guide and 

interviewee's tools, these action steps are carried out on the job as part of the transformation 

stage. It will be continuously used in the organization. 

The third stage is the output, or results, phase. It includes actual changes in behavior and 

process resulting from the second stage implementation. Data are again gathered from the 

respondents so that progress can be determined. Minor adjustments of this stage can improve the 
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ODI tools and activities of second stage via Feedback Loop B. Major adjustments and 

reevaluations would return the OD project to the first, or planning, stage for basic changes in the 

program. This figure also illustrates the aspects of Lewin's general model of change which is 

unfreezing, changing and refreezing. As planning stage is a period of unfreezing, or problem 

awareness. The action stage is a period of changing, that put new forms of behavior in an effort 

to understand and cope with the system's problems. The results stage is a period of refreezing, in 

which new behaviors are tried out on the job and, if successful and reinforcing, become a part of 

the system. (Writework, 2009) 

2.2 Basic overview of Recruitment, Selection and Development process 

Recruitment, selection and development process are important to ensure candidate's 

performance and organizational positive outcomes. It is often mentioned that selection of new 

hire is not only to replace employees or add to a workforce but aims to choose the right person 

who can perform at a highest level and have a commitment (Ballantyne, 2009). 

Pilbeam and Corbridge (2006) present an overview of potential positive and negative 

aspects of recruitment and selection process. The recruitment and selection process of new hire is 

fundamental of an organisation for getting it right. Inappropriate selection process can decrease 

organisational effectiveness, invalidate enhancement strategies, and can be the issues for 

managers who have to contact with unsuitable new hires. 
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Figure 2.2 : Model of Recruitment, Selection and Development process 

Source : Management (Robbins, Bergman, Stagg & Coulter,2006) 

Figure 2.2 demonstrates the overview of recruitment, selection and development process 

for new hire. There are three phases functioning for new hire. The first phase is started with 

human resources planning, recruitment and selection that they need to screen a pool of 

candidates, identify the qualified candidate and select the new hire who meet with the job 

requirement. After new hire selection, it will be the second phase that comprises of orientation 

and training. New hires need to be adapted to organizational culture and develop their skills and 

knowledge for work effectiveness. The last phase is performance appraisal, career development, 

compensation and benefit and satisfactory industrial relations which the organization has to 

evaluate, define and develop the new hire who is the high performing employee in order to 

sustain this high performance over the long term. If the organization can follow this full loop of 

recruitment, selection and development process, it will lead to new hire success. (Keeling and 

Kallaus, 1996) 

Under the time limitation, this study concentrated on the recruitment and selection 

process only in order to identify and choose the individual who has best performance from the 
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pool of qualified candidates. And these new hires can be further developed to be the high 

potential employee of the organization. 

2.2.1 Steps of Recruitment and Selection Process 

Figure 2.3 shows a flow chart describing the step-by-step recruiting and selection 

process. There are four major steps as below; 

1. Workforce Planning 

The Human Resources trigger for workforce planning as there is staff vacancy, 

annual planning cycle and change in environment. 

2. Preparing to Recruit 

HR requests for approval to fulfil the vacancy or create new position following 

the workforce planning. Then, HR updates position description, advertise the job and prepare 

search plan. 

3. Selection Process 

After job advertisement, HR will appoint chair of selection committee to access, 

shortlist and interview the candidates. Then the committee has to write the selection report and 

submit all related documents to HR services. 

4. Appointment 

After selection, HR will offer the salary and benefit to the selected candidate. If 

they have mutual agreement, they will make an appointment for signing the employment 

contract. 
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Figure 2.3 : Step of recruitment and selection process 

Source : http://www.hr.uwa.edu.au/policies/policies/selection 

(The University of Western Australia) 

2.3 Effectiveness of selection method 

Organizations with effective selection systems appear better able to identify and hire 

employees with the right skills and motivations to succeed in available positions as well as in the 
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organization. when the "right" employees are hired initially, they are more likely to be satisfied 

and remain with the company. Thus, by using a good selection system to hire qualified 

employees, organizations can reduce turnover, increase employee retention, and ultimately 

increase critical business outcomes. (Rioux and Bernthal, 1999) 

Better recruitment and selection strategies result in improved organizational outcomes. 

The more effectively organizations recruit and select candidates, the more likely they are to hire 

and retain satisfied employees. In addition, the effectiveness of an organization's selection 

system can influence bottom-line business outcomes, such as productivity and financial 

performance. Hence, investing in the development of a comprehensive and valid selection 

system is money well spent. (Rioux and Bernthal, 1999) 

An effective selection method is an important way that the interviewer be confident to 

make a decision for selecting as accurate, reliable and objective. The wrong decision becomes 

the financial costs to the organization. The cost of poor selection can be estimated around three 

times the official's annual salary. (Division of Human Resources, Unicef, 2014) 

An effective selection method is determined by how well it can predict an individual's 

future performance. There is a research that shows that the most effective interviews have to be 

able to gather information of candidate's past performance in order to predict the future 

performance. The characteristics of an effective selection method are high degree of structure, 

questions focused on job-related competencies and predetermined behavioral criteria to standard 

rating scale and evaluation. (Teoh, 2008) 

There is a research that shows that structured interviews have more than twice as 

effective as unstructured interviews at predicting a future performance of candidates. (Maureen, 

2005) 

The Five key recruiting metrics that a lot of companies pay attention to use for an 

effective staffing process are time to fill, cost per hire, quality per hire, source of hire and 

applicant satisfaction. Each company can select to apply some of these metrics for improving the 

recruitment and selection process. In addition, to track and improve these metrics, the 

organization needs to take action for three things which are alignment, standardization and 

training the recruiter. (Moon & Li, 2012) 
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2.4 Importance of Interview 

This study focused on the interview practice because it is the most popular tool used in 

the hiring process and the interview can be very helpful in providing the organization with 

information about a job candidate's skills and attitudes. (Brannick, 2010) 

Furthermore, research by the U.S. Merit Systems Protection Board indicates that 

Interviews are an excellent tool in the selection process to identify the best candidates. (Source : 

www.psc-cfp.gc.ca adapted from the U.S. Merit Systems Protection Board, Washington D.C.) 

Within total recruitment and selection process, the interview is the most important step 

because 95% of top global large organizations use interviews as a major part for candidate's 

assessment and the selection decisions are based on the interviews. Information from interview 

reveals about the candidate's experience and communication skills. The interview is one best 

selection method which plays a vital role for making decision at selection process. (Division of 

Human Resources, Unicef, 2014) 

The hiring process can be costly for a company, especially in terms of executives' time. 

Hiring the wrong person is an even more costly mistake, so it is worth planning ahead and 

putting best practices in place to make sure that the interview process is as effective as possible. 

(Winston, 2014) 

Conducting job interviews is an important part of a manager's duties. The interviewer 

wants to hire the right person, but identifying that person is difficult if the interviewer 

approaches the interview process without proper preparation. If the interviewer structures the 

interview process correctly and conducts the interviews uniformly, the interviewer will find the 

qualified candidates. (Metcalf, 1997) 

Hires work best when both parties are happy. The interviewer does not want a successful 

applicant to take the job, only to discover that the position is not what the new hire wanted or 

expected. Use the interview as an opportunity to give a full picture of the job and its 

responsibilities. Encourage questions from candidates that will give them more information, and 

also allow you to see how astute each is in assessing a situation. (Winston, 2014) 
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Therefore, if the organization applies an effective interview process, it will be useful for 

selecting the right candidate. The effective interview process is the first crucial step for new hire 

success. And these new hire success will drive the organization to reach its goal. 

2.5 Predictive Paradigm 

Job analysis 

Job specification 
Criteria development 

Recruitment 

Choosing Selection Method Predictive validity 

Selecting Job Candidates 

Utility studies 

Feedback 

Figure 2.4: Predictive Paradigm 

Source : Daniel Roque Gomes, Jose Gorn;;alves Neves, (2010) "Do applicants' prior experiences 

influence organizational attractiveness prediction?", Management Research: The Journal of the 

lberoamerican Academy of Management, Vol. 8 Iss: 3, pp.203 - 220 

For recruitment and selection process, choosing selection method influences predictive 

validity(Gomes and Neves, 2010). Thus, an appropriate selection method enables organization to 

predict in a right way. 
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2.6 Relation of Interview and Predictive Power 

Unstructured 
Interviews (i.e. 
maybe I'll get 

lucky) 

Situational 
Interview 

Structured 
Behavioral 
Interview 

j. . .. 

An unstructured interview involves a 
process whereby different questions may 

be asked of different applicants, at the 
interviewers' discretion (Arvey, Miller, 

Gould, & Burch, 1987). 

The interviewer describes to the candidate a 
)Ob-related scenario or situation and asks 
the candidate what he/she would do under 

the given circumstances. Interview 
responses are then scored using a scoring 

guide constructed by job experts. 

Interviewees are asked standardized questions 
regarding how they have handled past situations 

that were similar to circumstances they may 
encounter on the job (Motowidlo, Carter, 

Ounnette, Tippins, Werner, Burnett, & Vaughn, 
1992). Probing questions for additional details 
are also used. Responses are then scored using 

behaviorally anchored rating scales. 

• Unstructured interviews have lower 
predictive power than other types of 
interviews and other assessments. 

• Reliability is also a significant concern 
because the interview is not 
standardized leading to a wide range of 
possible results. 

• Other assessment alternatives have 
been proven to have higher prrdictive 
power. 

• Schmidt & Hunter (1998) found thr 
validity of structured interviews to be 
significantly better than for 
unstructured interviews. 

• Research indicates that other selection 
procedures may have higher validities in 
relation to ;ob performancr (Hunter& .. 
Hunter, 1984; Motowidlo et al., 1992). 

Figure 2.5 : Relation between interview type and predictive power 

Source : http://www.furstperson.com 

This figure demonstrates relation between interview type and predictive power. It shows 

that unstructured interview has lower predictive power than structured interview because 

questions are not standardized. Moreover, Schmidt and Hunter (1998) found that the validity of 

structured interview is significantly better than unstructured interview. 

2. 7 Unstructured Interview Practice 

Unstructured interviews, also called normal interview or traditional interview, have the 

most relaxed and flexible rules. In this type, interviwers need only a checklist of topics to be 

covered during the interview. There is no order and no script. The interaction between the 

interviewer and interviewee is more like a conversation than an interview. (Santiago, 2009) 

Unstructured interviews are no systematic analysis of job requirements, applicants are 

asked different questions in a disorganizaed manner, the questions are not always job-related, 
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answers are not scored in a systematic way and the interviewer does not formally prepare for the 

interview. (Personnel Psychology Centre and Assessment Oversight, 2014) 

Unstructured interviews are most often used in ethnographies and case studies. They are 

best used when interviewers want to find information as much as possible about their topic. The 

benefits are unstructured interviews often can reveal the information from interviewee more than 

using structured interview. The interviewer and interviewee are not limited by the guideline or 

protocol. Data collection using unstructured interviews will be larger than structured interview. 

(Santiago, 2009) 

2.8 Structured Interview Practice 

Of the surveyed organizations 97 percent use structured interview practice or behavior

based interviews when selecting employees. The respondent organizations of this study are the 

reputable companies such as AIA, General Motor, Pizza Hut, Colgate-Palmolive etc. (Rioux and 

Bernthal, 1999) 

Structured interview has interviewer related factors which are interviewer's training for 

using standard questions and rating scale, the same interviewer for all candidates and taking 

notes during the interview, were inconclusive. The factor of using a panel of interviewers does 

not contribute to validity, and may actually have a detrimental effect. (Huffcutt and Woehr, 

1999) 

Structured Interview is a systematic assessment method designed to measure job-related 

competencies of candidates. The candidates are asked about their behavior in the past 

experiences in order to predict their future performance. Structured Interviews ensure every 

candidate has equal chances to receive information and are evaluated accurately and consistently 

because every candidate is asked the same predetermined questions and evaluated using the same 

standard rating scale. This type of interview is popular because it is more personal than other 

assessment methods. (Assessment Oversight and the Personnel Psychology Centre, 2009) 

In journal of assessment oversight and the personnel psychology 2009, it is also 

demonstrated that the characteristics of structured interview are based on a thorough 
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understanding and articulation of job requirements, all candidates are asked the same questions 

in the same order, questions are job-related and competency-based, answers are scored in a 

systematic way and the interviewer is trained in how to conduct structured interviews. 

A research shows that structured interviews are twice as effective as unstructured 

interviews in predicting job performance. Unstructured interviews, where interviewers rely on 

unaided judgment, are subject to bias and may expose you to future complaints or challenges 

(Maureen, 2005). This study focused on comparison between unstructured and structured 

interview practice to understand how they works and how interview experience change after 

practicing structured interview. 

U.S. Merit Systems Protection Board 2003 demonstrates the comparison between 

unstructured interview and structured interview in various aspects as below; 

For development, the unstructured interview is very little, the factors evaluated by the 

interview board which questioning is spontaneous and not related to the job. On contrary, the 

structured interview normally plans for interview objectives and the role in appointment process. 

The interview questions are predetermined and linked to the job relevant criteria such as 

knowledge, skills, abilities, attitude, personalities etc. 

For admistration, the questions of the unstructured interview are different from one 

interview to the next for the same job which can little control and collect the information from 

candidates. It becomes extraneous information that can influence the direction of the interview. 

Moreover, the interviewer takes note as sketchy, disorganized or nonexistent. On the other hand, 

for the structured interview, each candidate will be asked the same questions which follow up 

questions can be controlled and collected appropriate information. The extraneous information is 

disregarded. Moreover, note-taking can be existed for candidate's details and information. 

For Evaluation, there is no system for the unstructured interview. It can be guided and 

bias for evaluating interview responses. But for the structured interview, it has pre-developed, 

behavioural basis for evaluating interview responses. 

The last aspect is interviewer training, for the unstructured interview has no formal 

training or instruction of interview process. For the structured interview, the interviewer will be 

provided with training and preparation of the effective interview process. 
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The website of Interview Skills Consulting company 2014 shows that structured 

interviews, also called competency-based interview or behavioral interview, are more systemic, 

each question targeted to specific skill or competency. Candidates are asked the questions based 

on their behavior in specific situations with concrete examples. The interviewers need to gather 

the information in depth about the candidate's skills and behavior. 
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Figure 2.6 : The Structured Interview Process 

Source: www.psc-cfp.gc.ca adapted from the U.S. Merit Systems Protection Board, Washington 

D.C. 

Figure 2.6 states a model structured interview process, there are three major steps which 

comprise of before the interview, during the interview and after the interview. 

Before the interview is the preparation process of interview. It starts from conducting a 

Job Analysis that interviewer needs to review the job description and selecting the critical 
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knowledge, skills and attitude before the position posting. Then, the interview needs to develop 

interview question which is good question related to job, focused on past behavior and open

ended. Moreover, rating scales for interviewee need to be developed to determine that 

interviewer evaluates candidates' responses appropriately. One last thing, interviewer needs to 

be trained about structured interview process which about knowledgeable of the job requirements 

and trained in effective questioning, documentation, evaluating answers, and applying the rating 

scales. During the interview, interviewer has to provide relaxing atmosphere and open rapport at 

beginning of the interview and also show respect to the candidate. Moreover, interviewer tries to 

use probes, open-ended questions and take notes until closing the interview that gives an 

opportunity to candidate for reflection and asking. 

After the interview, interviewer has to score the response within 15 minuites, verify 

information with application, do reference checks and make selection. (U.S. Merit Systems 

Protection Board, Washington D.C., 2010) 

2.9 Competency-Based Interview 

Figure 2.7: Competency Model 

(Source : http://internalconsistency.com/2012/11/15/how-to-use-a-competency-model) 
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Figure 2.7 shows how competencies are applied in various aspects which are recruitment 

and selection in order to structure the interview practice, learning and development to design 

appropriate training course, performance management to determine, evaluate and coach the 

employee. The last one is career development to promote and move within the company. 

(Internal Consistency, 2012) 

Competency-Based Interviews are the interviews that each question is designed to test 

specific skills. If the answer is matched with predetermined competencies or behavioral criteria, 

the score will be marked accordingly. (Interview Skills Consulting Company, 2014) 

This type of interviews are based on the ideas that past behavior is a predictor of future 

performance. Interview questions are designed to ask specific skill, competencies and 

characteristics which focused on job-related issues in the position. All candidates are asked the 

same questions in same order and the interviewer takes note for evaluating candidates. (United 

States Department of State Bureau of Human Resources, 2005) 

2.10 Behavioral -Based Interview 

Behavioral- based interview, in fact, is said to be fifty five percent predictive of future 

on-the-job performance, while traditional interviewing is only 10 percent predictive. It is also 

known as "competency-based interviews" or "targeted selection." which focuses on questions 

that delve into candidate's past behaviors. The candidates develop stories to illustrate that they 

have the necessary skills for the position and employer. (Career Service Center at University of 

Delaware, 2013) 

A new survey by human resource consulting firm Development Dimensions International 

and web-based recruiting resource Electronic Recruiting Exchange (ERE) reveals what keeps 

successful organizations on top. Job interviews in which candidates describe specific examples of 

their skills: The survey reported that 94% of the organizations already use this kind of interview, 

which a variety of studies have shown is the form of interviewing that most accurately predicts 

future performance. In fact, according to the DDI/ERE survey, such "behavior-based interviewing" 

is so successful that nearly 40% of the organizations in the study are planning to do even more in 

the future. ( Kennedy Information Inc, 2002) 
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A behavioral interview is the best tool you have to identify candidates who have the 

behavioral traits and characteristics you believe are essential for success in your open job. 

(Heathfield, 2012) 

2.11 STAR Method 

The ST AR method is a structured manner of responding to a competency-based interview 

question by discussing the specific situation, task, action, and result of the situation that are 

described. (Career service center at university of Delaware, 2013) 

Situation: Describe the situation or background that candidates were in. Provide the 

contexts. Where and When of the situation.The candidates must describe a specific event or 

situation, not a generalized description of what they have done in the past. Be sure to give 

enough details for the interviewer to understand. This situation can be from a previous job, from 

a volunteer experience, or any relevant event. 

Task: Elaborate the challenge and expectation. What need to be done? And why? 

Action: Detail the specific actions that candidates address the situation with an 

appropriate amount of detail. What did they do? How? What tools that they used? What specific 

steps did they take and what was their particular contribution? Be careful that they don't describe 

what the team or group did when talking about a project, but what they actually did. Use the 

word "I," not "we" when describing actions. 

Result: Explain the outcome of their actions and taking credit for their behavior. What 

happened? How did the event end? What did they accomplish? What did they learn? Make sure 

that answer contains multiple positive results. 

Ensure that candidates follow all parts of the STAR method. Be as specific as possible at 

all times, without rambling or including too much information. However, keep in mind that some 

examples that have a negative result such as "lost the game" can highlight the strengths in the 

face of adversity. 
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2.12 Job Analysis 

Job analysis is an essential process to identify the related functions and duties of the 

position and the qualifications needed to perform the job. It can also differentiate the 

characteristics of employees which perform excellent, average or below-average. (Dessler, 2002) 

Job description is an initial point of hiring process that helps to understanding job 

requirements which consist of job title, responsible to, responsible for, main purpose of job, job 

responsibilities and additional information about job (Alison Jago, 1997). 

Job description is more like a blue print of the job, as it gives information about duties 

and responsibilities of the job expected from employees. They further explained that Job 

description is a basic tool in hiring employees as it gives details about expertise, knowledge and 

individual's physical requirement and characteristics needed for that position. (Herman, 1994) 

2.13 Interview Material 

One interviewer will serve as the chairperson, responsible for logistical arrangements and 

administrative functions, prior to the interviews, all interviewers should have and review: 

Interviewer's Guide, forms with competencies, definitions, and questions, individual rating 

forms with example responses (U.S. Office of Personnel Management, 2010) 

2.14 Set of Interview Question 

Personnel Psychology Centre and Assessment Oversight, 2014 describes that there are 

three main types of questions which are behavioral questions, situational questions and 

knowledge questions. Behavioral questions the candidates to describe past experience or events. 

Situational questions are the way to ask candidates in order to know what they would do in a 

hypothetical situation. And knowledge questions ask the candidates to demonstrate knowledge or 

skill that related to the job and required to perform successfully. 

It is vital to prepare all the areas of questioning in advance. The interviewer can add more 

in, or go down a different route, depending on the information an interview turns up, but it does 
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ensure to cover all required information, and do not forget any important aspects. Tailor the 

questions to elicit responses that use concrete examples from the candidate's previous work 

history, such as, "Tell me about a time you .... " In general, these types of questions are more 

effective than hypothetical questions that allow a candidate to waffle without giving the 

substance. (Winston, 2014) 

2.15 Rating Scale for Interview 

For structured interview, the expected responses or answers will be assessed to be 

predetermined and applied consistently during the interview process. The interviewer uses rating 

scale to standardize the assessment process, maximize the consistency of evaluation across 

applicants and leads to valid assessment of qualifications, fair and equitable assessment for all 

applicants. The rating scale is based on competencies and behavioral indicator that the 

interviewer defines by job analysis. (Personnel Psychology Centre and Assessment Oversight, 

2014) 

The competencies and behavioral indicator define what each candidate needs to be 

successful and to contribute to company's vision, mission and values and whether he/she is 

matched with the job requirements or not. There are three key-points on performance rating scale 

which are under expectation, meet expectation and above expectation. This tool is used to 

demonstrate an image of candidates compared to interviewer's expectation. (Hecht, 2008) 

If the interviewer is interviewing several candidates, it can be difficult to compare them 

in a fair and effective way. Using a rating scale to check off how well they answered each 

question allows the interviewer to make a direct comparison. It also serves as a way to remind 

the memory after a long day of interviewing. Then, the interviewer defines the bottom-line 

required skills and competencies of a successful candidate. Using an unbiased rating scale also 

somewhat allows to balance out the first impression of a candidate, which is often based on 

appearance alone, and may be misleading. (Winston, 2014) 
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2.16 Evaluation Form 

Generally, interview evaluation is the process that assessed the candidates responses 

based on their qualifications or behaviours during the interview, evidence or what the candidate 

demonstrated and scope and depth of demonstrated behaviours. (Personnel Psychology Centre 

and Assessment Oversight, 2014) 

Interviewer will record notes for each candidate during the interview in to an evaluation 

form. It is required to use as a guide for making final decision. This sheet will be a summary of 

the interview process. After the interviews have been completed, all Interview Evaluation Forms 

must be returned to HR to correlate and retain for feedback. Only one candidate can be recorded 

on one sheet so interviewer should make sure having enough sheets to cover the number of 

candidates for interviewing. The administrator looking after the vacancy will have already put 

the essential and desirable characteristics on each sheet. Where a selection method is used in the 

process and interviewers are involved, feedback on the candidates performance must be detailed 

on the record sheet under the desirable criteria that has been identified before the interview. For 

each candidate interviewer should also consider if they are appointable or not appointable, what 

order the candidates come in and specific reasons for these decisions. Interviewers can use the 

evaluation form to summarise their opinion for each candidate after the interview. The final 

decision and all discussions will, however, only take place at the end of the day, after all 

interviews. (Personnel Psychology Centre and Assessment Oversight, 2014) 

2.17 Interviewer's skills Development 

An important skill of interviewer is questioning skill. The website of mindtools describes 

about questioning skills for interviewer that questioning skills are many types of questioning 

methods which are open or close questions, funnel questions, probing questions and leading 

questions. 

Closed question usually receives a single word or very short. The answer is "Yes" or 

"No". An open question asks about knowledge, opinion or feelings which have question words 

such as what, where, why, how etc. Open questions are good for developing an open 

conversation, finding out more details, finding out the other person's opinion, closed questions 
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are good for testing understanding and concluding a discussion. For funnel Questions, this type 

of question involves starting with general questions, and then scoping in on a point in each 

answer, and asking more details at each level. It's used by detectives taking a statement from a 

witness. These questions are good for finding out more details about a specific point. Asking 

probing questions is another strategy for finding out more details, giving an example and 

understanding a situation they have made. Sometimes, interviewers need additional information 

for clarifications so they need to use the 5 Whys method to ask in dept to the root of a problem 

or situation. Probing questions are good for gaining clarification to ensure that interviewer 

drawing information out of interviewee who are trying to avoid telling something. Leading 

questions try to lead the respondent to the way of thinking. They can do this in several ways with 

an assumption. Leading questions are good for getting the wanted answer but leaving the other 

person feeling that they have had a choice and closing a sale. 

2.18 Interview Experience Survey 

Measuring the recruiting process is important to confirm whether company is employing 

effectively or not. (Slezak, 2013) 

The researcher reviewed some surveys of interview process evaluation which have been 

used to measure the process in order to understand and adapt the questions to this study in terms 

of interview experience. 

The questions of recruiting process that have been used to measure the recruiting process 

are delivered to interviewer and interviewee. Sample of questions are how effective of the 

process at valuing the time, how effective of the process at explaining the job, overall, how 

satisfied with the process etc. (HR Leadership Council, 2011) 

A lot of sources such as The County of San Luis Obispo, sample questionnaire website 

suggested one sample question of recruiting survey is "How satisfied were you with the overall 

recruitment process?" (The County of San Luis Obispo, 2014) 

After completing an interview practice, it is critical to review and access the structured 

interview process to specify strengths and areas for improvement. It is important for future 

34 



assessments. By accessing the interview practice, the interviewer can ensure that it continues 

to fulfill the organization's requirements, thereby resulting in effective hiring decisions. 

Sample of questions for interview experience evaluation are; is the interview successful 

at predicting success on the job?, do the interview questions make useful job-related?, how are 

applicants performing on the interview? are different groups performing differently?, how do 

applicants perceive the interview (e.g. job relevance, fairness)?, how influential are the results 

of the interview in the final hiring decision?, are interviewers comfortable with the interview 

questions and process?, are interviewers applying the rating scales consistently?. Asking these 

questions and acting on the answers will help to ensure that the structured interview remains 

relevant and useful for the hiring process. (Assessment Oversight and the Personnel 

Psychology Centre, 2009) 

All candidates should be considered for the same amount of time. Consider the 

following in determining anticipated interview length: introductions and instructions, 

responses to each question, an informal discussion about the position and for the candidate to 

ask questions, evaluating each candidate, including individual and consensus ratings (U.S. 

Office of Personnel Management, 2010) 

2.19 Affinity Diagram 

The affinity diagram is a tool for organizing ideas and qualitative data. It is a kind of 

management and planning tool. It groups data into catagories. However, the affinity diagram was 

designed by Jiro Kawakita in 1960 and is sometimes called as the KJ Method. It is commonly 

used for project management to group large numbers of ideas from brainstorming or organize the 

answer from an interview, open-ended questions or other qualitative data for review and 

analysis. The process of affinity diagram has three steps which are recording each idea on cards 

or notes, look for ideas that seem to be related and sort cards into groups until all cards have been 

used. (Jiro, 1960) 
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2.20 Theretical Framework 

Interview Practice 

Interview Planning 
Job Analysis 

Interview Material 
Set of interview questions 
Rating Scale and Evaluation 

form 

Interviewer's Skill Development 
Interviewer's training 

Interview 
Experience 

•Experience of Interview 
Question 

•Experience of Interview 
flow 

•Experience of Interview 
time 

•Overall Interview 
Satisfaction 

Figure 2.8 Theoretical Framework 

The Theoretical framework comes from all related literatures which were reviewed. The 

researcher recognized that the major variables of interview practice are interview planning, 

interview material and interviewer's skill development. The interview planning refers to job 

analysis which interviewer needs to do before the interview. The interview material refers to set 

of interview questions that interviewer normally uses for every candidate. Moreover, interview 

material also refers to rating scale and evaluation form which are designed for making decision. 

One last thing is interviewer's training which is arranged for developing interview skill of 

interviewer. These variables lead to interview experience which are experience of interview 

question, experience of interview flow, experience of interview time and overall interview 

practice satisfaction. 
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2.21 Conceptual Framework 

Interview 
Planning 

Unstructured 
Interview 

Interview 
Material 

Interviewer's 
Skill 

Development 

Figure 2.9 Conceptual Framework 

This conceptual framework was designed based on the title of this study which is 

enhancing interview experience through structured interview practice and also based on the 

theretical framework which demonstrated the major variables of interview practice. Therefore, 

the researcher designed the step of intervention regarding the variables of interview practice. It 

started from the unstructured interview practice. Then, the researcher implemented the structured 

interview practice which developed interview planning, interview material and interviewer's 

skill in order to enhance the interview experience. Finally, it led to establish an effective 

employee selection. 
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2.22 Action Research Framework 
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Figure 2.10 Action Research Framework 

. 
The Action Research Framework from figure 2.10 was provided to comprehend overview 

of this study. 

For Pre ODI was shown current state of the organization which found that they use 

unstructured interview practice because they have a little planning of job analysis, no standard 

set of interview questions, rating scale and evaluate form and there is no interviewer's training or 

instruction to develop interview's skills. For their interview experience, they do not feel 

confident to analyze and evaluate skill, knowledge and attitude of each candidate because it is 

difficult to assess the candidate's answers if they are real or fake. The questions cannot reveal 

candidate's competencies deeply. They are able to interview within the specified time. For 

interview process flow, they feel that it is not totally smooth and there is some death air during 

the interview. There is moderate level of overall interview satisfaction. 

For ODI implementation, it was focused on establishing structured interview practice. 

The researcher started designing training course for interviewer with an HR expert and also 
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creating structured interview toolkit to improve and standardize interview material for the 

interviewer. Then, conducting the training course called Pro-Interview training course to 

describe what, why and how to use structured interview toolkit for their interview practice. 

Moreover, this training course trained some interview techniques to develop the interviewer's 

skills. After that the structured interview guide toolkit was delivered to the interviewer. 

For Post ODI was demonstrated desired state of the organization which they will use 

structured interview practice. They will have a careful planning of job analysis, prepare and use 

standard set of interview questions, rating scale and evaluate form consistently and there is 

interviewer's training or instruction to develop interview's skills. For there interview experience, 

they will feel more confident to analyze and evaluate skill, knowledge and attitude of each 

candidate. For interview process flow, they will feel that it is smoothly within amount of 

interview time. Questions can reveal candidate's competencies more. They are able to interview 

within the specified time. There is no death air during the interview and there is high level of 

interview satisfaction. 
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CHAPI'ER3 

Action Research Methodology 

This chapter provides the methodology used in this study. The first part of this chapter 

states the action research design which demonstrates overview process of this study. The latter 

part of this study includes sampling process, instruments, data collection techniques and 

procedure and data analysis through this study. 

3.1 Action Research Design 

State 

POST-OD! 

OD! 

PRE-OD I 

PRE-OD I 

Jun - Jul 

001 implementation based 
on conceptual framework 

-OOl!ools 
-001 activities 

Jul -Aug 

Figure 3.1 : Action Research Design 

Period 

Aug -Sep 

This state is the preparation process before intervention. It consists of general situations 

analysis, definition of current situations, SWOT and SOAR analysis, specify research objective, 

research question and hypotheses of this study, literature review regarding research topic and 

PRE-ODI diagnosis which include research design, sampling process, instruments, data 

collection techniques and procedure and data analysis. 
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ODI 

The state of organization development intervention is the implementation step. The 

researcher will initiate ODI tools and conduct ODI activities throughout based on the conceptual 

framework of this study to structured interview practice. It focused on establishing structured 

interview practice. The researcher started designing training course for interviewer with a HR 

expert and also creating structured interview toolkit to improve and standardize interview 

planning and interview material for the interviewer. Then, conducting the training course which 

called Pro-Interview training course to describe what are structured interview toolkit and how to 

use them for their interview practice. Moreover, this training course will train some interview 

techniques to develop the interviewer's skills. 

POST-ODI 

This is the evaluation process after ODI. The researcher will diagnose Post-OD! and 

compare the results between Pre-ODI and Post-OD! regarding the research objectives. 

3.2 The Sample or the Respondents 

The Respondents Pre-OD I Post-OD I 

HR Staffs 3 3 
Line Managers 4 4 
Current Staffs (Unstructured Interview) 5 0 
Candidates (Structured Interview) 0 5 
Total 12 12 

Table 3.1 : Table of the Respondents 
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Respondents for Interview 

Three HR staffs, four managers of Accounting Department, Administration Department, 

Business Development and Customer Development as interviewer. And the researcher will also 

interview ten interviewees which consist of five current staffs who were used unstructured 

interview practice and five candidates who will be used structured interview practice . They were 

interviewed in order to assess interview practice before ODI and after ODI. 

Respondents for Questionnaire survey 

Three HR staffs, four managers of Accounting Department, Administration Department, 

Business Development and Customer Development as interviewer. And the researcher will also 

interview ten interviewees which consist of five current staffs who were used unstructured 

interview practice and five candidates who are used for structured interview practice . They were 

distributed questionnaire in order to access the interview practice before ODI and after ODI. 

3.3 Instrumentation 

Interview Guide was developed by the researcher to conduct the interview of the 

respondents for identifying the interview practice of this organization. 

Questionnaire 

The researcher developed questionnaire in English and in Thai language on interview 

practice. The questions will be comprised of three parts: 

Part 1 : General information of the respondents 

Part 2 : Questionnaire survey related to interview practice 

Part 3 : Open-ended questions related to interview practice 

Reliability Test 

As shown in the table below, the researcher tested the reliability of the questionnaire. 
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No. of question 

01 
02 
03 
04 
05 
06 
07 
08 
09 
010 
011 
012 

Table 3.2 : Reliability Test 

c p s ase rocessmg ummary 
N % 

Cases Valid 7 100.0 
Excluded a 0 .0 
Total 7 100.0 

a. Listwise deletion based on all 
variables in the procedure. 

RI' bTt St ff eia 11;y a IS ICS 

Cronbach's 
Alpha Based 

on 
Cronbach's Standardized Nof 

Alpha Items Items 
.848 .870 12 

Scale Mean Scale Corrected 
if Item Variance if Item-Total 
Deleted Item Deleted Correlation 

42.714 17.238 .875 
42.857 19.810 .731 
43.000 22.000 .291 
42.714 21.238 .236 
43.571 20.619 .613 
44.286 23.238 -.042 
44.571 20.952 .533 
43.000 19.000 .607 
43.714 19.571 .785 
43.000 17.667 .625 
42.857 19.810 .731 
43.857 19.810 .731 

Cronbach's 
Alpha if Item 

Deleted 
.805 
.825 
.850 
.861 
.833 
.884 
.838 
.830 
.822 
.830 
.825 
.825 

Table 3.2 shows that the instruments has a reliability level of .848. The researcher 

delivered the questionnaire to twelve respondents who are the managers and have the interview 

experience. 
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3.4 Data Collection Techniques and Procedure 

PreODI 
1. lnterriew 
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- To assess rhe i11te1Tie11· 
proct'ss b~/ore ODJ in 
q11alitati1·e irtn-

·• 2. Questiomwlre survey to 
botlt of 

inte!'l'iewer amt intet'l'iewee 
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i11ten·ieH· process bejore 
OD! i11 quantitatiw \\'tff 

.J\:; J. Jntm·im 
001 Implementation '1/:ll llltei'l'iewer: HR and Line 

II J,Janagers 
Providing Structured Interview ~II lllten·iewee: ca11didates wllo 

Guide Toolkit lj ~ire us~dfor structured 

-To develop and standard the I" mterl'lew 
'.:.~.· - To assess the i11te1Til'H' interview material 

Conducting Pro-Interview 
Training Course 

-To explain what, why and hmv to 
use strnctmed interview practice 
- To elaborate structured interview 
guide toolkit in order to standard 
th.c inten·iew planning and 
interview material 
- To develop interviewer's skill 

process after ODI in 
qualitatil·eway 

- To compare rile result 
bet\\'ee11 b~/ore and c1/ier 
OD!. ., 

2. Q11estio1111aire sun·e:i· to 
both of interl'iewer and 
intel'l'iewee 
- To co11fir1111he fll[erriei" 

process qfier ODJ in 
qualitatil·e 1rnr 

- To compare rlie resulr 
beMeen blfore and q/ier 
OD!. 

Figure 3.2 : Data Collection Techniques and Procedure 

For Pre-ODI and Post-ODI use the same techniques and procedure for data collection so 

that they could be compared to see the results after ODI state. Three techniques are used in this 

study which comprise of; 

Interview 

The researcher interviewed HR staffs, managers and current staffs who were used 

unstructured interview practice to assess the interview practice before ODI and interview HR 

staffs, managers and candidates who are used structured interview practice to assess the 

interview practice after ODI in qualitative way. 

Survey 

The questionnaire survey was delivered to all respondents in order to assess the job 

interview practice before and after ODI in quantitative way. 
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3.5 Data Analysis 

3.5.1 Qualitative Data Analysis 

Raw Data from interviews and open-ended questions will be analyzed using affinity 

diagram. The affinity diagram was used for grouping the raw data into the catagories of each 

variable. 

3.5.2 Quantitative Data Analysis 

Data from questionnaire survey with a rating scale of 1-6 (strongly disagree to strongly 

agree) will be analyzed using Statistic tools which are Mean and Standard Deviation. 

Hypotheses will be tested to determine the initial impact of ODI using T-test. 

3.6 Action Research Plan 

Action Research Plan 
No. Action May June ! .Julv Auqust Seotember 

213 4 1 2 3 4 1 2 3 4 1 2 3 4 1 2 3!4 
L Proposal 

1. 1 Wr rt:rnq Proposal l ! 
1. 2 Subrnt and present proposal w~h advisor 
1.3 Revise proposa! after receNed feedback 
L 4 Present and sub mt the final proposal wrt:h committees 
1. S Review more lrt:eratures that related to the revised topic 
1. 6 Revise the conceptual framework and instruments 

.. 1.l Revise the instruments and review more lrt:eratures based on conceQtual framework \ 
1.8 Pre-Test the instruments .. __ -·-· _ ·-- _ --·- ---·~J..-

~~~-~~~~i~~~~~~I~~i~~~~~~~~~;;~~- ::=,==F ~:::= ===~=r~ :=-= === ::~= := ::~r=r~ 
2.3 Interview 3 HR staffs (1 HR assistant manaaer and 2 HR officers) ! 
2.4 Interview 1 Accountina Manaaer 
2.5 Interview 1 Admin:stration Manaqer 
2.6 Interview 1 Customer Develooment Manaaer 
2. 7 Interview 1 Business Develoornent Manaqer 
2.8 Interview 5 current staffs 1·1ho v1ere 1nterv1ewed before OD! 
2. 9 Data Analvsrs 

3. 001 
3 .1 I n~1ate structured 1nte1v1ew toolkit: : To morove and standardize the 1nterv1ew material 
3.2 Conduct Pro-Interview Tranino Course 

3. 2 .1 Job Analvs1s Workshoo : To tr an the 1nterv1ewer on how to do lob anaf;sis 

4.1 Launch and collect auestionnaire to 3 hr staffs and 4 lne rnanaQers 
4.2 Launch and collect auestionna1re to 5 current staffs who were 1nterv1ewed before OD! 
4.3 Interview 3 HR staffs (I HR assistant manaqer and 2 HR officers) 
4.'l Interview 1 Account1nq Manaqer 
4.5 Interv1e1·; 1 Adnmstrat1on Manaoer 
4.6 Interv1e1·; 1 Customer Develoornent Manaoer 
4.7 Interview 1 Busness Development Manaoer i 
4.8 Jnterv1e1·; 5 candidates 1·1ho were 1nterv1ewed after OD! 
4.8 Data Analvs1s 
4. 9 Wr~1nq and Ad1ust1na the report I 

5 Present the data 1·1~11 corrnnrt:tees 
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Chapter 4 

Presentation, Analysis and Interpretation of Data 

This chapter demonstrates the analysis and interpretation of data which were gathered 

from survey and interview of respondents. The data are shown relating to the research objectives, 

research questions and research hypotheses. 

The presentation of analysis and interpretation of data are classified into Pre-ODI and 

Post-ODI phases. Hypotheses are determined to see the initial impact of ODI using the statistic 

hypothesis test. 

4.1 Demographic Profile of the Respondents 

This study gathered data both of interviewer and interviewee therefore there are different 

demographic of respondents as below. 

4.1.1 The demographic profiles of the respondents who are interviewer are shown in the 

table 4.1 as below. 

Table 4.1 : The demographic profiles of respondents who are interviewers comprised of 

gender, age, work experience and department. 

Gender of Participants Frequency Percent 

Female 2 28.57 
Male 5 71.43 
Total 7 100.00 

Age of Participants Frequency Percent 

20-25 years old 2 28.57 
26-30 years old 1 14.29 
31-35 years old 0 0 
36 -40 years old 2 28.57 
More than 40 years old 2 28.57 
Total 7 100.00 
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Work Experience Frequency Percent 

0-6 months 1 14.29 
7 months - 1 year 0 0 
> 1 year < 3 years 1 14.29 
More than 3 years 5 71.43 
Total 7 100.00 

Department Frequency Percent 

Accounting 1 14.29 
Administration 4 57.13 
Customer Development 1 14.29 
Business Development 1 14.29 
Total 7 100.00 

Table 4.1 presents the demographic profiles of respondents who are interviewers related 

to gender, age, year of service and department. The total number of respondents who are 

interviewer were seven (7). There are three (3) HR staffs and four (4) line managers. Two of 

them were female or 28.57 percent and five of them were male or 71.43 percent. 

Two of them were in the age of 20 - 25 years old or 28.57 percent. There were two 

respondents in the age of 36 - 40 years old and two respondents were more than 40 years old. 

One of them was in the age of 26 - 30 years old or 14.29 percent. 

Five of them had year of service more than 3 years or 71.43 percent. One of them had 

year of service in the range of 0 - 6 months and one of them had more than 1 year but less than 3 

years. 

Most of them were in administration department which were 4 or 57.13 percent because 

three of them are in HR and HR is under administration department. The rest of them worked in 

accounting, customer development and business development department. 
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4.1.2 The demographic profiles of the respondents who are interviewee are shown in the 

table 4.1 as below. 

The researcher evaluated the interview experience of interviewee as well as interviewer. 

The interviewee for pre-ODI refers to current staffs who were interviewed before implementing 

ODI and interviewee for post-OD! refers to candidates who were interviewed after ODI. 

Table 4.2 : The demographic profiles of respondents who are interviewee comprised of 

gender, age, work experience and department. 

Gender of Frequency Percent Frequency Percent Total Total 

Participants (Current (Candidates) Frequency Percent 
Staffs) 

Female 2 40.00 1 20.00 3 30 
Male 3 60.00 4 80.00 7 70 
Total 5 100.00 5 100.00 10 100 

Age of Frequency Percent Frequency Percent Total Total 

Participants (Current Staffs) (Candidates) Frequency Percent 

20-25 years 3 60.00 4 80.00 7 70 
26-30 years 1 20.00 1 20.00 2 20 
31-35 years 1 20.00 0 0 1 10 
36 -40 years 0 0 0 0 0 0 
More than 0 0 0 0 0 0 
Total 5 100.00 5 100.00 10 100 

Work of Frequency Percent Frequency Percent Total Total 

Experience (Current Staffs) (Candidates) Frequency Percent 

0-6 months 1 20.00 2 40.00 3 30 
7 months-1 2 40.00 2 40.00 4 40 
> 1year<3 1 20.00 1 20.00 2 20 
More than 3 years 1 20.00 0 0 1 10 
Total 5 100.00 5 100.00 10 10 
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Department Frequency Percent Frequency Percent Total Total 

(Current Staffs) (Candidates) Frequency Percent 

Accounting 1 20.00 0 0 1 10 
Administrationon 1 20.00 0 0 1 10 
Customer Development 2 40.00 3 60.00 5 50 
Business Development 1 20.00 2 40.00 3 30 
Total 5 100.00 5 100.00 10 100 

Table 4.2 presents the demographic profiles of respondents who are interviewee related 

to gender, age, work experience and department that they applied for. The total number of 

respondents who are interviewer were ten (10). There are five (5) current staffs and five (5) 

candidates. Three of them were male or 30 percent and seven of them were male or 70 percent. 

Majority of them were in the age of 20 - 25 years old or 70 percent. There were two 

respondents in the age of 26 - 30 years old or 20 percent and one respondents in age of 31 - 35 

years old or 10 percent. 

Three of them had work experience in the range of 0 - 6 months or 30 percent. 40 percent 

or four of them had work experience in the range of 7 months - 1 year. Two of them had work 

experience more than seven months but not over one year. One of them had work experience 

more than one year but not over three year. 

Most of them applied for customer development department which were 5 or 50 percent. 

Three of them applied for business development department or 30 percent. The rest of them 

applied for accounting and administration department. 

4.2 Respondent's perception on interview planning, interview material, interviewer's skill 

development and interview practice in current situation (Pre-ODI) 

This phase demonstrates the data collection from survey and interview with all 

respondents. The researcher applied the statistic tools which are mean and standard deviation to 

analyze quantitative data from survey and applied affinity diagram to categorize the raw data 

from interview and open-ended questions and put them into the table in order to understand 

clearly. 
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Question 1 : What is the current situation of interview practice focusing on interview planning, 

interview material, interviewer's skills development and interview experience? 

4.2.1 Quantitative data analysis on interview planning, interview material, interviewer's 

skill development and interview experience (Pre-ODI) 

This part shows the analysis of the quantitative data from survey on interview 

planning,interview material, interviewer's skill development and interview experience. The 

researcher applied mean and standard deviation to analyze the raw data. An adjective description 

is used to indicate the data in accordance with the mean score. 

Table 4.3 : The adjective description for indicating the data 

Ad· ective Descri 
e 
0-1.00 

1.01- 2.00 
2.01-3.00 
3.01-4.00 
4.01-5.00 
5.01- 6.00 

Table 4.3 presents the adjective description to indicate the quantitative data in accordance 

with the mean. It can be interpreted that if the mean score falls into any range of this table, the 

adjective description is indicated to that mean score level. 
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Table 4.4 : Overall respondent's perception on interview planning, interview material, 

interviewer's skill development and interview experience in current situation (Pre-ODI) 

Variables Mean Std. Adjective 
Deviation Description 

Interview Planning 4.50 .58 Agree 

Interview Material 3.89 .45 Slightly Agree 

Interviewer's Skill Development 3.50 .58 Slightly Agree 

Interview Experience (Interviewer) 3.93 .57 Slightly Agree 

Average of Mean and SD for Interviewer 3.94 .40 Slightly Agree 

Interview Experience (Interviewee) 4.60 .58 Agree 

Average of Mean and SD for Interviewee 4.60 .58 Agree 

According to the research question number one that focused on the current situation of 

interview planning, interview material, interviewer's skill development and interview 

experience, the table 4.4 demonstrates the statistic description to specify the respondent's 

perception level based on rating six points scale. 

Table 4.4 demonstrates the mean and standard deviation of interview planning, interview 

material, interviewer's skill development and interview experience. The result presents that the 

respondent's perception on interview planning is in the description of agree level. The mean and 

standard deviation are 4.50 and 0.58, respectively. For interview material, the result shows that 

the respondent perceive on interview material is in the level of slightly agree which mean and 

standard deviation are 3.89 and 0.45 respectively. For interviewer's skill development, the result 

shows that it falls into the level of slightly agree which mean and standard deviation are 3.50 and 

0.58, respectively. Furthermore, for interview experience, the researcher delivered the 

questionnaire both of interviewer and interview to assess from their lenses. The result shows that 

the interview experience of interviewer is in the level of slightly agree. The mean and standard 

deviation are 3.93 and 0.57, respectively. 

Overall, the mean and standard deviation of interviewer's perception on interview 

planning, interview material, interviewer's skill development and interview experience are 3.94 
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and 0.40 respectively. The mean falls into the level of slightly agree. On the other hand, the 

perception of interviewee on interview experience is in the level agree which mean and standard 

deviation are 4.60 and 0.58 respectively. The mean falls into the level of agree accordingly. 

4.2.1.1 Respondent's perception on interview planning in current situation (Pre-ODI) 

Table 4.5: Overall respondent's perception on interview planning (Pre-ODI) 

Interview Std. Adjective 
Subject Mean 

Planning Deviation Description 

Job Analysis I analyze job requirement and define the 4.57 .79 Agree 
candidate's qualification before interview. 

Job Analysis I define the candidate's skill, knowledge and 4.43 .53 Agree 
attitude for this position before interview. 

Interview Plannim? (Pre-ODI) 4.50 .58 Ae;ree 
Table 4.5 presents the mean and standard deviafam of interview planning which has 

subvarible of job analysis. The result shows that the average mean is 4.50 and standard deviation 

is 0.58. The adjective description is agree. It indicates that the interviewer has job analysis before 

interview practice. 

4.2.1.2 Respondent's perception on interview material in current situation (Pre-ODI) 

Table 4.6: Overall respondent's perception on interview material (Pre-ODI) 

Intervew Std. Adjective 
Subject Mean 

Material Deviation Description 

Set of I prepare a list of questions before 4.29 .49 Agree 
Interview interview. 
Question 
Set of I use the same set of questions for every 4.57 .79 Agree 
Interview candidate. 
Question 
Rating scale I use standard rating scale to evaluate each 3.71 .49 Slightly Agree 
and Evaluation candidate consistently. 
Form 
Rating scale I use standard evaluation form to help me 3.00 .82 Slightly Disagree 
and Evaluation for making decision. 
Form 

Interview Material (Pre-ODI) 3.89 .45 Slightly Agree 
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Table 4.6 presents the mean and standard deviation of interview material which has 

subvaribles of set of interview question and rating scale and evaluation form. The result shows 

that the average mean is 3.89 and standard deviation is 0.45. The adjective description is slightly 

agree. It indicates that the interviewer has some set of interview questions and standard rating 

scale and evaluation form for their interview practice. Especially in the question of standard 

evaluation form, the result shows that mean and standard deviation are 3.00 and 0.82, 

respectively. The adjective description is slightly disagree. It is interpreted that they have 

negative level in terms of the evaluation form. 

4.2.1.3 Respondent's perception on interviewer's skill development in current situation 

(Pre-OD I) 

Table 4.7: Overall respondent's perception on interviewer's skill development (Pre-ODI) 

Interviewer's Skill Std. Adjective 
Subject Mean 

Development Deviation Description 

Interviewer's I am trained to develop my interviewer 2.71 .49 Slightly 
Training skill. Disagree 
Interviewer's I practice to ask questions as 4.29 .76 Agree 
Training orofessionallv. 

Interviewer's Skill Development (Pre-ODI) 3.50 .58 Slightly Agree 

Table 4.7 presents the mean and standard deviation of interviewer's skill development 

which has subvarible of interviewer's training. The result shows that the average mean is 3.50 

and standard deviation is 0.58. The adjective description is slightly agree. It indicates that the 

interviewer has some of interview training to develop their interview skill. Especially, in the 

question of interviewer's training, the result shows that mean and standard deviation are 2.71 and 

0.49 respectively. The adjective description is slightly disagree. It is interpreted that they have 

negative degree in terms of the interviewer's training. 
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4.2.1.4 Respondent's perception on interview experience in current situation (Pre-ODI) 

Table 4.8: Overall respondent's perception on interview experience (From Interviewer) 

Interview Std. Adjective 
Subject Mean 

Experience Deviation Description 

Experience of Ivfv questions can reveal each candidate's "\ '\'"? 
.) ·- > .53 Slightlv Agree 

Interview skill, knowledge and attitude that related to 
Question iob. 

Experience of I feel comfortable with the current 4 . .29 .95 Acrree ,., 
Interview flow interview process. It \vorks smoothly. 
Experience of I interview \\'ithin the specified amount of 4.43 " ' ·- -' Agree 
Interview time inte0·iew time. 

Intervie\v OYeralL I am satisfied with this inte0ie\\' 3.43 .53 Slightly Agree 
Satisfaction practice. 

Interview Experience of Intervie;ver (Pre-OD I) 3.93 .57 Slightly Agree 

Table 4.8 presents the mean and standard deviation of interview experience of 

interviewer. The subvaribles are experience of interview question, experience of interview flow, 

experience of interview time and overall interview satisfaction. The result shows that the average 

mean and standard deviation of interview experience of interviewer are 3.93 and 0.57, 

respectively. The adjective description is slightly agree. As can be seen in this table, it indicates 

that the interviewer has level of experience of interview question and overall interview practice 

satisfaction less than experience of interview flow and interview time. 

Table 4.9: Overall respondent's perception on interview experience (From Interviewees or 

current staffs) 

Interview Std. Adjective 
Subject lvfean 

Experience Deviation Description 

Experience of The questioning helps me to reveal mv 4 . .20 .45 Agree 
Interview skilL knowledge and attitude that related to 
Question thejob. 

Experience of I feel comfortable with theinterview 5.00 . 71 Agree 
Interview flow process. It works smoothlv. 
Experience of The interview is controlled within the 4.80 .84 Agree 
Interview time specified amount of intervie\v tune. 

Interview Overall. I am satisfied \vith the interview 4.40 '' Agree . _,_, 

Satisfaction practice of this companv. 
Interview Experience of InterYiewee (Pre-OD I) 4.60 .58 Agree 

Table 4.9 presents the mean and standard deviation of interview experience of 

interviewee or current staffs who were interviewed before ODI . The subvaribles are experience 

of interview question, experience of interview flow, experience of interview time and overall 
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interview satisfaction. The result shows that the average mean and standard deviation of 

interview experience of interviewee are 4.60 and 0.58, respectively. The adjective description is 

agree. In this table, it indicates that the interviewee has high level of of interview experience. 

4.2.2 Qualitative data analysis of interview planning, interview material, interviewer's skill 

development and interview experience (Pre-ODI) 

This part demonstrates the qualitative data analysis which were gathered from interview 

and open-end questions of the respondents on interview planning, interview material, 

interviewer's skill development and interview experience before ODI. The researcher applied the 

affinity diagram as a tool to categorize the raw data and put them into a table for clear 

understanding. 

4.2.2.1 Result of Interview and Open-Ended Question based on Affinity Diagram (Pre

ODI) 

The result of qualitative data was gathered from interview and open-ended question of 

twelve (12) respondents who were three (3) HR staffs, four (4) line managers from accounting 

department, administration, customer development and business development and (5) five 

current staffs of these four departments who were interviewed before ODI. These data was 

categorized based on the afftinity diagram to analyze the data. There were three steps of the 

affinity diagram. Firstly, the researcher listed all raw data from the interview and open-ended 

questions from the respondents. Then, the data was grouped into the same catagories based on 

each variable. Lastly, the researcher summarized the data of each group. 
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Figure 4.1: Result of Interview and Open-Ended Questions based on Affinity Diagram (Pre

ODI) 

Figure 4.1 shows the result of qualitative data from interview and open-ended questions 

from both of interviewer and interviewee. For seven (7) respondents who are interviewers, the 

respondents were asked about their current interview practice focusing on interview planning, 

interview material, interviewer's skill development and interview experience. 

For interview planning which focused on job analysis, all of seven (7) respondents who 

are interviewers informed that before interview, they defined only skills and knowledge that 

were related to job description such as education background, work experience, computer skills. 

The result shows that they did not identify any attitude or personal attribute that were related to 

the job position, so it can lead to misfit candidates in terms of attitude for the job position. 
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For interview material which focused on set of interview questions, rating scale and 

evaluation form, the researcher found that two (2) of respondents who are interviewers always 

prepared the list of interview questions for the interview. There are five (5) of them who never 

prepared the list of interview questions but they asked questions in accordance with the 

candidate's resume. All of respondents who are interviewers asked using various sets of 

questions depending on each candidate. The questions were not focused on competencies that 

related to job description. They used situation-based question for interview. The example of 

questions that they normally used were; what is your strong point and weak point?, if you face 

with a difficult customer, how will you handle?, why do you apply for this position? etc. 

Furthermore, they asked about general information of candidate such as family, hobby, life style 

etc. Additionally, for rating scale and evaluation form, all of respondents who are interviewers 

informed that they do not have standard rating scale and evaluation form to access the 

candidates. They used their own perceptions and own senses for evaluation. One respondent 

informed that she had to call to one of senior manager for helping her selection. The result shows 

that they normally used general questions and situation-based question to ask without any 

standard rating scale and evaluation form so it can be the problem that they cannot reveal clearly 

about candidate's competencies and lead to wrong decision making. 

For interviewer's skill development focused on interview's training, the result shows that 

seven (7) of respondents who are interviewers informed that there is no training course for 

developing interview skills and they never attend any course regarding interview skill before. 

For interview experience, the researcher gathered data (12) twelve respondents both of 

interviewer and interviewee to understand various lenses. This variable was focused on 

experience of interview question, experience of interview flow, experience of interview time and 

overall interview satisfaction. The result shows that seven (7) of respondents who are interviewer 

feel difficult to assess the candidate's answers if they are real or fake, their questions cannot 

reveal candidate's competencies deeply, sometimes there is death air during interview because 

they cannot recall the questions. However, for interview time, all of them informed that they 

were able to interview within the specified amount of interview time at one hour per each 

candidate. Then, the researcher asked them for rating the overall of their current interview 

practice satisfaction which are low, moderate and high, they rated at moderate level. 
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Furthermore, the researcher also interviewed five (5) of respondents who are interviewee 

or current staffs that were interviewed before ODI. The questions focused on interview 

experience only in terms of experience of interview question, experience of interview flow, 

experience of interview time and overall interview practice satisfaction. The result shows that 

these five interviewees thought that the questions can reveal their skill and knowledge during 

interview, there is no question to show personal attribute, interview process flows smoothly 

within specified time and they rated at high level of overall interview practice satisfaction. 

According to the unstructured interview definition refers to there is a little interview 

planning or job analysis, use unstandardized interview material and there is no interviewer's skill 

development. The data analysis both of quantitative and qualitative presents that the current 

interview practice or Pre-ODI of the respondents have unstructured interview because they had 

job analysis based on skill and knowledge only, they used unstandardized interview material 

both of set of interview questions and ratinging scale and evaluation form and they do not have 

any interviewer's training coure. 

4.3 Organization Development Intervention (ODI) 

For this part, the researcher demonstrates the ODI tool and activities and also answer the 

research question number two. 

Question 2 : What are the appropriate ODI that must be implemented to establish structured 

interview practice focusing on interview planning, interview material and interviewer's skills 

development? 
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4.3.1 Structured Interview Guide Toolkit 

Objective : To develop and standardize the interview planning and the interview material for 

interviewer based on structured interview practice 

Participants: 3 HR staffs 

4 Line Managers from accounting, administration, customer development and 

business development department 

1 Research and Development Manager 

4 Sales Supervisors (Bangkok and Upcountry Territory) 

The researcher initiated and delivered the structured interview guide toolkit for the 

participants who attended the Pro Interview Training Course. It consisted of the Pro Interview 

Training Course Handouts and samples of 20 popular competencies in competency form, Job 

Analysis Form, Competency Form which had competency definition, key behavior, and sample 

of ST-A-R questions. In addition, it also comprised of Evaluation Form or Interview Form within 

this toolkit. 

This toolkit was used as the interview guide for the interviewer to prepare and 

standardize their interview practice for the structured interview. 
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4.3.2 Pro-Interview Training Course 

Objective : To explain what, why and how to use structured interview practice, to elaborate 

structured interview guide toolkit and recommend some interview tips and techniques 

Participants 

Date 

Agenda 

13.00-14.00 

14.00 -16.00 

16.00-17.00 

3 HR staffs 

4 Line Managers from accounting, administration, customer development and 

business development department 

1 Research and Development Manager 

4 Sales Supervisors (Bangkok and Upcountry Territory) 

August 11, 2014 Time 13.00-17.00 

Partl: Introduction 

- Challenge of current hiring process 

- Relationship of the Interview to the Total Hiring Process 

- Importance of Structured Interview Practice 

Part 2: Structured Interview Guide Toolkit Workshop 

- Job Analysis Form Guide 

- Competency Form Guide 

- ST-A-R Method 

- Rating Scale and Evaluating Form Guide 

Part 3: Interview Practice Exercise 

- Probing Technique 

- ST-A-R Role Play 

- Reflection 
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4.3.2.1 Part 1 : Introduction 

The trainer is a HR manager from a high reputation manufacturing company in Thailand. 

He has worked and experienced in recruitment and selection department at head office for more 

than eight years. His current company uses structured interview practice. The researcher asked 

him for training the Pro Interview Training Course with structured interview practice and also 

sharing his experience of structured interview practice in actual. 

This course was held on August 11, 2014 from 13.00 to 17.00 at the company's meeting 

room. The trainer started training with challenge of current hiring process, relationship of the 

Interview to the Total Hiring Process and importance of Structured Interview Practice to let the 

participants understand why they need to be trained and applied the structured interview practice 

or competency-based interview practice. 
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4.3.2.2 Structured Interview Guide Toolkit Workshop 

After introduction part, the trainer presented the structured interview guide toolkit to the 

participants and elaborate on each form. He started explaining about competency definition 

which consists of knowledge, skill and attitude or personal attribute based on Iceberg Model. 

Then, he elaborated about Job analysis form and let the participants define one of their vacant 

job position, job description and related knowledge, skill and attitude or personal attribute based 
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on job analysis form. The participants explored the job description and created job-related 

knowledge, skill and attitude in the specified position. Then, the trainer let the participants 

divide into two groups and encouraged them to share their job analysis among the group and 

commented each other. 

After completing the job analysis form, the trainer explained about the competency form 

to the participants. He demonstrates 20 samples of popular competencies that were defined based 

on competency form. Then, the trainer encouraged the participants to create competency form in 

accordance with the job analysis form. The competency form comprises of competency's 

definition, key behavior and ST-A-R sample question. Finally, the trainer let them divide into 

groups again to share their details in competency form and comment on each other. 

4.3.2.3 ST-A-R Role Play 

After completing the competency form, the trainer showed the evaluation form to help 

the interviewer to take note, summarize overall interview, rate scale based on key behavior and 

make decision. Then, the trainer encouraged the participants to divided into three groups to do 

role play. Each group had four members who were assigned in different roles as interviewer, 

interviewee and two observers. The person who played as interviewer role had to select only two 

core competencies from the competency form, practice the interview by using ST-A-R questions, 
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probing techniques, SW, lH and rating scale based on competency form and rate scale by using 

evaluation form. The person who played as interviewee role needed to pretend as a candidate in 

that specified position. The other two participants played role as the observer. After finishing 

each interview, they needed to switch the role until all group members played as the interviewer. 

At the end of the course was reflection session. The trainer let all participants share their opinion 

about this course. 

The researcher as facilitator of this course observed that all participants understood 

clearly about the structured interview guide toolkit. Because after each workshop, they shared 

their results with the group and other members clarified and commented each other to complete 

each individual form. Especially for the senior managers, they can share their comments and 

linked to sample of real case during the class, it helped other participants to understand easily. 

For the reflection session, the middle manager and junior manager who attended this course 

presented that they appreciated this course because they just had a few experiences of interview. 

Sometimes they cannot analyze the answer of candidate and do not feel confident to evaluate and 

select the candidate. They needed to call and ask other managers to help for evaluation. From 

this course, they know that the preparation with structured material is the key important thing. 

They can apply these toolkit for every candidate. Moreover, this course helped them to practice 

and understand how to ask questions and go deeper. Before this course, they prepared the 

interview questions but during the interview there was some death air because they do not know 

the techniques of how to ask and go deeper. After this course, they have the guide questions and 

will use SW and lH to gather more information. 

4.3.3 Intervention Limitation 

The final approved data from job analysis and competency form of the company are kept 

confidential which are gathered and completed all forms by HR team. They cannot reveal and 

give all completed forms to the researcher because of the company's policy. However, to make 

sure that the participants understand all forms clearly the researcher and the trainer facilitated 

them within the class, observed the draft version during the workshop and also observed their 

reflection after workshop. In addition, the company cannot allow the researcher to attend during 

the real interview time thus the researcher cannot observe their actual interview practice in 

actual. However, the researcher can observe their interview practice from the role play and 
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collect the result after intervention with both of interviewer and interviewee by survey and 

interview after their interview practice. 

Furthermore, because of time constraint, the researcher can plan and go to collect the 

data from candidates only one day which HR cannot make an appointment with the candidates of 

all four departments. On that day, there were candidates who were interviewed in customer 

development and business development department only. However, the data collection of 

interviewee can be collected as expected which is five respondents. 

4.4 Respondent's perception on interview planning, interview material, interviewer's skill 

development and interview experience (Post-ODI) 

This phase demonstrates the data collection from survey and interview with all 

respondents. The researcher applied the statistic tools which are mean and standard deviation to 

analyze quantitative data from survey and applied affinity diagram to categorize the raw data 

from interview and open-ended questions and put them into the table in order to understand 

clearly. 

Question 3 : What are the initial impacts of ODI on interview practice focusing on interview 

planning, interview material, interviewer's skills development and interview experience? 

4.4.1 Quantitative data analysis on interview planning, interview material, interviewer's 

skill development and interview experience (Post-ODI) 

This part shows the analysis of the quantitative data from survey on interview 

planning,interview material, interviewer's skill development and interview experience after 

implementing ODI. The researcher applied mean and standard deviation to analyze the raw data. 

An adjective description is used to indicate the data in accordance with the mean score. 
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Table 4.10 : Overall respondent's perception on interview planning, interview material, 

interviewer's skill development and interview experience after implementing ODI (Post-ODI) 

Std. Adjective 
Variables Mean 

Deviation Description 

Interview Planning 4.93 .35 Agree 

Interview Material 4.68 .47 Agree 

Interviewer's Skill Development 4.43 .45 Agree 

Interview Experience (Interviewer) 4.82 .53 Agree 

Average of Mean and SD for Interviewer 4.73 .40 Agree 

Interview Experience (Interviewee) 5.00 .61 Agree 

Average of Mean and SD for Interviewee 5.00 .61 Agree 

According to the research question number three that focuses on the initial impact of ODI 

on interview planning, interview material, interviewer's skill development and interview 

experience, the table 4.10 demonstrates the statistic description to specify the respondent's 

perception level based on rating six points scale after implementing ODI. 

Table 4.10 demonstrates the mean and standard deviation of interview planning, 

interview material, interviewer's skill development and interview experience after implementing 

ODI. The result presents that the respondent's perception on interview planning is in the 

description of agree level. The mean and standard deviation are 4.93 and 0.35, respectively. For 

interview material, the result shows that the respondent perceive on interview material is in the 

level of agree which mean and standard deviation are 4.68 and 0.47, respectively. For 

interviewer's skill development, the result shows that it falls into the level of agree which mean 

and standard deviation are 4.43 and 0.45, respectively. Furthermore, for interview experience, 

the researcher delivered the questionnaire both of interviewer and interview to assess from their 

lenses. The result shows that the interview experience of interviewer is in the level of agree. The 

mean and standard deviation are 4.82 and 0.53, respectively. 

Overall, the mean and standard deviation of interviewer's perception on interview 

planning, interview material, interviewer's skill development and interview experience after 

implementing ODI are 4.73 and 0.40, respectively. The mean falls into the level of slightly agree. 
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On the other hand, the perception of interviewee on interview experience is in the level agree 

which mean and standard deviation are 5.00 and 0.61, respectively. The mean falls into the level 

of agree accordingly. 

To clearly understand on the current interview practice after implementing ODI, the 

researcher categorized the statistic data based on the study which are interview planning, 

interview material, interviewer's skill development and interview experience. 

4.4.1.1 Respondent's perception on interview planning after implementing ODI (Post-ODI) 

Table 4.11 : Overall respondent's perception on interview planning (Post-OD!) 

Interview Std. Adjective 
Subject Mean 

Planning Deviation Description 

Job Analysis I analyze job requirement and define the 5.00 .58 Agree 
candidate's qualification before interview. 

Job Analysis I define the candidate's skill, knowledge and 4.86 .38 Agree 
attitude for this position before interview. 

Interview Plannin2 (Post-ODI) 4.93 .35 Ai?ree 

Table 4.11 presents the mean and standard deviation of interview planning which has 

subvarible of job analysis. The result shows that the average mean is 4.93 and standard deviation 

is 0.35. The adjective description is agree. It implied that the interviewer has job analysis in 

order to define candidate's skill, knowledge and attitude related to the job description before 

interview practice. 
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4.4.1.2 Respondent's perception on interview material after implementing ODI (Post-ODI) 

Table 4.12: Overall respondent's perception on interview material (Post-OD!) 

Interview Std. Adjective 
Subject Mean 

Material Deviation Description 

Set of I prepare a list of questions before 4.57 .79 
Interview interview. 
Question 
Set of I use the same set of questions for every 4.71 .49 
Interview candidate. 
Question 
Rating scale I use standard rating scale to evaluate each 4.57 .79 
and Evaluation candidate consistently. 
Form 
Rating scale I use standard evaluation form to help me 4.86 .69 
and Evaluation for making decision. 
Form 

Interview Material (Post-ODI) 4.68 .47 

Table 4.12 presents the mean and standard deviation of interview material which has 

subvaribles of set of interview question and rating scale and evaluation form. The result shows 

that the average mean is 4.68 and standard deviation is 0.47. The adjective description is agree. It 

implied that after implementing ODI, the interviewers use set of interview questions, standard 

rating scale and standard evaluation form for interview practice. 
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4.4.1.3 Respondent's perception on interviewer's skill development after implementing 

ODI (Post-ODI) 

Table 4.13 : Overall respondent's perception on interviewer's skill development (Post-ODI) 

Interviewer's Skill Std. Adjective 
Subject Mean 

Development Deviation Description 

Interviewer's I am trained to develop my interviewer 4.43 .53 Agree 
Training skill. 
Interviewer's I practice to ask questions as 4.43 .53 Agree 
Training professionally. 

Interviewer's Skill Development (Post-ODI) 4.43 .45 Agree 

Table 4.13 presents the mean and standard deviation of interviewer's skill development 

which has subvarible of interviewer's training. The result shows that the average mean is 4.43 

and standard deviation is 0.45. The adjective description is agree. It implied that after 

implementing ODI, they have the interviewer's training for interviewer's skill development. 

4.4.1.4 Respondent's perception on interview experience after implementing ODI (Post

ODI) 

Interview Std. Adjective 
Subject Mean 

Experience Deviation Description 

Experience of My questions can reveal each candidate's 4.57 .53 Agree 
Interview skill, knowledge and attitude that related to 
Question iob. 

Experience of I feel comfortable with the current 5.00 .82 Agree 
Interview flow interview process. It works smoothly. 
Experience of I interview within the specified amount of 5.00 .58 Agree 
Interview time interview time. 

Interview Overall, I am satisfied with this interview 4.71 .76 Agree 
Satisfaction practice. 

Interview Experience of Interviewer (Post-ODI) 4.82 .53 Agree 
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Table 4.14 : Overall respondent's perception on interview experience from Interviewer (Post-

ODI) 

Table 4.14 presents the mean and standard deviation of interview experience of 

interviewer. The subvaribles are experience of interview question, experience of interview flow, 

experience of interview time and overall interview satisfaction. The result shows that the average 

mean and standard deviation of interview experience of interviewer are 4.82 and 0.53 

respectively. The adjective description is agree. As shown in this table, it implied that after 

implementing ODI, they feel good abouth the interview experience after implementing ODI in 

terms of interview questions, interview flow, interview time and overall interview practice 

satisfaction. 

Table 4.15 : Overall respondent's perception on interview experience from Interviewees or 

candidates (Post-ODI) 

Interview Std. Adjective 
Subject Mean 

Experience Deviation Description 

Experience of The questionin.g helps me to reveal my 4.60 .55 Agree 
Intervie\\' skilL knowledge and attitude that related to 
Question thejob. 

Experience of I feel comfortable with the interview 5.00 1.00 . Agree 
Interdew flow process. It works smoothly. 
Experience of The interview is controlled ·within the 5.40 .55 Stronglv 
Interview time specified amount of interview time. Agree 

Interview Overall. I am satisfied with the interview 5.00 .71 A<Jree 
oractice of this comoanv. 

n 

Satisfaction 
Interview Experience of Interdewee (Post-OD I) 5.00 .61 Agree 

Table 4.15 presents the mean and standard deviation of interview experience of 

interviewee or candidates who were interviewed after ODI . The subvaribles are experience of 

interview question, experience of interview flow, experience of interview time and overall 

interview satisfaction. The result shows that the average mean and standard deviation of 

interview experience of interviewee are 5.00 and 0.61, respectively. The adjective description is 

agree. As shown in this table, it implied that after implementing ODI , they have good 

experience for interview questions, interview flow, interview time and overall interview practice 

satisfaction. 

70 

lib01
Rectangle



4.4.2 Qualitative data analysis of interview planning, interview material, interviewer's skill 

development and interview experience (Post-ODI) 

This part demonstrates the qualitative data analysis which were gathered from interview 

and open-ended questions of the respondents on interview planning, interview material, 

interviewer's skill development and interview experience after implementing ODI. The 

researcher applied the affinity diagram as a tool to categorize the raw data and put them into a 

table for clearly understanding. 

4.4.2.1 Result of Interview and Open-Ended Question based on Affinity Diagram (Post

ODI) 

The result of qualitative data was were gathered from interview and open-ended question 

of twelve (12) respondents who were three (3) HR staffs, four (4) line managers from accounting 

department, administration, customer development and business development and (5) five 

current staffs of these four departments who were interviewed after implementing ODI. These 

data was categorized based on the afftinity diagram to analyze the data. 
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Figure 4.2: Result of Interview and Open-Ended Questions based on Affinity Diagram (Post

ODI) 

Figure 4.2 shows the result of qualitative data from interview and open-ended questions 

from both of interviewer and interviewee. For seven (7) respondents who are interviewers, the 

respondents were asked about their interview practice focusing on interview planning, interview 

material, interviewer's skill development and interview experience. 

For interview planning which focused on job analysis, all of seven (7) respondents who 

are interviewers informed that before interview they defined all required competencies which are 

skills, knowledge and attitude that related to job description by using job analysis form. They 
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said that they know clearly what competencies of candidate that match with the job position and 

they need. 

For interview material which focused on set of interview questions, rating scale and 

evaluation form, the researcher found that they prepare the list of interview questions before 

interview and use the same set of questions for every candidate in the same job position based on 

competency form. They said that the ST-A-R questions or competency-based questions 

encourage them to focus on job-related competencies. Furthermore, the key behavior from 

competency form helps them to have standard rating scale for each candidate. They can defend 

and have reasons to explain with the management team about their decision making. They also 

use evaluation form to take note and help to analyze before making decision. 

For interviewer's skill development focused on interview's training, the result shows that 

seven (7) of respondents who are interviewers informed that they prefer to attend the training 

course for developing interview skills and they also practice to ask with ST-A-R method in real 

situation. One (1) respondent showed that he bought a book of competency-based interview with 

competency dictionary to learn more and leave it at HR department. 

For interview experience, the researcher gathered data (12) twelve respondents both of 

interviewer and interviewee to understand various lenses. This variable focused on experience of 

interview question, experience of interview flow, experience of interview time and overall 

interview satisfaction. The result shows that seven (7) of respondents who are interviewers feel 

confident to assess if the candidate's answers are real or fake, questions can reveal candidate's 

competencies more than before, they still can interview within the specified time, there is no 

death air during the interview because they have a list of questions to ask and also use 5whys 

technique for asking candidates. They rated the scale of overall interview practice at high level of 

satisfaction. 

Furthermore, the researcher also interview five (5) of respondents who are interviewees 

or candidates that were interviewed after implementing ODI. The questions focused on interview 

experience only in terms of experience of interview question, experience of interview flow, 

experience of interview time and overall interview practice satisfaction. The result shows that 

these five interviewees thought that the questions can reveal the skill, knowledge and attitude 

during interview, there are questions to show personal attribute, interview process flows 
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smoothly within specified time and they rated the scale at high level of overall interview practice 

satisfaction. 

After interview, the result shows that there is the initial impact of ODI to interviewer for 

all variables which are interview planning, interview material, interviewer's skill development 

and interview experience. On the other hand, for interviewee, there is an initial impact that they 

can present their attitude or personal attribute during the interview. 

According to the structured interview definition, there is a careful interview planning or 

job analysis, use standardized interview material and there is interviewer's skill development. 

From the data analysis both of quantitative and qualitative presents that the interview practice 

after implementing ODI or Post-ODI, the respondents used structured interview because they 

had job analysis based on job-related competencies which are skill, knowledge and attitude, they 

used standardized interview material from structured interview toolkit both of set of interview 

questions and ratinging scale and evaluation form and they have the interviewer's training coure 

to develop their interview skill. 

There were some comments from the interviewer about the competency-based interview. 

One of them said that for ST-A-R question, it is good for the candidate who has some work 

experience but it is difficult to apply to the fresh graduated candidate because they have a little of 

past experience and cannot show the situation clearly. Moreover, one respondent said that some 

of competencies are difficult to identify such as diligence because everyone can show the 

situation that they are diligent. It is easy to answer but it is not easy to analyze and access if it is 

a real or fake answer. 

4.5 Hypotheses Test 

As stated in chapter one, this study has two hypotheses which focused on the initial 

impact of ODI and difference between pre and post ODI on interview practice focusing on 

interview planning, interview material, interviewer's skill development and interview 

experience. 

4.5.1 Hypothesis 1 

Hol : There is no initial impact of ODI on interview practice focusing on interview 

planning, interview material, interviewer's skills development and interview experience. 
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Hal : There is an initial impact of ODI on interview practice focusing on interview 

planning, interview material, interviewer's skills development and interview experience. 

4.5.1.1 The statistical mean and standard deviation between pre ODI and post ODI on 

interview practice focusing on interview planning 

This part answers hypothesis 1 and research question number 3 which is what are the 

initial impacts of ODI on interview practice focusing on interview planning, interview material, 

interviewer's skills development and interview experience. 

Table 4.16 : Difference of Mean and Standard Deviation between pre ODI and post ODI on 

interview planning 

Pre-OD I Post-OD I 
Subject Number df Mean 

Mean SD Mean SD 

Interview Planning 7 6 4.50 .58 4.93 .35 -0.43 

Table 4.16 shows the difference of mean and standard deviation between pre ODI and 

post ODI on interview planning. The analysis represented that the respondents who are the 

interviewers perceived the difference between pre ODI (Mean : 4.50, SD : 0.58) and post ODI on 

interview planning (Mean : 4.93, SD : 0.35) which is 0.43 different. It is confirmed that there is 

an initial impact of ODI on interview planning. 

4.5.1.2 The statistical mean and standard deviation between pre ODI and post ODI on 

interview practice focusing on interview material 

Table 4.17 : Difference of Mean and Standard Deviation between pre ODI and post ODI on 

interview material 

Pre-OD I Post-OD I 
Subject Number df Mean 

Mean SD Mean SD 

Interview Material 7 6 3.89 .45 4.68 .47 -0.79 
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Table 4.17 shows the difference of mean and standard deviation between pre ODI and 

post ODI on interview material. The analysis represented that the respondents who are the 

interviewer perceived the difference between pre ODI (Mean: 3.89, SD : 0.45) and post ODI on 

interview material (Mean : 4.68, SD : 0.47) which is 0.79 different. It is confirmed that there is 

an initial impact of ODI on interview material. 

4.5.1.3 The statistical mean and standard deviation between pre ODI and post ODI on 

interview practice focusing on interviewer's skill development 

Table 4.18: Mean and Standard Deviation between pre ODI and post ODI on interviewer's skill 

development 

Pre-OD I Post-OD I 
Subject Number df Mean 

Mean SD Mean SD 

Interviewer's skill 7 6 3.50 .58 4.43 .45 -0.93 

development I 
I 

Table 4.18 shows the difference of mean and standard deviation between pre ODI and 

post ODI on interviewer's skill development. The analysis represented that the respondents who 

are the interviewer perceived the difference between pre ODI (Mean : 3.50, SD : 0.58) and post 

ODI on interviewer's skill development (Mean : 4.43, SD : 0.45) which is 0.93 different. It is 

confirmed that there is an initial impact of ODI on interviewer's skill development. 

4.5.1.4 The statistical mean and standard deviation between pre ODI and post ODI on 

interview practice focusing on interview experience of interviewer 

Table 4.19 : Difference of Mean and Standard Deviation between pre ODI and post ODI on 

interview experience of interviewer 

Pre-OD I Post-OD I 
Subject Number df Mean 

Mean SD Mean SD 

Interview 7 6 3.93 .57 4.82 .53 -0.89 
Experience of 
Interviewer 
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Table 4.19 shows the difference of mean and standard deviation between pre ODI and 

post ODI on interview experience of interviewer. The analysis represented that the respondents 

who are the interviewers perceived the difference between pre ODI (Mean: 3.93, SD: 0.57) and 

post ODI on interview experience (Mean : 4.82, SD : 0.53) which is 0.89 different. It is 

confirmed that there is an initial impact of ODI on interview experience of interviewer. 

4.5.1.5 The statistical mean and standard deviation between pre ODI and post ODI on 

interview practice focusing on interview experience of interviewee 

Table 4.20 : Mean and Standard Deviation between pre ODI and post ODI on interview 

experience of interviewee (current staffs and candidates) 

Pre-OD I Post-OD I 
Subject Number df Mean 

Mean SD Mean SD 

Interview 10 9 4.60 .58 5.00 .61 -0.40 
Experience of 
Interviewee 

Table 4.20 shows the difference of mean and standard deviation between pre ODI and 

post ODI on interview experience of interviewee. The analysis represented that the respondents 

who are the interviewees perceived the difference between pre ODI (Mean : 4.60, SD : 0.58) and 

post ODI on interview experience (Mean : 5.00, SD : 0.61) which is 0.40 different. It is 

confirmed that there is an initial impact of ODI on interview experience of interviewee. 

4.5.2 Hypothesis 2 

Ho2 : There is no significant difference between pre & post ODI on interview practice 

focusing on interview planning, interview material, interviewer's skills development and 

interview experience. 

Ha2 : There is a significant difference between pre & post ODI on interview practice 

focusing on interview planning, interview material, interviewer's skills development and 

interview experience. 
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This part answers hypothesis 2 and research question number four which is 1.9.4 What 

are the differences between pre & post ODI on interview practice focusing on interview 

planning, interview material, interviewer's skills development and interview experience. 

4.5.2.1 The statistical hypothesis test (T-Test) between pre and post ODI on interview 

planning, interview material, interviewer's skill development and interview experience 

Table 4.21 : The statistical hypothesis test (T-Test) between pre and post ODI on interview 

planning, interview material, interviewer's skill development and interview experience 

Pre-OD I Post-OD I Sig. (2-
Subject Mean t 

Mean SD Mean SD tailed) 

Interview Planning, Interview 
Material, Interviewer's skill 3.94 .40 4.73 .40 -.79 -6.52 .001* 
development and Interview 
Experience of Interviewer 
Interview Experience of 4.60 .58 5.00 .61 -0.40 -2.36 .078 

Interviewee 

Table 4.21 shows the statistical T-Test between pre and post ODI on interview planning, 

interview material, interviewer's skill development and interview experience of interviewer. The 

analysis represented that the respondents perceived the difference between pre ODI (Mean : 

3.94, SD: 0.40) and post ODI (Mean: 4.73, SD: 0.40) which was 0.79 different. It is shown that 

there is significant difference of t-critical 2 tailed at level of 0.005 = 0.001. Therefore, the 

statistical analysis confirmed that this is significant difference between pre ODI and post ODI on 

interview planning, interview material, interviewer's skill development and interview experience 

of interviewer. 

For interviewee, the analysis represented that the respondents perceived the difference 

between pre ODI (Mean : 4.60, SD : 0.58) and post ODI (Mean : 5.00, SD : 0.61) which was 

0.40 different. It is shown that there is no significant difference of t-critical 2 tailed at level of 

0.005 = 0.078. Therefore, the statistical analysis confirmed that this is no significant difference 

between pre ODI and post ODI on interview experience of interviewee. 
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4.5.3 Comparison of Pre-OD I and Post-ODI or Unstructured Interview and Structured 

Interview Practice 

This part shows the results in comparison between pre ODI and post ODI and the initial 

impact of ODI on interview planning, interview material, interviewer's skill development and 

interview experience. 

Table 4.22 : The average paired sample T-test, Mean and Standard Deviation of the difference 

between Pre-ODI and Post-ODI on interview planning 

Question of Pre-OD I Post-OD I Sig. (2-
Subvariable Mean t 

Interviewer Mean SD Mean SD tailed) 

I analyze job 4.57 .79 5.00 .58 -.43 -1.441 .200 
requirement and define 

Job Analysis the candidate's 
qualification before 
interview. 
I define the candidate's 4.43 .53 4.86 .38 -.43 -2.121 .078 

Job Analysis skill, knowledge and 
attitude for this position 
before interview. 

Interview Planning 4.50 .58 4.93 .35 -.43 -2.521 .045* 

Table 4.22 demonstrates the average paired sample T-Test, Mean and Standard Deviation 

of the difference between Pre-ODI and Post-ODI on interview planning. The result shows that 

the respondent's perception towards interview planning has been changed 0.43 positively from 

the pre-ODI. 
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Table 4.23 : The average paired sample T-test, Mean and Standard Deviation of the difference 

between Pre-ODI and Post-ODI on interview material 

Question of Pre-OD I Post-OD I Sig. (2-
Subvariable Mean t 

Interviewer Mean SD Mean SD tailed) 

Set of I prepare a list of 4.29 .49 4.57 .79 -.28 -1.000 .356 
Interview questions before 
Question interview. 

Set of I use the same set of 4.57 .79 4.71 .49 -.14 -.420 .689 
Interview questions for every 
Question candidate. 

Rating Scale I use standard rating 3.71 .49 4.57 .79 -.86 -3.286 .017* 
and scale to evaluate 

Evaluation each candidate 
Form consistent! v. 

Rating Scale I use standard 3.00 .82 4.86 .69 -1.86 -4.596 .004* 
and evaluation form to 

Evaluation help me for making 
Form decision. 

Interview Material 3.89 .45 4.68 .47 -.79 -4.085 .006* 

Table 4.23 demonstrates the average paired sample T-Test, Mean and Standard Deviation 

of the difference between Pre-OD I and Post-OD I on interview material. The result shows that the 

respondent's perception towards interview material has been changed 0.79 positively from the 

pre-OD I. 

Table 4.24 : The average paired sample T-test, Mean and Standard Deviation of the difference 

between Pre-ODI and Post-ODI on interviewer's skill development 

Question of Pre-OD I Post-OD I Sig. (2-
Subvariable Mean t 

Interviewer Mean SD Mean SD tailed) 

I am trained to 2.71 .49 4.43 .53 -1.71 -9.295 .000* 
Interviewer's develop my Training interviewer skill. 

I practice to ask 4.29 .76 4.43 .53 -.14 -1.000 .356 
Interviewer's questions as 

Training professionally. 

Interviewer's Skill Development 3.50 .58 4.43 .45 -.93 -7.120 .000* 
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Table 4.24 demonstrates the average paired sample T-Test, Mean and Standard Deviation 

of the difference between Pre-ODI and Post-ODI on interviewer's skill development. The result 

shows that the respondent's perception towards interviewer's skill development has been 

changed 0.93 positively from the pre-ODI. 

Table 4.25 : The average paired sample T-test, Mean and Standard Deviation of the difference 

between Pre-OD I and Post-OD I on interview experience of interviewer 

Question of Pre-OD I Post-OD I Sig. (2-
Subvariable Mean t 

Interviewer Mean SD Mean SD tailed) 

Experience of My questions can reveal 3.57 .53 4.57 .53 -1.00 -4.583 .004* 

Interview each candidate's skill, 

Question knowledge and attitude 
that related to iob. 

Experience of I feel comfortable with 4.29 .95 5.00 .82 -.71 -1.698 .140 
the current interview Interview process. It works flow smoothly. 

Experience of I interview within the 4.43 .53 5.00 .58 -.57 -2.828 .030* 
Interview specified amount of 

time interview time. 

Overall. I am satisfied 3.43 .53 4.71 .76 -1.29 -3.576 .012* 
Interview with this interview 

Satisfaction practice. 

Interview Experience of Interviewer 3.93 .57 4.82 .53 -.89 -3.673 .010* 

Table 4.25 demonstrates the average paired sample T-Test, Mean and Standard Deviation 

of the difference between Pre-ODI and Post-ODI on interview experience of interviewer. The 

result shows that the respondent's perception towards interview experience of interviewer has 

been changed 0.89 positively from the pre-ODI. 
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Table 4.26 : The average paired sample T-test, Mean and Standard Deviation of the difference 

between Pre-OD I and Post-OD I on interview experience of interviewee 

Question of Pre-OD I Post-OD I Sig. (2-
Subvariable Mean t 

Interviewee Mean SD Mean SD tailed) 

Experience of The questioning helps 4.20 .45 4.60 .55 -.40 -1.633 .178 

Interview me to reveal my skill, 

Question knowledge and attitude 
that related to the iob. 

Experience of I feel comfortable with 5.00 .71 5.00 1.00 .00 .000 1.000 
Interview the interview process. It 

flow works smoothly. 

Experience of The interview is 4.80 .84 5.40 .55 -.60 -2.449 .070 
controlled within the Interview specified amount of time interview time. 
Overall, I am satisfied 4.40 .55 5.00 .71 -.60 -2.449 .070 

Interview with the interview 
Satisfaction practice of this 

company. 
Interview Experience of Interviewee 4.60 .58 5.00 .61 -.40 -2.359 .078 

Table 4.26 demonstrates the average paired sample T-Test, Mean and Standard Deviation 

of the difference between Pre-ODI and Post-ODI on interview experience of interviewee. The 

result shows that the respondent's perception towards interview experience of interviewee has 

been changed 0.40 positively from the pre-ODI. 

Table 4.20 -4.24 shows the difference between Pre-ODI or unstructured interview 

practice and Post-ODI or structured interview practice focusing on interview planning, interview 

material, interviewer's skill development and interview experience. The result shows that the 

respondent's perception towards interview practice has been changed positively after 

implementing ODI. It can present the comparative between unstructured and structured interview 

practice. 

4.5.4 Summary of Hypotheses Testing Result 

From table 4.20 - 4.24, it presents the paired sample t-test on interview planning, 

interview material, interviewer's skill development and interview experience of Pre-ODI and 

Post-OD I. They can be interpreted for the results of the hypotheses as following details; 
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According to the part of interview planning which refers to job analysis, the statistic 

shows the average means of pre-ODI and post ODI were 4.50 and 4.93, respectively with the 

difference of 0.43. The significant number is 0.045 which is less than the significant level of 

0.05. It can be interpreted that ODI has as initial impact on interview planning and there 

was a significant difference between pre ODI and post ODI on interview planning. 

For the variable of interview material which is comprised of two subvariables; set of 

interview questions and rating scale and evaluation form. The statistic shows the average means 

of pre-ODI and post ODI were 3.89 and 4.68, respectively with the difference of 0.79. The 

significant number is 0.006 which is less than the significant level of 0.05. It can be interpreted 

that ODI has as initial impact on interview material and there was a significant difference 

between pre ODI and post ODI on interview material. 

For the variable of interview material which is comprised of two subvariables; set of 

interview questions and rating scale and evaluation form. The statistic shows the average means 

of pre-ODI and post ODI were 3.89 and 4.68, respectively with the difference of 0.79. The 

significant number is 0.006 which is less than the significant level of 0.05. It can be interpreted 

that ODI has as initial impact on interview material and there was a significant difference 

between pre ODI and post ODI on interview material. 

For the variable of interviewer's skill development which means interviewer's training. 

The statistic shows the average means of pre-OD I and post ODI were 3.50 and 4.43, respectively 

with the difference of 0.93. The significant number is 0.000 which is less than the significant 

level of 0.05. It can be interpreted that ODI has as initial impact on interviewer's skill 

development and there was a significant difference between pre ODI and post ODI on 

interviewer's skill development. 

For interview experience of interviewer which means experience of interview questions, 

interview flow, interview time and overall interview practice satisfaction. The statistic shows the 

average means of pre-OD I and post ODI were 3.93 and 4.82, respectively with the difference of 

0.89. The significant number is 0.10 which is less than the significant level of 0.05. It can be 

interpreted that ODI has as initial impact on interview experience of interviewer as well as 

there was a significant difference between pre ODI and post ODI on interview experience 

of interviewer. 
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For interview experience of interviewee which means experience of interview questions, 

interview flow, interview time and overall interview practice satisfaction. The statistic shows the 

average means of pre-ODI and post ODI were 4.60 and 5.00, respectively with the difference of 

0.40. The significant number is 0.78 which is more than the significant level of 0.05. It can be 

interpreted that ODI has as initial impact on interview experience of interviewee but there 

was no significant difference between pre ODI and post ODI on interview experience of 

interviewee. 

Based on tables 4.20 - 4.24 regarding hypotheses testing result that for interviewer 

there was the initial impact of ODI on interview planning, interview material, interviewer's 

skill development and interview experience as well as there was a significant difference 

between pre-ODI and post-ODI on interview planning, interview material, interviewer's 

skill development and interview experience. Therefore, it brought the result to reject HOl 

and accept HAl and reject H02 and accept HA2. However, for interviewee, the result 

shows that there was the initial impact on interview experience but there was no significant 

difference between pre ODI and post ODI on interview experience so it brought the result to 

reject HOl and accept HAl and accept H02 and reject HA2. 
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CHAPTERS 

Summary, Conclusion and Recommendations 

This chapter contains three parts which are summary, conclusions and recommendations. 

5.1 Summary 

Table 5.1 : Summary of Quantitative Result 

Pre-OD I Post-OD I Sig. (2-
Subject Mean t Result to HO 

Mean SD Mean SD tailed) 

Interview 4.50 .58 4.93 .35 -.43 -2.521 .045* Reject 
Planning 
Interview 3.89 .45 4.68 .47 -.79 -4.085 .006* Reject 
Material 

Interviewer's 
3.50 .58 4.43 .45 -.93 -7.120 .000* Reject Skill 

Development 
Interview 

3.93 .57 4.82 .53 -.89 -3.673 .010* Reject Experience of 
Interviewer 
Interview 

4.60 .58 5.00 .61 -.40 -2.359 .078 Reject HOl 
Experience of AcceptH02 
Interviewee 

Table 5.1 presents the summary of quantitative results from both interviewer and 

interviewee. The table shows the comparison between Pre-ODI which is unstructured interview 

practice and Post-ODI which is structured interview practice. The perception towards interview 

planning is increased by 0.43. The perception towards interview material is improved by 0.79. 

The perception towards interviewer's skill development is improved by 0.93. These three 

variables can lead to improve interview experience of interviewer and interview by 0.89 and 

0.40, respectively. 

Furthermore, the table also shows the significant number of interview planning, interview 

material, interviewer's skill development and interview experience of interviewer which were 

less than the significant level of 0.05. On the other hand, there was no significant number of 

interview experience of interviewee. Therefore, it can be implied that ODI has initial impact on 

interview practice focusing on interview planning, interview material, interviewer's skill 

development and interview experience of interviewer and there was a significant difference 
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between unstructured and structured interview practice from interviewer's perception. 

However, ODI has initial impact on interview experience of interviewee but there was no 

significant difference between unstructured and structured interview practice from 

interviewee's perception. 

5.2 Conclusion 

This study started from the company's problem which has high rate of new hire failure. 

These new hires could not pass the probation because their performance was below expectation. 

Thus the research focused on an opportunity which was increasing the rate of new hire success. 

Then, the researcher began reviewing the literature about the full loop for new hire success and 

narrowed down into more specific area. The first step of overall process for new hire success is 

recruitment and selection process. The researcher started to focus on the selection method 

because an effective selection method enables organization to identify the right candidate's skill, 

knowledge and attitude for increasing the business outcome. (Rioux and Bernthal, 1999) The 

researcher found that the interview is one best selection method which plays a vital role for 

making decision at selection process. (Division of Human Resources, Unicef, 2014) Moreover, 

the researcher also discovered that of the surveyed organizations 97 percent use structured 

interview practice or behavior-based interviews when selecting employees. The respondent 

organizations of this study are the reputable companies such as AIA, General Motor, Pizza Hut, 

Colgate-Palmolive etc. (Rioux and Bernthal, 1999) 

The Pre-ODI was unstructured interview practice which was a little planning of job 

analysis, no standard interview material and no training course for interviewer's skill 

development and Post-ODI was structured interview practice. The results show that ODI has 

initial impact on interview practice and there was a significant difference between unstructured 

and structured interview practice in terms of interviewer's interview planning, interview 

material, interviewer's skill development and interview experience. But there was no significant 

difference between unstructured and structured in terms of interviewee's interview experience. 

The researcher designed ODI implementation to establish structured interview practice in 

order to compare between unstructured and structured interview practice The researcher started 

designing training course for interviewer with an external HR expert and also creating structured 

interview guide toolkit to improve and standardize interview planning and interview material for 

the interviewer. Then, conducting the training course which was called Pro-Interview training 
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course to describe what are structured interview toolkit and how to use them for their interview 

practice. Moreover, this training course will train some interview techniques to develop the 

interviewer's skills. 

After ODI implementation, the interview practice was structured by competency-based 

interview. The result shows that after implementing the structured interview guide toolkit and 

Pro-Interview Training Course can improve the interview practice in terms of interview 

planning, interview material and interviewer's skill development. These variables lead to 

improve the interview experience. 

For interview planning which was focused on job analysis, the researcher found that after 

implementing ODI, the interviewer defined job description and job-related competencies which 

covered all knowledge, skill and attitude before the interview. There was a significant difference 

between unstructured (Pre-ODI) and structured interview practice(Post-ODI). 

For interview material which was focused on set of interview questions, rating scale and 

evaluation form, the result shows that ODI which prepared and standardized the interview 

questions, rating scale and evaluation form has positive change and impact on interview material. 

There was a significant difference between unstructured (Pre-ODI) and structured interview 

practice(Post-ODI). 

For interviewer's skill development which was focused on interviewer's training, the 

result shows that it has the lowest score of Pre-ODI and the highest score of different score 

between Pre-ODI and Post-ODI. Moreover, there was a significant difference between 

unstructured (Pre-ODI) and structured interview practice(Post-ODI). It can be interpreted that 

ODI has initial impact on interviewer's skill development. 

Referring to these three variables which have a significant difference between 

unstructured (Pre-ODI) and structured interview practice(Post-ODI), the difference of interview 

planning, interview material and interviewer's skill development can lead to the difference of 

interview experience. As the result shows that for the interviewer, the interview experience has a 

significant difference between unstructured (Pre-ODI) and structured interview practice(Post

ODI). On the other hand, for interviewee's perception, ODI has the initial impact with positive 

change but there was no significant difference between unstructured (Pre-ODI) and structured 

interview practice(Post-ODI). It can be implied that the ODI has higher impact to interviewer 

than interviewee. 
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The difference of interview planning, interview material and interviewer's skill 

development can impact to the difference of interview experience. The structured interview 

practice has positively changed more than the unstructured interview practice. 

5.3 Recommendations 

This part is consisted of recommendation for the studied organization and 

recommendation for the further researcher in the specified area. 

5.3.1 Recommendations for the organization 

After implementation of structured interview practice, the researcher received good 

feedback from the respondents especially in terms of interviewer. All variables were changed 

positively after ODI. However, there were some limitations during the study such as time 

constraint. It would be useful for the company to continue implementing the ODI tool and 

activity after the end of the study. There are a few recommendations to the company as below; 

1. This study focused on four departments at head office only. It would be beneficial to 

the organization to cover the structured interview practice for all departments of the 

company. 

2. HR team and line managers should keep momentum of using, improving and 

updating the structured interview guide toolkit appropriately. 

3. Senior managers can arrange the training course and share their experience to develop 

the interviewer's skills for middle manager and junior manager. 

4. The HR and line managers should evaluate the new hire performance who were 

interviewed by structured interview practice to make sure that this selection method 

enables them to select the right candidate. 

5. The HR and line managers can develop and train the new hires based on the 

competency form. It enables them to analyze that which competency is needed to 

develop. 
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5.3.2 Recommendation for further research 

Based on the research findings, the researcher would recommend for the further research 

as following points; 

1. Plan more time to collect data both of qualitative and quantitative data from the 

interviewees who were interviewed by all focused departments. 

2. The further research can select some tool for evaluating the recruitment process such as 

using five key recruiting metrix. 

3. Study other assessment methods to evaluate some competencies which are difficult to 

analyze such as phycology test. 

4. Evaluate the structure interview practice is more impact to the interviewer's perception. 

From the interviewee is not highly impact to the interview experience. 
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EPILOGUE 

Firstly, I decided to study in MMOD at Assumption University because I would like to 

learn about OD tools and theory for my career development. But after studied, I understand 

clearly that OD starts from myself at individual level. OD encourages people to draw their 

potential out and then expand to other levels which are team, department, organization and 

society. OD is not the course for Human Resources only but it is the best course for everyone. 

Actually, before this class I have ever heard a lot about belief, can do attitude or positive 

thinking. I have just known the concept of them but never applied them to my real life because 

they are the subjective so it is difficult to buy in. But after I have studied MMOD at Assumption 

University, I have discovered that if I believe in something and focus on learning it, I am able to 

see the new experiences finally. I can expand my comfort zone with new dialogue. From this 

new way of thinking, I started trying to change from a bad event to be a good experience. Every 

problem can be a great opportunity. 

Furthermore, MMOD program makes me realize that everything works as a system. They 

connect with each other. It enables me to have a system thinking as well as thinking step by step. 

Especially in this action research, I organized and designed the study from the beginning to the 

end as a system. For MMOD 6805, I have learnt many valuable things from this class. It enables 

me to see a holistic view of action research, crystallize the concept to be my milestone, define 

the independent variables and dependent variables first and make it simple so that I can enhance 

and expand other topics based on this concept. I think the core concept of study is the most 

important thing. 

Finally, knowledge from this course is not only value to myself but also value to others. 

Every class that I am interested and discover the precious concept, I always share with others 

such as my close friends, colleagues and managers. Hopefully, this knowledge can inspire them 

to have a new way of seeing world the same as I have already experienced. 
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Appendix A : Questionnaire for Interviewer 

Questionnaire to evaluate the interview practice of Innovative Manufacturing Company 

Part I Demographic 

Instruction Please kindly circle on the appropriate number on each line to indicate how much 
you agree or disagree with each of the following statement 

Gender : 0 Female 0 Male 

Age: 0 20-25 0 26-30 0 31-35 0 36-40 0 More than 40 

Department : 0 Accounting 0 Administration 

0 Customer Development 0 Business Development 

Year of 0 0-6 months 0 > 6 months < 1 year 

Service 0 > 1 year <3 years 0 > 3 years 

Part II Opinion 

Level of Opinion 1. Strongly disagree 2. Disagree 3. Slightly disagree 

4. Slightly agree 5. Agree 6. Strongly agree 

~~ ~ ~~ ~ .... 
-~ ~ ~t Q,j "6'1Jt OJ) :-. -~ .... ~ f: = OJ) 

OJ) .Cl OJ) .Cl :-. = :-. e ~ e':I OJ) e':I .2.'l bSl ~ 
0 OJ) 

111 
·- 111 00 e':I ..!: e':I 

No. Questions ..... - ·- 00~ 11'.l "C ~ 00 

The Interview Practice 1 2 3 4 5 6 

1 I analyze job requirement and define the 
candidate's qualification before interview. 1 2 3 4 5 6 

2 I define the candidate's skill, knowledge and 
attitude for this position before interview. 1 2 3 4 5 6 

3 I prepare a list of questions before interview. 
1 2 3 4 5 6 

4 I use the same set of questions for every 
candidate. 1 2 3 4 5 6 

5 I use standard rating scale to evaluate each 
candidate consistently. 1 2 3 4 5 6 

6 I use standard evaluation form to help me for 
making decision. 1 2 3 4 5 6 

7 I am trained to develop my interviewer skill. 
1 2 3 4 5 6 

8 I practice to ask questions as professionally. 
1 2 3 4 5 6 
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The Interview Practice 1 2 3 4 5 

9 My questions can reveal each candidate's skill, 
knowledge and attitude that related to job. 1 2 3 4 5 

10 I feel comfortable with the current interview 
process. It works smoothly. 1 2 3 4 5 

11 I interview within the specified amount of 
interview time. 1 2 3 4 5 

12 Overall. I am satisfied with this interview 
practice. 1 2 3 4 5 

Part III Open-ended Question 

Instruction Please answer the question following your opinion. 

1. In your opinion, how an effective interview practice should be? What are the benefits of 
interview effectiveness? 

2. Could you share to us how do you feel about your experience of the current interview 
practice? Why? 

4. In your opinion, which skill that you need to develop for an effective interview practice? 

5. Other comments 

Thank you very much for your time. 
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Appendix B : Questionnaire for interviewee 

Questionnaire to evaluate the interview practice of Innovative Manufacturing Company 

Part I Demographic 

Instruction Please kindly circle on the appropriate number on each line to indicate how much 
you agree or disagree with each of the following statement 

Gender : 0 Female 0 Male 

Age: 0 20-25 0 26-30 0 31-35 0 36-40 0 More than 40 

Department : 0 Accounting 0 Administration 

0 Customer Development 0 Business Development 

Work 0 0-6 months 0 > 6 months < 1 year 

Experience : 0 > 1 year <3 years 0 > 3 years 

Part II Opinion 

Level of Opinion 1. Strongly disagree 2. Disagree 3. Slightly disagree 

4. Slightly agree 5. Agree 6. Strongly agree 

..... ~ ~ ..... ~ ..... ...... 
-~ ~ -~ ~ -~ gf 6'JJ '"' -~ ..... '"' ...... ~ ~ OJ)~ 

No. Questions 
OJ) -= OJ) ~'"' '"' ='"' 0 = = OJlCO:S OJ) 0 Oll 
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The Interview Practice 1 2 3 4 5 6 
1 The questioning helps me to reveal my skill, 

knowledge and attitude that related to the job. 1 2 3 4 5 6 

2 I feel comfortable with the interview process. It 
works smoothly. 1 2 3 4 5 6 

3 The interview is controlled within the specified 
amount of interview time. 1 2 3 4 5 6 

4 Overall, I am satisfied with the interview 
practice of this company. 1 2 3 4 5 6 
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Part III Open-ended Question 

Instruction Please answer the question following your opinion. 

1. In your opinion, how an effective interview practice should be? What are the benefits of 
interview effectiveness? 

3. Could you share your interview.experience that was the most effective? What is the benefit of 
the effective interview practice? 

4. In your opinion, what would you like to suggest this company to enhance the interview 
practice? 

5. Other comments 

Thank you very much for your time. 
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Appendix C : Interview Guide 

Interview Guide for Interviewer 

1. Could you share to us how do you feel about the current interview process of your company? 

2. Please describe your current interview practice. What you normally do before the interview, 

during the interview and after the interview. 

3. Please share with me what do you normally do before the interview. How to know that who 

will match with the job position? 

4. In your opinion, how do you feel about your interview question and how questions should be? 

Please give some examples of your interview questions. 

5. Please share to me about your current rating scale and evaluating for each candidate. How to 

do these process and how do you feel about them? 

6. In your opinion, how do you feel about your interview flow and amount of interview time? 

7. Please describe the important skills of interviewer. Which skills do you need to develop? 

8. For overall interview practice satisfaction, please rate the scale at low, moderate or high level. 

Interview Guide for Interviewee 

1. Could you share to us how do you feel about the current interview process of this company? 

2. From the interview questions, could you reveal your knowledge, skills and attitude to the 

interviewer? How? 

3. In your opinion, how the interview steps and amount of interview time should be? 

4. Please describe the important skills of interviewer. Which skills do you recommend them to 

develop? 

5. For overall interview practice satisfaction, please rate the scale at low, moderate or high level. 
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Appendix D : Structured Interview Guide Toolkit 
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LbuuvJ'il~iim>:JLR>1~~.:i1'1J (Job Analysis Form) 

0 ' mll'H'l-Wll'U 

(Job Position) (Key Result Areas/Activities) (Knowledge) (Skills) 

(Personal Attributes) 
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:zi@lfl11:1J'i'l1m•n1 (Competency):-------------------------

f11<i1n@lm13J (Definition): 

(Key Behavior) (ST-A-R) 
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(Competency) 

Lbuuvh1hm1.,~111Liil'<lm.Jfl'i'l1n" (Interview and Evaluation Form) 

4=Excellent 

3=Good 

2=Fair 

l=Poor 

I 
0 I .di ..... 

1111bb'Vl'lN'Vli'l!Jfl'i 
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ST-A-R 4 

flZLL 'IJ'IJ'i'l!J 

3 2 1 

~''IJ1l.l ....................................... iuVl1~lm111·m1. ........................................ . 
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