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INTRODUCTION

Soavice MOT sex is the prmary charm of Lfe for a freshly
turned oat graduate of an Indian University A job 12 exsential
for his emotroml sccumty  sochal recogn ton and & struggle free
exintence foc the rest of the life. When a jobis in band, the
society provides the mate alo  Our univesriies have yet to
produce youngmen and women endowed witha conquerers
virion and dove end an ambstion to live an adventorons inde
pendent life.  Thewr genera] education bas not prepared them
for & spectfic role in life nor s the state—as in USSR, —or
the society—as in U.BA. UK. etc —a job walting for them oo
graduxbon. A consciousness of the grm reality of the scuts
form of educated mplaymmt cmunzi:n this country saps
tlﬁf Jf- il O{
integnﬁono(tha:ptmmhty dunnacnl.lmdzy:. They may
be intellectually brillant and mmhle-witted but deep down their
persooality lies & feeling of msecunty pesumsm leading toa
cynical outlook n Lfe. Under such faulty indwiduation and
hostile social clmate 2ny idea of an independent carver without
sufficient financral backing books like s invitation to dusster

Service then offers the only prospects of delreerance from
this gloomy future, Thanks to the growth of & powerful opunian
mare and more of the big and small jobs m public services and
the pavate enterprisc are being filled through open channeb—
Upwards of 10,000 obsare filled anmually in thrs way These
channels genenally conmist of wrttten tests followed by personal-
ity evaluztion tests and interviews.

The present publicaten concerns prumarily with the
second and the most important part of employment techmuque.
Trumng 1n theoretieal subjects 15 amply provided in colleger,
But faclines for tiniog for interviews o personality evalua
tion tests 15 Dot available either In collepes of In the bomex
These wre theee mam types of careers that baght, hardw  *




(1)

with genera) sducaten can Jook for  They axe (1)
the Defence Services (b) the LAB IFS and otber Claw
Jobe 3t the Centre xnd 10 the States and (¢) the Covenented end
other jobe with Big Bumness Housen m India. Each of these
types of cartess require people of different age-groups  quslt
Fcations and persooabty steuctures. Therefare  before coe tres
mm{umywofmbeox-hemmﬁudy«h
pemsonl requirements of the job

It}:y;remn}viar thiy reason that the finit part of this
book deals with the Principles of Selection and Personality
Regquirements for public services m Indw. The peaple throwmg
light cn these mypecty are specialists in field and men m res-
ponsible potitions who have actually lad down the autena for
vanom public services and their actws) mode of filling up They
are Mr R C. Dutt, ICS. Mr 8 B Bapat, IC8 Mr K. N
Butam Mr C Rajpopalechan Dr § L Khanna Mr A AA.
Fyzee, Mr Gaban Lall Premdent, Services Selection Bosrd and
S T Visyamghavachasys,

1am indebted to Government of Indin  Indun Institute
of Public Adminstrxhon for repnnting their papen from thess
jourml. After understandmg the standards taud down for the
Tecrutment to various obs we come down to the actoal prob-
lems of terviews. Iotetviewng i pot & mmple questioo-
answer busmess buta highly technscal and specialised wffalr
Tnsight into the mgnificance of Interviews can be guned through
the study of ¢ echolerly ducourse an the subyect by my fend
and colleague Dy J L. Khanma, now working as a resesrch
peycholognt 1n Fanss Unwvernty U 8 A, The extenmve
bibhographry at the end wall reveal ity
22 & e for furthes study wde rveep e0d aho mrve

The Chapter on ‘Interview Techniques” deals exhaustve-

Iy with the vatious types of selection mterviews beld in our
country and sbroed, In order that a resder might gam s further
understsnding of the subpects the vanous result recordmg
brrques 1nd even the meq, of different stages of an nter
viewis given.  The chapters that follow deal exclusvely in




(r)

successful facing of an Interview boards,  These three chaptens
st be s0 throughly mastered by & prospective candidate that

pobse-sure footedness.  Above all, they would be saved from the
troums of facing the wnkrowa from which very few people
facmg the Interview Board have escaped.

In eoocluson I must express my sncerest thanks to my
friend Sardar Manroohen Singh for hes uafading help and co-
operstion m the produchion and dntribution armengernents of
this volume. I am also indebted to Shm Failluh Chand
Jhahni and Sbnt K. Ramamoorthy for their valuable belp in the
peoductian of this publication.

Nrw D
November 1957 Joanwa. Sa
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PRINCIPLES OF SELECTI T0) pLELE 4£. /0
1.4
R CDUTY g,

Secrrtary Public Services Etoritrare o o
Gorerrmest o Lha

At the transfer of power fn |,
trative structure, well concrind
bly depiated in persannel and en
objectives. A two fold profday
The hirst peoblem was to fill n ¢
from wathin and partly by fred, s
to attuns the Bervices to the new 4,
oflentate their attritude to it in »
was mamly a problem of selees,
trumnfng  The former bowever |
letter  Selection s nOt &5 abrtras
only when 1t 18 related to certain g
Th. object of selection is not v f
inan absolut senst but to sl
sutroundings 1n which they hive s
with the objectrves In view can,
most efficlently

Independence brought fn fig
of & magnitude not encounters’
and order which immediately 12
pendence, that of mast mugratly,

em and a scare of other ppory
tackled with the svailable sdmir
el  Shortage in persoaned hady
both from the lower grades and f-
tion managed to succesfully o
take » measute of welfsreand g,
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Five Year Plan was launched 10 1955 This was & new exper
ence for the admmmtration. It myolved not only an expansion
of the xd ve hinery but 10 mto fields
hitherto Jored  New problems of selection aroee Orga
wations hadto be devieed and personnel found for the new
teske.

The Firet Five Year Plan hax been completed and the Sec-
ond Plan, bolder in outlook and rare thorough in comprehension
than the first requires a exparaxs of persanel on a farger scale
than the Firet Plan. It 1 equally obvious that on the manner in
which this exparmon takes place the mmuthzrvucl
the Phn would depend.  Bel of 1 will,
play a more mportant part than ever before.  In dealing with
this problem of selection for the Second Pian there 18 howwver
one ad 9 that of expeti The pentod of survival
from 1947 to 1951 and thet of the Puast Plan 1951 56 bheve
underhned the urgent aeed for proper sclection and alxo helped
18 to develop the methods best nntedfunt. On the basa of
thus exp the pemerples of lady wn the
utter of promotion are baing evolved,  Bhould promotion 1n
service depend an the more eauly ascertainable factor of senior
ity 7 Or should both these factors be combined in some ghven
proporbon to détermne promebons from grede to grade 7
These are the questions (lmt tha article seela to mamine.

Promotion m our public services derrver iy mmpartance
from two mun sources (1) Promotion to higher grades deter
mmnes the type of officers available for posts of resporeibility
in these grades  and (2) it has 2 direct effect on the morale of
the Jower grades which, m turn, afferts therr efbcency

These two factors  though not ccnﬁxctmg,oﬁmpamti.n
two different d The )
an, therefore becmlvcdwlybyb-hnangulltb‘mduu
tyone sy therefrom. From the pout of view of the taspayer
1t 13 esscntul that only the best are promoted to the ughest
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poxix.  Any devaation from thi mvolves boss of efficzency and
bs therefore contrary to public interest. Trwo besic questans,
bowevet anse  Who is the best ? On wiat critera can the
best be selected 7 To the extent that these questions are not
‘:ﬂf'm'UYmmcd or are oot answered in a manner that s

as matidfactory the sccond of the two
ﬁcturlntrmmedlbwemmw Nothing 18 more
dsmaging to the mamle of an officer than the feehng that he ks
been superseded for promotion to a hugher post by 2 peraon
who cannot be regarded a1 supertor to um m ment.  An officer
superseded even once develops & feeling of frustrattn  ome
superseded repeatedly does 30 1o the extent that his own vseful-
nena to the State ix reduced rapedly  Tha feeling of frustration
n intenarfied by the narmal peycholopcal fact that few men are
capable of o objective & self-asaepement as to sdmut the superior
menit of others  Where the difference is 50 pronounced ssto
make 1ts denfal abwurd, the fact may perhape, be admutted, but
the persoml ego present in greater oc bers degree 10 almost all
human bemgs militates agunst such admumwn except in the
most extreme caser

In any scheme of selectian on mertt  therefore, tn neces
Ry to enturc not only that selections are made a3 objectively
a3 possible but that the method of selectron = such W to be
genenlly regarded as objectrve and above suspscion [t oot
easy to emure esther of these for the ssscsement of ment an
which selection fs based cannot be drvoreed entirely from the
subjectrve yudgment of the person or persons who assess the
mefrt,

Various methods bave from time to time  been contidered
and trjed to make the procesa of selection as objective as
pomible. Theso may be clasified broadly into two groups.
The first relates to the materiabs on which the fungment is to be
besed, snd the second to the sclection of the person or persons
called upon to form the fudgment.

The maternals most commonly ueed to form the busds of
sclection are 7




[) the perdodic umestment of character and performance
recorded 10 the form of canfidental reparts
(i) the impresuons ptbcm:lmld.lrtctmmw'to
test personsiny

(id)awuncntuxdmgmd to fudge ahility to pesiorm
the duties allotted.

Each of these methods used to collect evidence of the
surtability or otherwise has its kmrtatioms  but the evidence so

hered, used di ly and in b can form the
baxs of rehable judgment.

The perlodic recorded smessments of the work done,
taken over & furly kng peniod of time present as good a picture
of the arpscity and even persocality of & persan us #ny thet can
be obtsmed.  Sach amsessments do s3 Indeed they rmast, reflect
the varyng personaliies of the recording officers A pumber
of them taken togetber however tend to cancel out these
varhatioos, #nd give a picture which 18 not far from the correct
one.  But for such e picture to emerge 1t 18 necesfary  that the

should be fully designed forms of fid 1

Whle the resutting picture can be regarded a3  sufficient
Ikeness of the perron concerned 1t 18 »till too rough to perrmt
precie and rebable comparisom between different candidates of
about equal ment.  Por fine shades of dustinction the pictures
10 drawn ate not belpful. It » perhaps for tha reason that
m the United States u system of ment ratmg by allotment of
marks bas been evolved. Under this system, the desirable
qualitres are marked. The final grade of ment i determined
on the baan of the total marks obtmined. The system, how-
ever aums at sclentific precaion m 4 matter of judgment whch
bemy ementially subjcctive 13 not arpable of such precise an-
alysis  The dinger of the system biea 1n the false appearance
of precinon that it crestes.  Ment ratmg in the form of matks
conceals the baus of the judgment, and thus prevents compera-
e oval of the made by diffe authotites
with different yardsticks  To thss extent st 182 less reliable
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gusde for comparative purposes than amessments of mert m
parmtive foon

The nterview ay & method of welection hay & distinet
advantage. It s the only method which enahles the selector to
zmces durectly the hty of the candidate, The

in the form of periodic reports of cavefully drawn up, can help
i this doectron but they can et best provide a second hand
picture The direct {ompressron created by an mterview an the
ather hand, gives reality to the pacture and belps m formmng a
truer swesstnent. The mterview system nevertheless, bas the
dhdwmaetm:ppemanﬁequmdybamdempan
for reahity Humen p Lty 15 2 plex

hardly cxpable of being snalysed 1n course of mn mnterview
winch, bowever elaborte, must necessarily be boef. A domi
matng trait, though superficnl, may eauily be mistaken for an
emential quality It needs experenced and traned interviewers
to isolxte the substance from the app but provided such
interviewers are available mtetview can be & very useful supple-
ent to other methods of selection. It s unnecessary here to
go into the varous elabarations of the system of mterview which
have been devised 1n an attempt to make 1t an infallible method
of selection.  Paychiatnc teste and the ‘house party  system
are some of thess deviees Tbryclnnﬂt,hm btu:edin
the day to-day admi of service p

Nor are they reslly ncorsary -olonanmnn-lcvurep:dcd
Dot 2 sale but anly ane of the methods of selection.

Finally there is the method of sclection by written testw
Such tests do have therr usefulness but only ko restncted
spheres. Where the duties of s officer are comparstively
well-defined and capable of wmple testy, wmitten exammatoms
@n certamly help in the selection.  Such examinabons can test
(1) the abllity to perform certam gven tamsks e g, precs-
wntng, notng etc, (b) koowledge of facts and rula and
(c) mental alertness and ongmalty in thought. The last does
ndeed form the bame for ol responalhl
hnmrynauufmmmyctdﬂhedunmhmvdy’
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indicate enything more than the quality of bewc human matersl
avallzhle The bunc matenal bas to be tramed and moulding 18
oot enturcly predictable and no system of exammation can
vouch for the nnushed product.  Nevertheless, withao 1ts
Lmination wntten examipation do comutute a useful method
of selection

The problem of wselectng the selectos @ also an
important one Certain pnnaples 1n this respect can be sud
to have recerved general acceptance  The fint 13 that group
Jjudgment s preferable o mdiv dual yud The truth of this
principle 13 obvious  The wecond 1s that the group of selectors
hould as tar as posmble include persoms mdependent of and
ditached from the organisation or ofbce for which the kelectson
1 bemg made so that an objective view of comparative ment of
the candidates can bu talen. The group should also include
rrsons famibiar with the nature of work expected of the cands
dates selected so that the sscument of ment can be made on
the bams of job requrements.  Last of all, 1t need hardly be
ox ntioned that persons who on grounds of relatenship friend-
shrp or for other reasom, are likely to develop bas for or even
gatnst partcular candidates, should take no part m therr
schtion. Infact tnnot only ncoessary that selection should
b byctve but abo that 1t should be demonstrably so.  The
possibehity of buas, cven if ther 15 none m reality should be
regarded o sufficrent to exclude & selector  from the process
of sclection,

With all posmble p to ensure ob aaeny-
ment of roent remaira casentally a matter of subgective judg
ment not capable of bemg fully determmed by objective

lsticks  Relative of the same group of persons
madr.h-ym"“""" horities bath fy nmg under similar
conditions and sdopting the same metholls are Likely to differ
They are alw lkely to differ even when made by the same
sclector bat at two different points of tume. It would be
impeudent therefore to rely solely on what is regarded os merit
in the matter of selecion
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That does not mesn that selechion on ment should be
abandned, snd promotont made on the ngd formule of
senionity or kength of service. Length of service a3 representing
experience determmes to some extent the usefulness of & person
to the Btate. It is one of the factars which determines mant
itsel{ It also happens to be a factor amessable chyectrvely and
intelligible to everybody  Pramotion by seortty ia therefore
2 “mfe method which 18 likely to cause the least resentment,
It however provsdes no incentive for work of ment, nor does 1t
enrure that posts requinng iubatrve and imapmation of a high
order are 1o fact beld by persons having these gualiber. A ngpd
adherence to & sensonty formula would, therefore deprive the
taxpayer of the quality of service to which he 15 entrtled and m

afford to do without the services of the best avaable persoes.
It cannot remain content with mediocntres i purkmnce of a
wfe” system of promotion by semionty
A judicdous corbmation of semonty and merit with
emphasi on the latter n  therafore, what 0 requrad.  Inall
orjanimtions  employres can be divided broadly nto three
groups 1 (a) 2 gmall group of really outstanding persons  (b) o
sizable group of persons well below the sverage; and (c)a
comparatrvely large group of persons who are neltber outstan
ding not unfit, consisting of men and women of vatioss shades
of ability There 1# no difficulty m any ressonably sound wystem
of merit slection about locat ng persoats i groupe (2) 2ad (b)
Outstanding persons are Texdily recogrused s such and therr
achncement out of turm should carse no gencral rescentment
Persons well below average are also eanly recognizble and no
nts nead anse 1f tuen persons are superveded. Difficulty
urses moetly about the intemedste category e group (o)
which comptises the Lirgest number of employesy. Its
atsessing ther relstive ment that all the ingenuity o the
process of selection b requmed



The combiration of merit and semor ty m- the motter of
select;on for promotion can bert be expremed, 1n the formula
that such promotion should be made on the bems  ment with
due regard to seruonity A practreal application of this forreula,
which has 1 fact been adopted n certan casen wonld beas
{ollows

The finst requinite & 1o define the field of choice fram
which the selection 1 to be made This may be done by deter
mining the number to be commdered a» a multiple of the
pumber to be sedected  If for iowtance ten perzontar tobe
sclected for promotion  the selecting authority mav decrde to
corarder thurty  The exact multiple to be talen » of course a
matter to be decaded n each aase, The larger the multiple
however the greater mthe anphasm on ment and less on
semority  Altermtively the field for select on may be deaded
by prescr bing a senuonty dard. An le of
this 13 provided in tbe Indun  Admun trative Services (Promo-
tion) Regulatons, which restrct conmderstion of State Civil
Bervice officers, for promotion to the 1 AB. to thote who have
at Jeast cight years service in the former

Having deaded the field of chotce and this himated the
posnble range of superzession  the next step m to make the
actual selection on ment by ona of other of the processes refe-
red to eatlier or by s combmton of ane or more of them,
Such u process of sel would ly el those in
the field of choice who do Dot make the grade™ for which the
selection i being made.

Fimlly the persons who do  make the grade have to
be arrangud 20 23 1o qive the order 1n which appomtments to
the hugher grade can be made as vacancies arme. Here agam, jt
1 nccessary to blend ment wath seionty A procedure fe-
quently adopted is to arminge the names of those selected 1
the ordet of thay setionty  Lems wenior persans of outstandmg
mcmuthowcv:rphwdabwet}mnenmunddﬂmn;
act of selection and recopnition of supenor ment. Another
varutron of th method i to group the persans selected mio

’
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broad categories of ment with surtable dutmguishmg tithes,
¢ g Outstanding Very Good ‘Good Far etc.
Al'pamlnmegmu-p are phced ahove all others in the
next Jower group  but withm esch group, senranty prevaik,

The princip'es discussed and the procedure described above
represent the present trend of thought and prachice mthe
Government of Indm. They form for metance, the bams of
the promotion Regulations both for the Indan Admmustratrve
Barvice and the Indian Palice Service.  The procedure has alyo
been adopted for pramotons from grade to grade m the Central
Becretarfat Service and & 1 = under deration for
formally adoptmg the les of wel ed for all
wppointments to Belechon posts  Further expenence may
Jeed to refinement of the procedure sdopted of even to a redefinl
twm of the panoiples in some of therr details butit can well
be clumed that in their geperal application the procedure
outlined is perhaps a1 sound =8 could possbly be devised
from the pomt of view of efficzency of the Bervices and the
morale of the persoanel.




RECRUITMENT TO PUBLIC SERVICES IN INDIA
A Sty paper submitted 60 the bustitute of Publi Adwinirtration
Govermment of Indla

Broadly speaking s unrversty degree mn arts or the pure
sciences, u an essential qualibcanion for direct recr nat
only t th. admmustrative and the execatve Services m Indiz,
but alo to many of the sub-executrve sod higher denal
Services  Foo the lower dencal Services, the scademical qualt
fianion required s eather mtermednte m ars of Kaerce, or 2
matnculanon The cnticnm s levelled agunat the present
systern that 1t encourages far too muny persons to study for
unsversity degrees, resulting m overcrowding m the wuvernties
and fall in the standard of higher educatan  Purther that
unuveruty education 1 not eally required for the executve ot
cenical Services, and that u great deal of wastage of tume and
energy of young persons would be avorded if they were enabled
to enter such wervices at u lower educational level and thus
to acquire while they are sall young the knowledpe and
skul needed for work m the Service, The cnues ate 1n support
the recruitment  system m the United Kingdarn which 18 de
ngoed to hok reenuiment to defrute stages n the current
educationa] peocess  the admmutrative clam takes a share of
the best prod of the the clam  with
wome cxoeptons  draws tts recruits from the oxth focms of
the vecondary grammar schools  the dencal clas roostly from
the less bright products of the mme schools and the sub-
clencat cadres depend an the products of the modern end tech-
nreaf schools. The age of entry to each of the classes 13 aho
adnnted to the college and school leaving ager.

2. Theotherview m that with some modifications, 1
regard to the lower cadres, the present recruitment system
should contmue,  The reform of the  educational system, it 1
argoed, should be deterrmned by broad educational and socl
coonderations, and aought directly  and not through  aftermg
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recruitment qualificatioos. 8o long es the educxtional system
yields graduates m b list for meetng require-
ments of the executrve, sub-erecuttve and the higher derical
clames, 1t 18 in the interest of the public service that these
clasecs ahould continue to be manned by gradustes whoss
Intellectual traming snd atteinments snd grester maturity
cannot but prove useful to work mn the Service.  The fact that
a propaction of poats 10 the admmistrative and the executive
rervicea 13 filled by prumotion from the executrve and lower
Bervices respectively 1s urged as another reason for retainmg
adegree 23 an ewentin] qualification for recruitment to the
execrrtive and the higher clerical Bervices.

3 The real wrea of dmagreement 1 confined to the
executive sub-executive end the Ingher clencal Bervices, and
it may be commidered whether a degree abould remuin a
quafibcation for direct recruitment to all or any of these
Bervices.

4 There s yet another point of vtew  which while re
cogrusing that the hugher executive sud sdmunutrative Services
require matunty of outlook, mtellectval traming and back
ground of koowled ders that where appois to
those Services depends on the results of a written competitive
examination, & unrveruty degree  should not be inslsted wpon.
The intellechial end ofber qualties would, m rmany a cese, be
tested at the o s
unbveruty degree it hnrm:u‘l.m}yla&mvmvd.h:gm
the anfversrties.

S Drract | to the ad sod most of
the executive services is made—wnth few exceptions—on the
result of competitive exammations, the scheme of which is
bascd mamly on the Ideus that there shoald be—

(2) atestof inteflectual ability and schalastic attsin-
ments through & written exapunation 1n subjects of
the andidate s cheice  which might not have any
dmardevmcemnc:vﬂwrvamuwi(mm.j
papers)
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and perhaps moce decisive mportance  thin the written intelle
ctual tests. This 1s borne out by an analyswof the resultsof
the I A. 8. and the Allied Services examimtion held during the
years 1947 55 Roughly speaking, coe out of every five amdi
dates qualified at the written test, and was called for mterview
and of those called for interview  two 10 every three candidates
were disqualified Many of those drequalified had done extr
ordmanly well at the wntten exammation.

8 The questions that anse for consideration are

(i) Does the general scherme of competitton 1n Indu
require any modibication  and 1f w0 what ?

(i) Is the cooception of a personzlity test at which
candidates who do not give evidence of certun
persooal qualities at an interview  bwting 20 to 30
rnutes are disqualified 2 s0und one ?

9 Gnd n I and crvil, h ! or
electrical engmeenng are cigible for theIA.S examimation
but those 1n other branches of Fmot for

Iratance ch:m)u]mgineemﬂmmllurw are 1weligible
The argument ysally advanced 1 support of thets exclusions,
18 that the study of profesnonal and technical subjects does not
coeure the degree of general cuftural outlook, required 1nan
sdmmstrative officer and onually fond m grdustes m arty
ot the pure soences Agamat thu 1t pomted out that the
wcheme of the competitive exammation fa such that a candidate
whose interests are confined to profestioma] or technraal sub-
Jects, cannot possihly get through, as he will have to take some
optional papers in subjects outyide his professional and technical
specrality to do well m the compulsory papers, and to show
at the personality test, that be has some general interests, It
is further urged that if a degree course m commerce can be
regarded s provading hibenal education, and one likely to
develop a broad cultural outlook & course 1o engineering oc
technalogy ought not to be conndered to be devord of cultural
value or incapable of developmng a broad outlook. To the
argument that entry into the adm nistrative Services of persom
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with techniral and professional L would {ovolve
vnhgeufhlghlytmnedmnnpaver which is1n short supply
the anrwer grven 18 that not many such persons are likely to
succeed  that persons with techmical and  profestonal degrees
should pot be allowed to have s feeling that the door to the
hughest Civil Services i the country has been firmly closed
against them and that a small pumber of techmically qualified
persons commg nto the adminuwtrative setvice would bring
with them som ething of apecial value to those services. They
would not function e specialists  but they would w0 to spesk,
serve nn a wweful bridge between the specaliste and the
administratrve and political part of Government  Techmeal
problems, it s added, are bound t0 amume incremalng 1mpor
tance and that, while that s po remson to look for technical

connder techmcal knowledge o disquabification 1o an admims-
tratoc  The pownt to be comidersd 13 whether pemons with
techrucal and profesaronal degrees should with or without any
distinction be made eligible for the vardous execubve and
sdministrative services.

10 In our defence forces there 15 2 system of recrnting
cadets botween 14 16 of age who  after a trmmung of 4 years,
are commpemoned mto the Indan Army Navy or Air Foree,
The tramung s both ;. general and profesmonal subjects, the
object being the sttanment of the requmte educational
standard, and the acquintion, at the same time, of the mental
moral and phynical 1 ementlal to the and
continned development s an afficer It 13 sometimes sugpested
that a simular system should be adopted for recrustment to the

services  that m other words the State should
take charge of the educaton of its future adminntrators by
atching them young  Agunst this, it m urged that it would
not only create a fecling of exclusrveness among the admink
trative Services, and thereby widen the gulf between them and
the publie, but would alm deprrve the future adminutratons of
the benefits of o truly hbersl educatin which the universitrer




16

pronde partly through opportumties for clase contact between
students of cifferent duciplines, and withdiverse aums apin
tions and 1 A trammg acad b well equip-
ped and staffed 1t mught be would lack the academic and cul
tural atmosphere of @ university and would promote mtellectial
m-breeding, rather than & widsning of outlook and interests
It 18 further said that the virtual bes of prospects of entering
the sdmimustrative 3ervices would have a depressing effect on
univernty students, and increase the sense of frustration that
alteady exsts  The suggestion may be coaidered in terma
of s bikely effect on the serice =3 wrll 1y on univenity
edutation.

11 A certam proportion of the recrutment to the ad
m mstrative and the exective Setvices 3 by promotion from
krwet services Whale the proportion m the case of the od
munistrative Services 18 only about 25% it » uually higher in
the case of the executive Bervices 1n some Hates, 1n fact, there
w hardly any direct recruitment to the State Ciwil Service
One view 18 that there thould be more recrurtment by promo-
tron  ths would increase the ncentive for good work amongst
hugher cadres —tried and tested men—who had proved ther
worth funct orung 2 avil servanty Tt s also sometimes said
that wh 12 wequality of ed 1 or handscape
talented persom from the poorer cames 1n direct recruitment to
the hugher cadrea they are able to prove their real worth ones
they are in service and that more promobons are therefore
likely to “democratre  the higher cadres, without lowenng
thar eficiency On the other wide 1t is urged that work m
subordimte apacty gives to o ervil servant a restrreted out
ook snd approach, and thathe B urmlly not able to adapt
umuelf to the requirements of & higher service and to get their
due share of the cram of the urversities the bulk of the
recrutment to those Bervices mmust be direct for a talented
young person would not wish to enter the avil rervice ats
lower leve]
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12. It b been sugpented from time to tune that there
thould be soe over-sge latemal recntment to the gher
grades of the ad Bervices, regularly The object
of the recrurtment would be to bring into these Services persons
who had dutnguished themselyes in other walks of life—e. g
the academic or the industrisl—but who posesuog aptitude
for sdmunsstratyve functions, withed to change thewr profenton.
Such men, 1t m sud, would beng new 1deas and expenence
into the Bervice, and act &y 2 most weful lesven. The powts
usually orged against this suggestion are that it would be duffi-
cult for such persons to acqunre the outlook, and master the
(R} and htletl, of P]H.‘C E] 1. mdﬂt
o\mpna-ulnnmtmﬂdlnwm:dmcﬂa:t on the pro#-
pecty and therefore on the morale of the regular recruite
N '!n;‘dhrgeuﬂmmaotpﬁnﬁan:&kmymmiybe
of Jeadenbip xnd dimecton from  eendor officers. Itisnot
sufficient merely to have good methods and clesr instructioos.
As in many other sphares of activity the great problem i the
buman one end the greatest nced 1 to recruit snd train those
who are Likely to be the kaders of the futare.
—3IR HAROLD EMERSON
(. The Ministry of Works’)




RECRUITMENT TO THE INDIAN
ADMINISTRATIVE SERVICE
By
§ B BAPAT 1 C. 8
Principal 1.4.5 Trotning School (1949-35) Gort of Indla

In countries withas poliical orgerumatren of the federal
type tus usual for the Pederal Government sod the Govern
ments of the constitnent tmts to have separnte orgamised
wervices foc the admmustration of the subjects faling wathm
their respective spheres  In India aleo there are Central
Services to admunster the Central subjects such 13 Defence
Foreign Affurs Income Tax  Customs, Posts and  Telegraphs
etc. the officers of there services are exclusively in the employ
of the Central Government. The subjects hnng within the
ficld of State autonomy such a3 Land Revenve Agnculture
Forats Education Health and the Like are admunustered by
Sate Bervices whose afficers are exclusively in the employ of
the different State Governments  In addition, India also has
in the “All India S¢ctvices s form of persoanel organsatron
pethaps unparalleled except o Pakistan  namely  services
common to the Centre and the States—composed of officers
who are 1n the exclusive eroploy of nesther and may st eoy
ume be at the disposal of either One such 15 the Indmn
Ad we Bervice ly and ly referred
toasthe [AS

The control and mamgement of such a servicc 8 neces-
wrily a joint cooperative aflur - Th~ Senvice 13 arganumed in
the form of s« munber of LAS. cadres one for each Btate,
Inmalrrmntmemhmadcbydxc:nmwthzraulu of an

1 d by the Unron Public
Stmchommmmn The officers so recrusted are allotted to
the different State cadres. The strength of each cadre 13 o
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fixed as to include a reserve of officers who cun be deputed
for service under the Centre] Government for one or more
tenures  of three four or five years befare they retum again
to the State cadre This ensures thut the Central Government
bay at sts ditposal the services of officers with first hend know
ledge and cxpenence of couditians m the States, while the
States also bave officers who are familmr with the pol:ces and
programmes of the Central Government. The majponty of
indrvidual off cers bave an oppartunity of enpoying st least ane
«pell of duty under the Central Goverrment  meny bave more
than oo «uch apell

Anothﬂdxxﬁmﬁvefmmcuftbcm&htbatnnl
multt purpose scrvice d of
who are expected, from time o tune to bold posts .avalving
a wido vaniety of dutics and functions eg  ma ntepance of
liw and order collechon of revenue repulaton f trade,
conmerce or ndustry welfare activities i the fisld of cducs-
ton bealth, lahour and development and exteomon work in
agriculture and rural recoowtructron.

The method of recruitroent combines a writtcn exanma-
tion of 8 hugh standard ncluding & aswety of subjects of the
cand.date 3 own chorce, w th & sarching  persapality test by
an interview board in which the candidste must cerurately
atta na mummum standard. Thes ensures that the young men
recruited to the Sennice posscss oot anily & high level of mtefl
gence and academuc leanhung but slto an adequate measuro of
the qualities of personality and charscter such 23 duscernment,
clanty of thought axd expresnon, intellectual integnty self
confidence  sclf posscssion  braadth of outloak and ecnwe of
moral and socal values—quabibes whoeh mmust be locked for
1n persons holding responmbls sdminstrative pontions o any
dermocratie welfare State,




LEADERSHIP IN ADMINISTRATION
By
K N BUTAMI

The exstence of & large number of ccparate organued
“Services™ to deal with separate subjects bas bern one of the
panopl charsctenstres of the atructure wd  pattern of ad
montration m Indie Members of these Serv ces were recruted
at the lowest stages aod had 3 natuml cxpectabton in due
course to reach the highest rimgs 1a the Department  con
cerned provided they continued to performa thesr allotted  jobe
susfactonly with dve regard to the rules regulatiom and
prescnibed  procedurce There were oceac mal  nstances of
ndidual officers beng ectuated by a ral real for public
sernice or for sttameg copsciously thoughi-out and well under
stood public prale. A considerablc amount of esprit d corm
undoubtedly ex.sted but the mam forces motrvavng indivedual
cHarts conuated almost cotirely of @ demre ¢ occure the good
opubon of the supcrors thereby smoathung the path of ad ance-
ment and the f-ar of punitive consequences descending spon
iy duobedserce of #n order or departure {om the ruka and
procedures The Heads of Depurtments and seror officers
produced by such 2 system did & very good pb of leepng
the machine runming and crsuring that rukes and procedures
were firmly followed  But it s hardly poss.ble for any onc to
nay that they had any need or inchmatton to excresse lea tenhip
1n the real sezse of the word. Such a stat of affaioy scrved
adrurably the sp=cal needs of the rtatic low and ocder state o
st then exeted.

With the reent npid expansion  of governmental
functians 1o gencral gad of the public sector of mdustrinl and
commercial actvities m particolar  the system of sepanate
orpanwed services ls gradually brealing up but the old
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mnmeufmd;: strct observance of rukes and regulatioos as
2 means of enguring  performunce and mitcgrty stll perests,
I the absence of the old cohemve foree, the emphacs
~comphance with rules and regulaticns produces caly an out
ward cooformty without instilling m the public servaam o
demire to 1mprove mdividual performance The roles bave
helped to regulate the conduct but they have faded to promote
crystathsation of attitudes amd peospectives 30 essential to the
coatribution of the best human endesvour matead they have
resulted 10 erampmg 1ndrvidial sitiative and ability

But bowever perfect be the eystem of sdmiustraton
persnel performance amnot 1n the changed orcumstances
todsy rest sone on the efficacy of controlled mechenrems baged
mth:mptoftm:ty of command, 1t 18 equally exsentsal

h them lyy leadeship capable of providog a
mﬁmmwzﬁibmthnuf mere mfety of materl
retomn,

The role of keadenship 1n barghtenk: dividwal perfor
mmnee has been well understood m the Army for a long time.
‘While scorptance of sutbordty 2 incoramiy  'olled into tbe
Jawaos they come to cerpt 1t willngly because authonty
there 1 mvariably coupled with attbutes of personal leader
#hup At no tune 18 this more patent thm dunng sl
combat when the best 18 wrung out of the pwam by a3 dn-
play of qualiics such #s valour coursge and in incomitable
will to wim, by the kader and not bv the mere impeaitron of
way formal guthonty from sbove  The Ley-oote of personne!
admmastratron in the Atmy 13 that peopl. are not just ordered
but mapired and “developed  to obey They thos develops
seroe of posltive ech and act: dedness which ere
mgh.rmg}y;b.mtindvﬂadmmhm}m The expenence of

Armyuam{ma!-othcmvdfor L}znl:mdaumcm of the

d and e
phmntbyn[nﬂtmmdbold humanised approsch ro that
e acceptance of authonity becomes a oluntary duerplme
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snd pot an rkeome amposston. The new approach should
um et dewclopng  the persooncl rather than tresting them s
nero o3 in the admnuirshive machme

Wao e today in the midst of the smmenccly cxmibing
expenment of national development tod thus m po b grave
autate of emergeocy than the one created by war Greater
therefore 1 the need for kaders 1 admimuntrotion to haress
the vast etores of human energy for purpeeca of develorment.
Adm o strat ve  leoderahip sssumes a unQue wgn ficasee an
wview of the mmportance attached i our democrane Republe
to puhl ¢ coopuration knd patt ¢ pataon o the smplementatoa
of proqramimex of national developmint

m

Leadesbup m admnatr tor  transhited into pracheal
realittes mpl arthat b de moust hav gming wnd witday
n them to be able 1o tap the 15 menee poteotalines of husen
endeavour for creat ¢t iy By duh enthus amm and west
forwck th y thould be bl to mfect the ontire tesm they
corrmnond wath @ proncerer pint of endevenr and  tewarda
feats of adm n strat ve achcvement

The st eentel equst o deadership noadmnse
taton s the qualth ¢ nmrc m men asense of prde &
o of accompl hment sed 2wt tfacton of hav ng och eved
wmethae 1 the perforranee of ther dady duter The
uncravaws oenputation of tas by clerk  the indefatigmble potng
on files by maslnia the cont rucun contecton of muxtures
byermpru v oadbe ¢ noltrrat chpctve for beyood the
gumed te ken  { the performer It @ik upon the leader to
ktibe .o~ khrdib rule percolate down to the humblent
operat s e sn that the em renrert necersary for the meoleat en
ofagen. o ajcty ceated

Towin thr ko Ity and devot oo of b staff  the leeder
et p sreo o b gh devres of ntegnty  ebectivity perscrver
e and dymarmsm, a3 abo abuity in s fiekd of wod, He
wmust also dapliy as understandsoy of the human mture and
wroup roactions, @ warm hearted spprosch to the perrooad



23

problems of hn men end a fraternel but stnct attrtude m
dealng with administrative delmnquencies.  Above all, he
should be able to shift the focu of atwention of hre employees
from getting sloog with wock  to pomtive achievernent and
texm work and thoe release ther mnermost urges for better
performance which are now bottled up oo account of the fear
peychoss engendered by lifelems Ixmexucratic methods of
adminustration.

Instances of the important role played by lesdenship m
admmistratwn arc not lcking Very often we fmd muracles of
sdmmistrative achievements performed by uuts workmng far
beyoad their normal capecities just becawse thar leader has
succeeded m mfupng m them @ bamony & oncness of mund,
20 emential to team work. Thus mtegnton takes place, not by
the formal authority of the bos but by the catalytic atin
butes of his leadershup Such sttitudes an hardly be tmapired
by regulation perfects who vﬂhl slavish concern for the
rtual of t bare on remote and
otular’ control and glonfy the mmportance of pieces of paper

gndml atrophy of talent and initative at lower leveh of ad-
ministration,
v

How then are we to set about creating leaders mad-
ministration Leadership 1 not a mere fuson of certan specal
attributes, though 1t does m:py the pu-awu u{qunlnm
ke far-sight. Vitahty und
ability and Integerty  Above all thcrl:mmbclhcvﬂ.l to lead
which comes only by the development of the above qmlities
in conditions  conducive to their growth.

The development of the latent attributes of leadenship
though pomible dunng the training peniod. i pot wholly
eflective since decnvences and dath, which are 50 emental to
kadership can only be acquired by thewr actnl exerene under-
real conditoms. It w, therefore, desinble that suiable

rs
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tunties should be provided within the ad rve hierarch
for the development of leadentup Men of special ment ahould
be choeen st & young ape and provided with exceptiooal
opportomities to develop their talenis o that sdmmustratve
ladenhip of lugh calibre md suficent strength 1 avarkable
to the country in the pexr future. It 1s cxsential to develop
leaders not only »t the topmost echelon of admimstrative
hrerarchy but alo at the middle spd Jower levels, in factm
every office where things have got to get gomg It monly then
that the whole sdministration would be wpured by 2 pew
sere of purpose and prared to 2 hugher Jevel of activity

The above plea far the development of leadership in
adminstration i m no way an advoaation of a new hybnd
form of the much debunked  ‘personality cult  Far from 1it,
1t 18 the advoation of the development of certun executive
attributes and perspectives on the part of the many who have
becnmmm:dmlhdxudmmku{;dmmku:mnml
! country / denhip would bft the
thnkmg and vision of the rank and file of cvil servants abave
pedestrn levels. Dyname leadership has taken the country
through politcal revolution, what = now wanted 1 zn el
pervanve admimistrative leadenship to emable the state 10
undertake mkccenfully the mamfold tasks for developing the
mtona] econotry whening m & socsalist pattern of sooscty




THE PERSONALITY OF AN ADMINISTRATOR
By

C. RAJAGOPALACHAR!

Vallabhbhai Patel waa ¢ grest man. He worked for the
delverance of Indu from foregn rule and he lved to see 1t
fully achieved  In the work of reconstruction which followed
he 52w to the mtegration of all the States m the Induan Union,
About forty yesrs ago Vallbhbhai Patel gave up the legal
prafersion when the Motherand winted anc of his type for
the mgatic struggle for liberation.  But, alw before Indiz
could well get on wathout hum, death smatched hun from .
It was said of Augmtus that 1t would have been better for
Rome 1f Augustus had never boen bom or bad pever died.
Thus ean be sard with great truth about Indua and Vallabhhbay
Patel

It w pot intended that this article should deal wath
Sardar Vallabhbbai Patel s Lfe But what 1 ahall talk about
today viz. the efficient adminustration of our country waza
wubgect uppermost m his anx.os mund when  death was relen-
tlemly approaciung him.

If one wrote & book an sny subyect 1t would be s grave
defect if anything important and relevant to the subject were
omitted. \When wnting & book one must be careful abo about
the amount of emphamcs that 13 lud on each mspect thatis
dealt with. The renders mund should beleft wath o bus
but hed with well balanced thoughts, Ina tlk of ths
kind ooe pecd pot be s0 careful and lapees wall be excused.
Often it bappers that when we exhaustiely deal with any
matter putang sl the pros snd coms jomtly werghing and
alinaing thmge  one apainst another in a careful and peoper
way we shall have done yostly and well but wekave no
revulting positrve effect behmd, This is the evil of oo much
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of balance. We gre mic but ttle <! In fact
we create plenty of doubt snd Gution wnd o momentum for
mtatrve

‘We bave tumed the Britah out md we bave twld ol
the people of the hind that st 1s good for them that they now
govern themselves  But after-thought lesds one to woroe
doubts.  Our hopes can be reabised only fand to the extent,
that the adminstrative et up v stufactory

I ayone nvestsgated into the question wiat most people
m Ind ¢ dewre 1 eands Government—de they want  deme-
cracy do they wont a Federal or a Unitary Government do they
want the American type of democracy or the Bntnh and woon ?
I guess we shall sec that the people want hooest effictent
prompt just and sympatbetic afficers, and they do ot amd the
farm of Government The Constutution e been settied on the
b of democracy unsversad adult suffrsge bemg the founda
tion thereof  The selevton of sepresentatoves who wall wield
supreme power i leg fation a8 well 21 (0 amending the Con
stitution stself, 13 junt left w0 the people every indviduala
yudgment werrhing lheumcncvtryntbru No quahfications
ate Thed for did: my one muy be
e!bct:d. &mﬂhmnhhﬁtwnnp}z\mdﬁ&yxm\h: usrversad
portal wvstern where d stanees don t count sn xnom will curry
your post-card to the neghbounng village a3 well a3 to distant
Caleuttz or Cape Comonin, the d stances and d flerences bet
ween men and men are gnoted 3o far sy the power to edect
scpvsentatnves i concerned.  That o settled and final affaie
mottob distsbed t1 enother Phito or Manu s bomn. What
Ilh:zﬂd:u:uss about 18 the type of mwn reguired for the
Y of dously g ares and beg
popalation such as India 15 or even s mingle State kke Botntmy
or Uttar Pradesh or Beogal 13 or even the reduced umts down
South. In the gelection of persannel to il official posts be it
sudicial of exeoutve the princple of unversal equality fs net
enfarerd and qualifntions do count.
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The people expect a rise in the generl standard of
camfort and this too not for anc chsk at the expense of other
but among all classes genenally urban ay well a3 ruml. Apert
from techn.cal advances leading to incressed average national
income which will go towards bringing about & e 1n the
peoerul standard of Lving, the importance of an efficrent ad
m.rstTehve oTganation 18 very great. No people can boe happy
wath an incficlent government or wath a government that 1
not frmn and umpertial. The peychology of the caste oexm
and of clurs differences 1» strong 1 India. Al the greater s
the need for firm end umpartal afficials, and the commen people
know thm

For anv admnistration to be good and efficient 28 2 whole
wvewmt the nght type of men The quality of the men
pliccd n position 15 mare 1mportant than the lay ng down of
tules and mrthods of opention The coste corsCowmmes 3 a
hard rrabty It un.tes and divides 1 & very real manner today
whatever be our gl And today 1t s mest Importantin
matters of admimstrabon. Short-ughted favountsm and
concorrcms to prodoce  condtentreent omong clocs and cates
will b+ very short ived and detrrorte 1nto @ copatant
pendening to intngues and factions  fwe do rot look 1o the
real efficreney of the adminutration.

Svernl cautes have combmed 1o rare the kevel of
comfort that 12 ermed at i our country among all climes now
Although nceds have pope up  the matronal income has not
materially increame?’ n that proportion. Hence the mental
conditlon of our people after the achievement of complete
Independence 1 not one that can be described ot all ox bappy
Thsiueso arecally in the case of thoe who bave receved
school or colleg. education of eny kind

Relir op Is theolutely emental to  drrve xway the fog that
surrounds the truth m regard to what we really requre. Jtis
not ks important than the deviame of waya to increase nationa!
productien m afl drections. The spread of 2 senee of true
values and the devilopment of adequoate gmntual mm-mh}u
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facing the struggles that are cver sovol ed in life can be aone
only through educotion orgamsed o nght hoes.  Agert from
rehmon an | sound education of nteli~ct as acll & choracter
good sdrmun sfration very mportant  {tis umportant in el
countr v bt 10 our country it 18 mst mmportant An cfbrrent
end jat cdmoert . can wake up foc 2 great deal of
unheppers and frurtration m other respects.

For the odm nutratian to be dficent we requ e the
tight sart of men to be 1 pomtion of power and respannibhity
Whatever may ke bef eved or «1d 1n the pesyon or thaught
lescncss of th bour that often passes for democratic thought
there men must come from our acgen red  higher edumbional
inctitutors Splend d  eweptions  meteor  Lke  sometumes
appea Lenderr and arganeery w th Herculean strength come
upnow and thm without sny or w th but hittle scademuc
education  But thae are exceptioos  The general rule 15 that
the men we cequire for runnmg the admunsstration mnt come
from our higher cducabonsl imstitutions. They cinnot be
gt at elsewhere  The type of equnpment and mental make-
up that we requure for good sdouamtrators must therefore.
belept nond m the of higher ed for
these cannot be obtamed for them elrewhere or later after
recry tment

What are the cequirements we should demand 1n 2 good
admunustratron 7 Chayacter 35 2 fundamental requ.rement.
And s fund, 1 m most mp We cannot
Mfmchmcnahtakzmnftbmchn

But though cheracter w2 basic requirement, it ahauld
be remembered that it i not the decusve factor that makes &
pervon specislly fit for admmstatve tusks A very good
men may not be fit ot al] for beng entrusted with adounuatrative
responadbality 10 the cwil bunpes of the State even mis
obvionly the cae 1n the conduct of & multtary operaton. It
would be otsy but pethaps dangerous to give examples of
Jnown men who farled though they are persons of undoubted
good chatecter
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After this bzs been wld and sdmitted we areapt
think that soond techmical equpment 13 the detimve factor
1n exch department of the public servi e. But 1tis not 5o,
The wpecial equipment reparred for vanous jobs are no doubt

Bat experts cannot govern nor can they be
safely allowed to govem mergh they may wmh and of
permitted to able to & ve key

requirement.  To give only one example  the man respomible
for the fine and rapid development of the Electnaty System
of the Madras State wes not an elecinean  and an electncal
togmeer could not bave done it

What is eseental at the topis the capaaity to judge
upon relevant sdvice amd to deede promptly ood nghtly
n exwcutive matters  Jud.cal offices are not the only
phers where the caucity to judge 13 essental. To decide m
matters executive quickly und correctly 1 a it of the gods
And 1t {s this that makes o good sdmuinistrator  In small ag
well m great affaire he proves to be a pood sdmmustiator who
o this talent for nght  judgment and quick decwon. It may
be that this cery triining aan develop this quality ButIam
indlined to think that 1t w2 congerutal quality end all that
weeaan do B8 to find 1t ont where t custs and mekes we
ofit,

‘Those who 2re 1n the cmploy of Government 1n vanous
cpacities In the coocerned branch and the people who are
affected by the course of admmnutration must know and frel
that m matters of policy s well & in dulv admnistration
they can get clear end bunding decir'ons without debay ot pro-
crastrmation  end  that there wall be o memngabouwt o
medification  and  counter-orders remlling and reviaing and
mod:fying decislons once reached.

Spcedydcddmdoam!mem hasty dcd.ncm, declon
without the !
ahould have the apaaty wobuhth:butuulofhhcrpcn
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facing the struggles that are ever mobved i bife can be cone
oolv through cducation organused oo nght hnes  Apat from
srelimon and & und cdueation of intellect a3 well as charseter
good sdmun ot aon  very wmportant Its mpertant oosit
count e but n our Lountry it 15 moet smportant.  An cfficent
and just rdmnsr ton on mole wp for 3 grest dval of
unhepp nes and fructration m other respects

For the adm nstration 1o be efficont we requr the
nght sort of oxn fo be m position of power and rapannbrbty
Whatever reay be bel eved or sud m the re.s.on or thought
levoncss of th hour that often passes for democrutic thought
thete men must come fraem our organ red hugher  educational
mat tutions. Splend d exceptions  meteor lke somctimcs
appeat  Leadsr and organsers w th Hercuean st ength comne
up now and then w thout any or wth but 11l academsc
education  But thew sre exceptions The general rule s that
the men we requite for runreng the sdrunistration rmnt come
from our hgher cducttionsl smsttutions They cammot be
got at elcwhere The type of equpment and mental make-
up that we require for good admunustrators must therefore
be bept 0 orond inthe of highe ed for
these connot be obtaeed for them ebewhere of Jater after
Tecru. tment,

What are the requuementa we abould demand mos good
sdmnutration 7 C}mctetnafundmnmtﬂ requ.rerncent.
And 2 fy 13 ot 1op We ot
let fimdamentals take care of themaclves,

But though cheracter wa busic requitement, st should
be 1emembered that 1t not the deciarve factor that makes s
person apecially fit for admimgtrative taks A very good
man may oot be fit ot all for being entroated with admmustratve
respontibnlity 10 the avil buuness of the State even mu
cbvioudly the caee in the condwct of & military operatwon. It
would be eaty but perbape cingerous to give examples of
Inown men who fuled though they sre permons of mndoulred
good charwcter
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bcfm:thu,btalneﬂnpmbkmlhndnhmthulvuydd
problem.

What I have said applies not only to minsters and ad-
mpistrators m government, but to sdmmmntrators m all big non-
ofical arpamisations  be ft of mdurtry ac dutribution of trans-
port or other service. The days of big business may be thooght
tobe over on sccount of the Congress resolution ss to the
pattern of a cocety that Congress wants to baild up.  Butin
reality itisnot the case Brg orgmmatiom are stifl wanted
md will contimue  High taxation end low net profits are no
doubt deterrent elements for private enterprise  But though
peofits do not any lbnger accrue an the war perod scale and
though taxation is growing heavier and hesvwr with each
budpet, big boxmnens has ity attrachions still. As Jong s talent
exuts there is a vocational call for big bomness m which men
cannot @y my profit or no profit taxabion of no tamation.  Big
bosinen in thet seoee haa en undylng future  Human mature
ey o mysterios quality for ft Self mterest and profits sttoect.
But man is led by 3 master wathin, who w all powerful and
cares pot for aloulations. Big men will continue doing tag things
because they cannot help it. Good sdminstration Is & common
p—ublgmfo‘rpnvntmrcrprmu'cﬂnfofdtnlﬁnﬁhk_

To the fund of ch I madea

brief reference bu!d.;dnatdweﬂupcmitbcamenmmbe
presumed. Ttotruess Isud that talane o by no means
encugh.  But wathout it, let it be remembered, nothing else wnll
avail It s bike daylight which we zre apt to forget on account
of its very tmportance  Character 1 a8 tmportant for admnis-
tratons at every bevel, from the Chief Secretary down to the last
gnd:mvml.nwnhgb:hwmyﬁrmnfhfe.




CURRENT STATUS AND FPROBLEMS INVOLVED
IN INTERVIEWS
By
DX I L KRANNA

Probably the first written record of an mterview if inter
peeted tbenlly win m Godt quationng Adam od Eve
relatove to their entmg the forndden frut m the garden of
Eden. God s purpose wan to determune whetber ot not they
were quslified to continue bv ng m paradise  Bince then meer
views of one kind or another hawe been gomng on for vanow
purposts.,

In 1ty exsentialy an wnterview & face to face meetiog,
mvolving both verbal end non-verbal interaction.  Its operation
u awected o a defiute purpost other than the satadfaction of
the meeting rteelf. An imterview 13 8 stuaton i which be
baviour w wampled.

Such a broad definibon suggests the exsstence of seversl
types of mterviews. Severs! claamfications ars pomaible accord
mg to the topre of the mterview purpose of the intetview
prefessnon traning of the interviewes  or techmuques wed i
mierview  The clasmficaton also depends upon the directwon
md purpose of ducuaon.

lm'ﬁucftbedwbﬁulwnnﬁﬁt ml:tyofdaemm'vw
it m» being y used for samphng b m vanow
sstustioos snd formhnq mformation of vanom knds.

Bome of the maun uses of wterview are boefly described
below
1, Use of Interrlew b Selection

A The Dwmplayreent Interview  The purpose of the
employment mtrtview 1 to determune an applcants mut
abelity for & aptofic yob. It 1w & busmess cootect. The
smportanee of the mtetview 1 equal to ity frequency
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B The Siress Interview  Thm is & loglaal outgrowth
times m which we hve, Its theory is applied almost
to the prepantion of soldwrs for battles by which
made to crawl tunder & cross fire of Live ammumition.
can you tell how o soldier will perfarm m combat unless
18 tested mn somewhat simlisr conditions beforeband ?

Accordmg to G L. Freeman (16) the ratooale behind o
stress interview 13 —

(2) The prrmary purpose of the mterview should be the
apprunl of & candidate s ability to oe hus perticular
knowiedpe and expenence m a soclal mtuston, It
should partake of the nature of a tral act.

{b) The mterview should bz patterned & o3 to exhibst
behavioar relevant to the demands of » parhculsr
b and evalmabons based thereon should have
regard for the athtude charactenstic of supervisors
of the job.

{c) Since such aspects of woeal efectiveness = sabnlity
and posse are best evidenced durmg etrese, & part of
mterview should conatitute in ministure o strem
sitoation.

C The Growp Interview There wre at keast three

fondy ~—

(1) One interviewer and scveral mterviewees

(b) Scvenu! interviewers and several interviewees

{c) Several intervicwers and one interviewee.

The sccond and third procedures are extenmively bemg
wied for selecton purposes these days The first i notso
popular as it becomen rather difficult for & magle mterviewer
to observe all intervicwres,

The second type 1 generally alled upon the group
interview test. The candidates wre mven a aarefully chosen
subect to drecuss among themelves. The interviewens erther
nut amoag them 23 ailent spectators o are hidden behind a
ooe Way screen to observe them, Each candidate » rated onw
number of traits and characteristics on the basis of his per
formance 1n the group duscusdon

|

£
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Harold Fields (15) reports the following sdvantages of &
gIOUP nterview

T It belpe to spprawse pertonality tralts more effectively
then 13 poscible in the sl mdrvidal test.

2 The group interview releamex the candidate from
teomons that sre frequent concoomtants of tests.

3 The group test lends stself to sppraemng esch cands
date sguunst the other  metesd of beng judged on mohted
performance

The thurd type v often called the board mterview These
days many days selections for executive ol sre made o the
banis of this method. In thus case 2 angle candidate s Inter
viewed by a number of persons.  This techmque w alwo
larpely employed by cany uvernties o cooduct what ate
alled oral exarunations.

XL Use of Interview in = Clinks? Gestieg

In the cloucal settung an nterview 13 2 face to fice
oovernten between chmasn and the patent both of wham
sre attemptmg to arrve at soms tesolutsons of the hatters
diffnlties. It can be considered under two beadings —

(8) The Diogmeutic Imterriew  The primary smm of sch

an mterview w to belp the clmcian to understang
the patwnt. Dugnostic mterviews Tinge 1n fexbihity
from free amocutive semons of the peychoanalyn
to the ngndly spphed prychometnat test,

No dugoostic interview 1 either entirely standardised or
entirely free  The form used vanes 10 degrens, dependmg
upan crcumstances, the tammg experence and personality
of the mterviewer and the purpose of the interview A
diagnostic interview is alwvays plinned before the appesrance
of the mterviewes, szhmm{mmwmm not
the tictis may be planed 1 sdvance. Taction mesn that
which u actually sud aod doce. The micrviewmg process
may be supplesoented by all aspects of the class study dig.
nostc tet sooces teferral potes teporty of the medical coo
suitnn etc.
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(b) The Therapaaic Interview  Th s vanes with the kind
of therapy used but the central pupose &t o
change the behaviour of the patent wnally by
makmg him srrive st 00 understandmg of humeelf
mterview 1 abo & Jund of therspeutic
wterview Williammson (45) defmes thu s

‘a relationabip between two people 1o which one persom
accepts the respoosibility for definng the nature of that
relationahip and its process with the expectation that the other
person will be bappier i the beg nm”™

Thete 18 no substtute for the chmal wmterview No
one has yet found u superior way to obtain dagnostic mforma
tion 80 long as the mterview 13 handled competently and over
2 Jong enough period.

TL Use of leterview In Poblle Opialon and Social Research

Interviews are beng wed extenmvely for measumnng
attitudes and oprsons by many polling agencres. Operation
of these {3 too well known to need specific elaboration bere
Thesir operations rangs from meounng the athitudes towards
bair cils to presdency of Amenca.

Interviews bave also been exteomvely uweed m socal
sarveys ey Kimaey 8 (47) work on the sexml behaviour of
homosapeens and Murphy s (46) warck on social tennoos 1 e
in topcs which are difficult to study by other means.

It may be ponted out bere that no interview may be
fitted exactly mto any one of these categonies. Every thera-
peutic intetview iovolves coostant mting and snalyais (8 m
employment interview) and every dugomuc interview requires

L ing of Lty ch

Problems bn Interviewing

Interviews bave been recorded and olwerved but not
with tha purpose of texting hypothens end making  meamuingful
mespurements,

The mest impoctant reason for the neglect of the mter
view ity 2 No an ph the

L d of the L iew It ja dypamig, oot
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Smee the um of science 1 prediction and  control of
behaviour 1t stands to reason that if an interview 1 to be of eny
scuentific utility 1t must be valid and relgble It 13 interesting
to note that in the dinical fiela il recently no senous effort
was made to make interviews valid and relable  Some of the
studses that are of intereat are mentioned below —

Kelly and Fuk (21) m thes atudy conducted in 1951 1o
Annarbor Michigen planned nterv ews to predict performance
1n clmical psycholegy The man condumon s Neither of
these mterviews ppear to have made an emential contnbution
to the essessment process

Porter (28) developed & scale for differentisting interview
methoch and demanstrated that such rystematec charactern
tiop of interview methods can be made with an acceptable
degree of relubility

Seryder (36) provided au ympoctant part of the prototype

In recent years Thome (40) bas become an impartant
contributor to the development of interview techmiques. He
has provided 1 cnitica] amalyss of the non-directrve trend of
thooght. In addition be bas contributed & mumber of system-
atie g% of speaific Ning techn

Andrews (2) apocated with Tl:nnnx hu worked outa
rationale for different types of reassurence with apecific fllus-
trations of bow snd why they might be used.

One does not come across very many stadies on validity
and relability of interviews 1n the field of mocaal research,

In the mdustriel field (ind sometmes 1n socl) it has
been found that interviews become more reliabje and valid 1f a
patterned o guided interview 13 wsed,

Thus technique 1o sleo sametunes called the standardived
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Ib,mmﬂwmumd (18) bave devised o
interviewes ¢ o uct a standurdised nteeyi,
rcpcnlmmlltlmbehecnthe vanout scores of ¥ They
ming the dugnostic mterviewsr s gusde s 71 and thye
¢d 0dd even rehsbility of the erre score a2, oarect.
Harry W Danieht and Jay L Ot
vigws m ocder mmdythmm-mmnm
found that ~— T2, They
() It is possble to devise a mmall number
\mto which the remark made by the o criegone,
spphicant may be clinfied md &L:'%nﬂ
validation of the misrview by

() It 1 possble t0 compare mterviews
interviewern. by &y
() lnterviewer 1 able 1o find out wi
sane mustekes. L‘hln:&

) mmkmmmwhm
inteTview to & greater extest than does the of the
womdmmumw
vwews and then analysed them. He alio found 1y bty
useful in telling the woterviewer where he had Tethoy
takes 1n interviswing CTitted 1y,
Scch studies snd others of similar
use of a patterned mterview mmt’p;h:.mﬁliﬂ,
validity of the mterview data. Iniyawmdaﬁ:w:qu
“The Termen Binet tellpevoe teat 5
wwwmmmmh:ﬂ,
arefully standardmed and evalosted  When by
have been able to develop Interviews in the gy
m:niummanmtbnmchmhhth us the Blnet
intervicwing will play a valuable past la control sin lmi ty

Mlbtqmdmlwbeuhdb‘ylhemump%
zhn‘ehud.nnzefth;ttbcm&mcvnﬂ becotne a M

procedure.
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Without rapport both dugnostic and  therapeutrc effoct will be
relatrvely unsucceasful for neitber truthful nor complete data
can be obtained from the patieat who dows not have conhdence
and trust in the chean. Rapport s a relauenship which
must be dand 1ta bt does not g

its conbnuance

If all the suggestions described later under the headmg
trammg of the interviewer are followed, they will helpm

blshing £ frapport, although it must be pomted out that
there are oo pucea rules of the thumb that can be followed 1n
esnblubing & rapport.

Phymoal setting bas a very umportant nfluenes on the
establishment of rapport.  Interview should be carned out 1n
Pleasant surroundmgs and interview should be well lighted and
venulated. Every mterview should be carned out in pnivacy
No onoe likes to wart beyond s ressonable Jength of time. It
n, therefore  eswntal that o whedule of appomtments be
made out so thet such wartmg ¢ kept at a mmmum,

7T Trolning of the Interviewer There has been no
wugruboant study 0 far to evaluste the charactermtics of a good
mterviewer  But ouny wntent have made suggestions s v
what an interviewer should do or abould not do end how be
abould pot.

Dale W Purcell (27) sap» that An interviewer should
be & prychoanalyst to the degree of knowmng at the moment
whether the interviewee m npervour, fnghtened or dustracted
1n any otbher way thus caumng the nterview to be duffcult,

Newman, Bobiat and Cameron (26)ay that an mterviewer
should be well tramed 10 —

(n) interpretations of test data
®) wﬂmtmofb:dcarmmdmdpamlhl@ryﬁ:mr
(¢) evaluation  of & wd pey-

chooeuntic trends.

Bungham and Moore (5) Tiffin 35) Ebromy and Reged
(30) and Penalaoe (13) menton certain points that sbould be
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bome in miod before the Interviewer starts the interview
These suggestions are summansed and grven m the Appendix,
Some wniters have suggested that interviews be ether
wholly or partrally doscarded.
Relly und Fuks (21) findings have slready been

Runquist (31) contends that an interview should concern
wrth something that cannot be messured better by some other
way and comes to the conclusion that mterviews should mea
sure anly & process of socul interacton and nothing elhe.

But 1t s worth while to note Alec Rodger » (1) remarky
thout such an athtode —

Now to those who from their 1vory towers campign
with fconochstic fervor agunst the intesview and urge upon
us the great ment of objective tests this may seem to be 4
hetven sent remark (m&m.nzcoKlﬂymanklmdm)_
Let s they may ssy drop thw interview noocterse withoyt
more delay and get down to woek, The jmplications of Relly
and Fisk § moportant mvestigation are very clear and the con.
clunon to be drawn 13 1nescapable.

‘The mterview uenmhdfwrmkhgmequ
tlormurre entnies for giving informaton  for matching upply
1od demand for improving monle very often becan i fy
vested mterest, The intervicw has the tremendous
of 1ol speed and flexibil It talex mto
tion & much wider range of factors than can be readly ey
(though most of these are uelerant and most of these Lighle
muinterpretation) ©

to Edith or Mercer (12) “A strong ferlmy
penstaty that an indsvidual is yudged most falrly if be pre
bimaelf for an interview It may often be Utwiso 10 oyerjy
thus strong and if not necermrily well founded belief. "

No matter how impresuive the battery nfhh'-h:n.,,
mo&m&stmhnﬁmm}yhl&l%
Fint  fttmg test results together 10 & Unifed pengeqpy,

figuration and second, corrip n the ovenll
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In the light of the above discusion the current status
of interview can be summarised as under —

1 A great daal of confunon oxsts a3 to what can and
cannot be done by the mterview

2. Research on interview 15 needed

3 Interview remains popular despite its Questonable
rehalnbty  host probably interview will not be abandaned
becase of the curranity to sce “the man m flesh

4 The valid ty and relability of the mterview may be
hughly speafic both to the utuation and the mteriewer No
voverrally accepted or fixed correlations can be takenas a
cnterion for deading that  the interview  §s very  useful
or entirely worthkess.

5 An interview regadless of its lenpth and purpose
should be conducted i & standardused fashion as far g possible.
Thu prevents aimless bl lengthy dig and the
pomibil ties of omitting mmportant areas.

6 The mterviewet must be skilled in eliertmy full and
complete information from the interviewee in observing migmt
fiant behrviows and in synthemsing all of the information
developed dunng the interview wath that svailable from other
wources 1o a val d predictson

APPENDIX

1 Know the job analyns of the positons for which yo=
interview appl cants

2. Deterve snd gain the mtcrviewee s confidence.

3 Have a geoeral plan for your questions, but exceuic
the plan with greater formality than 18 common m busioe®
onverRbon.

4 Beat easc and try to overcome any diffidence on the
part of the xpplicant.

S Br fnendly and interested in the interview

6. The mtermewer should appear unhumed €ve?
though many people are waiting to see him.

7 The mterviever should socept whatever besitent &9
balting atitudes end 1deas the client puts forth =nd
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bome in mund before the mterviewer starty the
These suggestioos are surnmarised mdm“\th.imr'!
Sorme wmiters have suggested that in
wholly o partalty dicarded. eTibe ety
and
Relly and Fuks (2)) fodiop have aleady bee
Renquist (31) cantends that an interview thould
w1th samething that cannot hmmb’m?:
way and comes to the conclustoa that interviewy should
mmlynrﬂcccnufmﬂlummcﬂmundm&m
BinlthwrnhwhdammAla;Rndm'(l)
about such an attitude — Ty
Now to those who from thelr ivocy towers
with iconoclastic fervor sgainst the mterview and “?:N“
us the grest ment of obyective tests tm.m,mh":n
beaven sent remark (refernng to Kefly sod Fiak 2 cong 3
Let us they ouy my drop thas ‘“""""mmmm);
mare delay and get down to work,  The impheations of Ketfy
end Fisk s moportant mvertigation wre very clear and the
chmron to be drawn 1 escapable. Con-

- The mterveew :lzumm!fmdﬁcdungghm

minnterpretaton} an A

According to Edith or Mereer “A stroog feery
punmthn-nmd}wdmllimét':nf:“bf‘”*"f:m
bunaelf for an mterview Ity uene 1o overicy
thrmgn\dxfnummrﬂy“ﬂ‘mb‘w

] nd sctond, coopensstia 16 the
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ton for the neceynary artifimal nature of the test sitmaton. At
the present time 1t ts hard to imagme haw the mterview can
be duscarded tn a clirucal mfuation.

If mterviews camnot be eauly dmcirded what s the way
out? That 1s the crucual questton.  The answer 13 that inter
view should be made sqent . but bow ?

In » senttfic amabn of the mterview the interview
oust be cobudered a8 complex expermental ettuation envelop-
mg many -arables which are n constant interschon, These
vambles must be 1dentified and deslt with in 2 systematic
manoet

Peroval M. Symonds (34) sugpests that e moust bear 1o
oond the followmg fectors while tackling interviews in a
scientific manner —

A Foctors ixkerent b the subject

g
:
i

Boag-economic bevel of the eubpect,
Language facthty of the subpect.
Emotiona] nerd of the subpect.
Emotional secunity of the subject.

Subgect s attitede towards the tnterviewer
Subyect s previows with the interview

Purpose with which the subpct comes to be {nter

—owmaow

Paychological wndenstanding of the interviewer,
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9 Interviewer s previoms scqmimtance with the subyect.
10. Interest of the mterviewer 1n the subject.
C. Foctors in geweral simation tn which the interview is

conducled.

1 Place of interview

2. Time of the mterview

3 Permots present.

4  Fint secnond or subsequent interview

5 Expremoos of the subject directly preceding the
Intervew

& Voluntiry va non voluntary nature of the mterview
D Factors In form and contenr of the [nterview

1 Cootent of the queston.

2, Form of the queshon.

3, Interpretations soggestions, and other rexctrons of

the interview

4 Telling subpect purpose of the interview

5 Remarks interpolated by the interviewer

Same of Symond s factors are not operatiomlly defined
and as far a3 posnble they ahould be defined before actua|
research oo interviewnng i undertaken.

These are some of the varnbles whch can be studied 1n
the Interview Otbers must be inferred through « thorough
knowledge of pre and post interview mtoations on the part of
bath the mterviewer end the Interviewee. It scema en fnpos-
sible tak to cooaider all of the factors peesent  but ot even
the most ngorous of the phymal scrences does 1te. It should
be ponible bowever o select those which are apparently
mportant and systematcally study them.

Talking of these pmblachdk (6) sy “There

Hiemra facing the Individ slitmg a study of the
(nmnnmdmghmpmmtmmdbccmldm:be
alled 2 coward if he withd to the relatively

ﬁ:ldof:mkphmmlmmmhm;

shoold attract both the foo! hardy and the brave.”
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Inthe light of the sbove dmcusuon the current statns
of ntervicw can be summarised a1 under —

1 A great deal of confumon exusty as to what can and
cannot be dane by the mterview

2. Research on mterview ¢ needed

3 Interview remuna popular despite its  questiomable
reliab Lty Most probably interview will not be abandoned
because of the cursosity to see ‘the man in flesh

4 The validity and relability of the mterview may be
highly specific both to the situation and the mtermewer No
universally accepted or fixed correlations can be akenm a
criterton for deciding that  the interview' fs very  weful

5 An interview repa~diesa of sty length and purpose
dnﬂdbccun‘]\mimlnw\duduedfnhmnuﬁrupmibl&
Thes aimless bl lengthy and the
possibulities of amuttmg important aress.

6. The interviewer muat be skilled m diatmg full and
camplete information from the interviewee In observing mgru
fiant bebaviour snd 10 synthemung all of the mformation
developed durmg the interview wath that avalable from other
sources 10 a valid prediction

APPENDIX

1 Knoow the job anulysn of the pomtroms for which you
interview apphcanty.

2 Deserve and gun the mterviewee s confidence

3 Have a general plan for your questons, but execute
the plan with greater formality than » common in businen
conversation

4 DBe at esse and 1y to overcome any diffidence on the
part of the apphcant.

5 Be fnendly and interested in the interview

6. The interviewer thould appetr unhurried even
though many peopls are watmg to see lum

7 The interviewer should sccept whatever hemtant and
halung sttltudes aod 1deas the client pats forth and should
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express nerther monl par ethical fudgment nor spproval o
dmapproval of theve sdews and atttudes.

8 The mterviewer ahould express the clent o 2
camversatioml equal during the interview

9  Extend a fnendly greeting
} 10. Donot let stereotypes balos or labels, make your
~dechslon for you: detrmme your own appramal of the
spplcant

11 Encourage the spphiaant to grve detailed emywers
and keep him to relavent matertal

12, Alwuys have cootrol of the mterview

13 Be sncere.

14 Always be calm and uodisturbed m the intermiew

15 Prepare or fome sy memorm a schedule of

16. Gave the appl divided
17 Becmn'tto\numlbmina'hh
18 Use the foterview to determune sttitudes opiniom
trends of beliefs.
19 Be sure that you understznd esch atatement of the

2. Keep interview app promptly wh you
make them.

2t Donot be too emmly mtafied, be sure that your

<1, e d

22 Follow up lads given by the sppliant in his
satements.

23 Don t mk questians thet o be answrred by more
relnble methods.

24 Use the interview to gun sccese to obpective data,

25 Make the interview & two way affaing; Glve the apph
cant some mformation about the campany and the job.

26, Use the ioterview to gain informabon in additon to
that slready stated on the application blank.
11 Beparate facts from inference
28. Pronde for privacy
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viewee Remember that you may lewm something sbout the
applicant ufter you have turd good bye

71 Avord baste and perfunctoninens in makmg tatings,

72 Ifpomible average your ratmgs with the ratmpe of
0 other interviewert about the me candidate so that same
degree of prerudice of ecveral judges may cance]l each other

73 The interviewes must be viewed at & specimen 1na
cultural senes.

74  Ovgznic motors of action must be socatly relevant.

75 The peculur role of fmuly group 1n tranemutt og
culture must be recogrired.

76 The socul sitmation must be crefully and cooty
nuously specified a3 & factor

77 The continuo related character of expencace from
childhood through adulthood must be stressed.
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ON INTERVIEWS
AAA FYTEE

The nterview a1 2 mode of selection by Pubhie Service
Commusnios s the obect of atiack and d sparagement by
ahrogt every one except perhaps by a recentdy succesful
candidate How u t powmble to judge of maneabulty and
charscter for public service withsn the space of ten o fifteen
mmutes 7 The propomtion put ; these terms 8 certanly
difficult to austarn, but voe may rapectfully suggest that stss
nothmg more than & ball truth A famous judge has ena that
a half trath « more dangerous then & ke That mav not apply
1n this matance but t n well w remember 2, that the
interview 1w undertaken by cxpenenced  persons, who  are
proficent 10 the st snd saence of judging, who are kevwn for
their independence arnd totegnity #od who are by no toeams wo
vun as to thmk that ther judgments are infallible. Secondly
anly a very small pereentage of mterviews lat for ten to ffteen
mitutes, the majonty are between 20 and 30 munutes, and
firally the interview s only an additiomal mesrs of Judgnent,
There 1 the wnitten record of the mane career snd it ity
supplement ths that the interview takes place In other words,
the mterview begios where the dossier ends. Similardy 1
certain cases where there 1 an exammation but the man bes had
fw experience of service, the mterview 1 another test applied
for discovering hus relative fitnews. The method of welecting
perscrnet by interview 1 adopted mot anly by Public Berviee
Commussions 1p India bot alw by & number of other Govern-
ment sgenctes and privats firm.

i

What really o an interview ? It w & pusposeful and well
directed comvenation on topics of choice, wad {san sttempt to
being out the expenence, the slall and the intelligence of the
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candidate While the general pnnaples of an mterview are the
ame, each particular post or selection has its own speanl
cooslderstions and speal cotera of chace But gepenally
tpesking 1t mty be said that three matters are uppermost i the
mnd of the interviewer  First technical skill, second, genen!
expenience 1n the ficld and third the intelligence snd mtistive
of the candidate

Two or three dlustrations will, perbaps, make the method
of the interview clear  Suppoee we want to select 8 docter  of
an engineer of an administrator While the genera! approsch
will be the same we will have to ssk curselves what kind of 2
doctor or engineer or admmustrator 1t 18 that we want. Inthe
cae of 8 doctor we shall require certain academuc gualifications.
They will be found m the dosmier  But 1f we want 4 surgean or
#n anaesthetist of 8 specialist in children s disesses  we shall
have to a3k him what his experience s 1n these parhicular fields
and at the end of half an hour or 0 we should certunly be
able to supplement the written record m such a manner that
the aandidate s akill sand expenence becoms resl to us

In the cass of an engmeer wmuhir penciples of choce

We shall want to know what land of tammng he bas
had ; what kmd of buildings be bas buitt whet are his special
interests whether be is still interested m the use of scientific
methods for salving rmportant problems and whether be has
somounted practical difbculties which Le m the pathof all
eOEInCers.

In the case of a genena! admmustrator abghtly different
questions assume mpportance We shall want to know whether
ha 1s 3 an of clear thinking and is capable of setting hra hand
to a wde variety of jobs which he may be aalled upon to
perform in hter Lfe and for thhs purpose  general knowledge
and general awareness of things ia of the greatest fmpoctance
‘What is peeded b commoesense and the capaaty far quick
deasion ruther than grest eruditron or brillancy of imagim-
ucn, Here 1s o pood pleture of the Ideal sdmnustrator
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Your great edmutustrator above all has judgment,
. Lty and d that makes hu decs
wone nght more often than they are wrong  commonsense that
give lum # wolid graup of ertentials and takes him to the heart
of a problem  personabity of & calibre and 2 foree that carnes
people with hum, excts descpline with the rarest recourse to
overt power and ¢mables him to wning success even out of a
wrong deciuon. He i intelligent butwith « full share of
exrthioess.  He  thrives on the gross mr of ewery day
affun He bo the commaon touch.  He Lbes people.  He
has a zest for Lte. basentially heun a well rounded well
balanced sman, bruedbacked, with 8 certan mmplicity of nature
and the seme 01 proporion that goes with & sepse of bumour
B0 far froen shrnkang 1rom duitbcules he tmds Lfe savouriess
without them.  Froblems attract lum like mountgips to the bom
chmber—he ches to get at them. He may bave mmbition—
this adds duviog tofce—but it 8 0o subsutute fof the gest for
lite and human cantract. e may have, indeed be must have
considerable g of inteliect, but be 1s not miellectially aloof,
In short, be 5 4 mum o whom management 5 ane of the
supreme arts of Uving, lbere then, 1 the sort of man we are
looking for  Or mther wo are Jooking for the soct of youngster
who, with right handling, great care and often great patience,
will tumn out socetime 1n hus  thirties oc forties to be that sart
of man -

The particalar solutions offered by the cndidate sre of

by lester impoctance than his attitude and  cspacity

to ttunk out thungs  To take sn llustration, we may mk the
candidate sbout the policy of probubitron or the use of Hindi as
the officzal langusge of Indie, There 1 room for great diver
gence of opunon on thete questiane,  But what 15 of umportance
w the manner m which the young man marshabs his facty and
produces them and  brigs yoa to the solotion which s in his
mund. It reminds us of what used to be sald regasding the
trainmg in the unveruties in England—it does not matter what
you read, but ft does matter how you read it. The solution
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offered by the candlidate 13 of comparatively minor 1mpartance
what matters Is the method by which he offers the solatin.

huis

Lawyers are sccistomed to say that & qom-eamner o
bomn and not made  thatno one can teach the artof crom-
examination and that all that can be dooe 10 to learn from the
eample of a great practtioner  Thers m a great deal m com-
mon between a cros-eaminetion and an mterview  Both ace
dengred to find out the truth  of the matter  but, while ina
crass-cammation you may be opposed by a clever and un-
scropulous witness who does not wish to tell you the truth, m
an mterview you bave a young man who almost atways dewres
to display his wares to the best posble sdvantage. In other
words, the witness N a Closs-examumtion tres to conceal an
important fact, while & candidate in an interview sttempts to
give the best acoount of hie qualfications and expenence and
atmost wishes to tell you even more than you desire. It cannot
be dented that & crom-exanumtion is far more difficult than an
1nterview but expenence shows that the art of intetviewing 2
andidste is 2 difficult one  soms of the putfalls can be xvoided,
but a really good mierviewer 18 not common.

Ap easy candidate is 2 person who falls 1n with the spnt
of the interview and begine to talk m & natoral and  unaffected
manoer  He s not afraid and be knows hua subject tolerably
well The difficult eanchdate 18 2 man who suspects the Inter
view Board or swagges and boasts, or talks too much and gets
confused and mixes up truth wath kmagmanen. The present
wnter has found the greatest difficulty in 1nterviewnng a candi
date who suspects the booa fides of the Selection Board. He
koows but will not speak freely He tells a number of things
but keepe back much moce. Another dufficult case 8 of 2 mam
who i 11l or pervous and cannot do justice to humeelf It
imposaible to grve him & second chance and one fecls helplen
that nothung better an be done.

There are vanous kinds of candidates wham the Selection
Board bas 1o encounter The best of them are those who try
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to speak maturally on matters which are well within their own
personal knowledge  Same, however try 1o nde the high horse,
and some try to bluff and to carry convichion by endeavourmyg
to clum ommusctence. Thi s rather a dangerous procedure
because the likelihood 1 that the bubble can be pricked by some
member of the Board ar the other A famuliar case s this
Quute 2 number of candidates on being mked sbout ther gene-
ral reading, mention the novels of Bernard Shaw  Now apert
from amy other conmderations, the pomaibility that at least oce
member might have read wome of the works of Bhaw  including
the plays must surely be conndered by the candldate.

A certain amount of prepanation, both emotional as well
s factusl, 10 necessary if 3 candidate wishes to muke a good
impression, Apert fram general knowledge, which he should
naturaily possess, be must brush up the mew elements of the
subject which he has studied, particularly in relatton to the job
be seekn. Bapposing a man applies for the post of & cvil engn
neer  He mt surely st back and think as to what axe the
normal questuons relating to hus b which may crop up before
2 Belection Board.  We often have candidates who epply fora
job for which they are well fitted but have never gven a
thooght to this question. The bosef encounter wath ths inter
viewers then becomes an unnecemary trial, when 1t might other
wise have been a pleasant comvermation.

v

To produce & frendly atmosphere, and not to reduce the
mterview to the level of a cross-examuination or & vivs yoos test,
1hould be the um of all interviews  qute often one talks too
much snd does pot allow the candidate to speak. Sometimes one
18 In & srcastic mood and ooe is temapted togweld.evnntma
reply to & poar candidate who th flope by
ressan of nervouseness To preserve a natural flow of conversa-
ton m the arhficial atmosphete of & Bourd Room 18 not essy
The candidate knows that expenienced cfficers are watchmg hum,
he s utterdy at & dismdvantage, and 1t 18 thus feeling of nervoue-
ness and straun which must be removed w0 that he can spesk
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maturally and tell the Selection Bosrd what he knows and confess
freely what he does not. To achieve this1a not easy But 1t
can be done «nd is schueved in the great majaity of cases.,

In Interviewing candidates & certain number of questrons

arise 1n one s mind and some of these have been formulated e
follows —

{n) What s the stendard of the candidate s mental abilyy ?
Does be think logically and eficiently ? Cam he think
for himeelf ? Can he gt quuckly to the heart of a
matter and wee the princples involved ? Can be
genenlize copectly 7 Is be pood at seemg the
fmplicatios of points mede? Can bhe sequirea
sound background of knowledge and ute {t succm-
folty ?

(b) Is he business-1lke > Iy he interested in the practical
detalle of n scheme m well o the broad prina
ples? Can he think out the general [ies 0o which
2 practical task should be orpanized and take wito
actount the quantitative factos {nvolved > Can be
take decwions and stand by them ?

(c) Has he shown himeelf to be comstructrve and tmagina-
tive or does be merely reproduce ?

(d) Can he exprens himself chearly and cogently both m
speech and wnting ?

{e) Is he mentally bonest ? Does b appesr to be & tun
of complete integrity 7 Hz be the cowrage of by
convictions ?

{f) Has be been foterested in his surroundmgs end 10 the
People he has met 7 Does he get on well with his
equals, his subordmates snd  those in agthonty ! Do
eople like hrm nd  continue to like hun? Is he,
for h sge and position, a person of some weight
and patority a man whose fudpment i respected ?
Has he shown some interest in mamging affams
{o g at school at the unvermty 1n the Forces),
snd hus be been succesaful in them !



(g) Does his record suggest vitality and stamim ? Does
be show a ptoper zest and  enthusiasm ?

() Is be mentally sdaptable and flexible ot is his mind
rigid and impervious to new 1deas ?

(i) Is be s man wath some conumilty of purpoee ? Has
he thought responsibly about the work for which be
13 applying this the likely to develop m interest in
public busrness and in the particular work of hus
department 7 Will he be loyal to his chiefs and to
their policy ? Is his smbition ressonably attuned
to the requiremnents of the public sexvice

v

Last of all, & great responubility rests an the chairman
of & bourd of interview  He must ensure that the cndidate 18
interrogated 1n & proper spunt; that & fnendly stmosphere 13
crented, that difficult questions are lvdded.thtmcnelhmld
even unknowingly kil ¢ candid a problem,
to which & wrong snawer n given by the candidate 13 pursued
with such vebemence and m such tortuous detall, that the
candidte wrthes Lke o witness under the fire of cross-

The «tmoxph of the court oom or of a
f y vira voce examimation 13 2 thing to be a evoeded
like poisan.

And yet, the questionng must be well-directed, witha
set purpose.  One comes across distinguished experts who sk
one or two ¢l y ina haph d manner and
when the candidate fals to enswer  they conclude that the man
18 worthless, Thw mustake can be svoided by the chaiman
of the board 1ntervening and puthng tbec:nd;dlt: ueneby
2 hight remack or by esking a question of a di
Abwelllncb:qxrtmmbcmadmtpukm the
cmndidate on hus own subpect, o that the fmal judgment is

Memoranchom by the Civil Service Comumistioners om the
e of the Qiril Service Selection Board in the Recorstructian
Competitions Lomdan 1951 Pga33 P 9
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’
besed on the pooled resourca of the mmd and expetience of
esch member of the Selection Board

An sdmirsble thing woudld be to take a sound movie of
an sctual interview extending over half an bour and show it
to the public withoat comment. Such a spectacte would
ssuredly go far towards allsying public anmety regardmg
the horroms of the Public Service Commumzon intereview



INTERVIEW TECHNIQUES
L What ba am ioterview ?

A selection interview  sccovdiog to Dr Edth Meroer
and Dr Ansley both of the Royal Institute of Public Adnunis
tratlon, Loodoo— w one prrt of the selection process whieh
10 its turn rs a part of the longer process 1 which the indivi
dual end the jobe are brought together  In all large orgam
mticna tike the U P § C  the Defence orpammtion, State
Governmenty the Big Busness Houses of the country  spe-
culiaed sgencies have been set up to select nght wen for the
Tight b
11 Fooetlows of m interview

An mterview may have weveral or all of the following
functioos —

1 To check bamc fecte grven in your spphicstion.

2 To teat your capsaity st redation to the )b

3 To emable sn amesmment of yowr perwooality both
your intelligence and qualities

4 To cheerve your physical fitnews general bearmg and
anpers end your smartness

u

Sweep of ax Interriow

The centra] purpose of an  interview r to staemy the
intrinsic a3 well as extrinec worth of s candidste in rehton to
the job for which the candidste is being eomuned. Itaho
tmexsures the progrem mede by the andidate m the light of
edutatson, sochl and specialmed opportunities available to hbm
od hence to predict the effectrveness with which he wnll deal
wnth the taxk required of lum m & partizutee job or career

The candidate aceordmg to Dr - Alec Rodger of Natiom!
Inrtitute of Industriad Prychology  Lomdon, must  be evajuated
wnd comidered from the follaring espects
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Eoowledge. This can be judged from hus (2) peneral
ahxuumallevellnd(b)lmﬂiedmlnlncmdudmzp'm
occuprtian and expernience.

2, Geoeral ability This mesns his level of intelligence
and cxpacity to lexmn as dutinet from what be bas already
leamt,

3 Special aptlinds for the fob even If mader-dereloped.

4 Dispeation or Istrimsbc persomality as shown by

(a) Adjmstmient of effectiveners with other peopla—This
means b el in human relabons.  Itis concerned w th the
emount of sirain be can stand without getting flustered, nervous
or demomlised. Qualites like relability sense of respomibxlity
and emotional stability are the qualities that can be adjudged
by this method,

(b) Motivation or effectivensss with work. This 1s the
key us to how far be can goon wath hus job. Tt s concerned
with his smbition end goals of Iife and bow much determune-
tlon be can ahow 1n achieving them.

Qualitzes ike heitiattve P 1k
rescorcefaloess are evaloated bere,

For senior posts of beavy responiburty Like the IAS and
other covenented poats 1n Big Firms  the Government or the
firm management must also know your moral socal and polits
al attitudes

5 You interest and alm ko the career Ju relation to the
post applied for  How far are you reslly interested 1n this
career and whether your intereat is gemance or caly acquired
through persuation or example of othery.

6 Your physical fitoess and capaeity ¢t Whether you are
physically fit to bear the stram caused by the career you want
to adopt.

Your part expenence or opporhumrtes you already have
had and the degree of fitness or specislination you have scqured
duneg this experience.
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oI
Hamm or persamllty sspects of the pest or esreer

What espects of persombity the job or career or post
requires.

Aspects or requirements of the career or post.

1 Opportmitles Wemunt know what opportunitiss
does the job of carcer offcr what 1a the grede of payment and
the additional foalities 1f any  we must study the hours of wotk
and cond toas of eervice and its prestige in society

2 Phydeal capacity requirements  \We murt know
whether job 1 ensy or 1t necds bong hours of office attendence
amd aso whether it peeds cxtenmve traveling and long
mterruptron of famuly ties.  What are the climates under whech
work has to be done.

3, Knovledge special qualificatlons or experience We
must understznd the beme requirements and speaal quabfi-
<xtioms or previows expenience for the job or carect chasen

4, Geoern] abiltry and jotelligeace  \We must under
stand the ntelligence requrements of the b demand 1t will
1make on the candidates apzaty to leam and b capaty to
think and drew conclumons. You mmust study the level of
intelligence required whether Limted and specific decisons
have to be taken or a larpe scale policy making or phanmung has
to be done.

5 Special aptitedes We must study whether the
~work requires more than sverage degree of spceal aptitudes or
faculties for understanching or scquimng s particular akall Lke
mechmical aptitude skl far manipulating or comstruching
obrects fudging artistic alent or a genivs for words and figures,

6 Dilrposition for the job You must vnderstand whether
‘the yob needy meeting and  handling Jot of people or needs an
fsolate concentraton on work Whether post requires sn
aggressive, permanve or patient and hard workme nature.

7 Joterests  We must undersiand what type of extra
mural activities and mterests are demanded by the career and
whether club wpor tup or public speaking will be
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an additonal requirement for the post  Fundamentally we must
study the fundamental buman motives that are called into
phy for a at sfactory exerution of the b

v

“Techlques of Intervieniag and persomllty assersment

The techmiques of 1 bave reached
such high degree of cfficiency and specalzaton that not only
they reveal the facts of your part career but also your attitudes
Interests prefercnces and other chanucter traits. Such knowledge
s cuprercely  moportant  for your subscquent suctess end
fitnees for the corcer or post for which you are bong mic
vicwed The mtaview alwo gves the selectng authonbes m
eppoctunity  to venfy substantate and wenn  togetber the
mmueccllancous eenttied information grined from your through
ndirect metbede and reference to other sources o that finally
# clear prcture of your persamabty structure o revealed to them.
It mokes the tuk of eclechng the candidate eamer and fool
yvoof and free from nepotiem and favountsm

The latest techrques of paychologreal interviewrng far
{from being npd ere very fexible and canbe eanly adhusted
for 2 wida varicty of posts lile the IAS Induan Foreign Services
Defence Senvees and other garetted posts 1a tho Centre and
the States  ard the covencented posts with Dig Dumnces
Houses

These techniques arc clastic instrumnents wh ch can adapt
therzelves to a varcty & iiatons end perons amd what 11
mote they an reveal t ura more integrated proture  fthe
rerwmlbty of the andidate  tlan was pomuble through eny
other svstem, of stall sclection,

The mtenvlew s a method of stafl selection 18 not only
weceTtable to the interviewer and employers but al to the
percons 10 ke nterviewed, It affords them th
eat tlection 1o all the partics thet they hnd zttempted this
tighly tncky human problem m as obpruve 8 nunner s
reesble Not only the cand date wantza chance to fight hs
ate but the puble Opnonin a ¢ of democracy abo drmands
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1t And fnall o the words of Prof I E Vemon, Intaview
Tequ res ne ther the expert vabidation end deslopment which
ure cszental far purely psycholomen) tests nor the Lbonous
end gl ted wark ng mettods required for ementific research
Ther are ver conven ent to all sdmimistratory and are wdely
ued by the U P S C and the Dig Business Houses in
!x‘d—i

2 Iotellipesce fests  Thev are mesnt to evaluate your
ntel} gence coeffic enct yuur mathematical mechancal artatic
or tneustic ntell goee ard  axe weed fatr celecting young
cand dates for tram ng 10 Defence Serv e~ and Enpincening
sery ce; Such torts abo nclude Word Buitdng Strov Wit ng,
Mattrices and  Puzzlogrames

3 Aptiule Toxt S0t testa are welly apphied to
merrure special apt ol for the Army Enganeenipr Art stie,
or hitcrary caveers  They are also appled to youngee cands
dates and are invalusble nmakin, & fair selection.

4  Perorallty Tests  There are tuo types of cuch tests.
() Cloeriv wo ded quostons meantto eveal the  Style of
Lic Degree of Porwmabty Iotegraton  and Charcter
Tratsof the cand dates beang sclocted for comior pont ons
mvoling great socal respoombiity () Specal teste for
vourger candidaies req ured for the Defence Services. They wre
des goed to G scover the mtatne recourcefulpers and such
other pomve trmts bke moral peychologca! and mental
stam na of the youngmen

5 Fleld aod Growp Tedts  Such test, ere further aid to
dccover the pewer of ladershup £l relisree  and poawer of
self-oxpres on, pemzation and fmr but not the least the power
of public-cooperst.on.

These torts have found  on veemal sppbct oo both ia
seloctg seruor men for responyible pobs Lle the TAS md
youngaters for epecial careers like the Natumal Defence  They
are being soploved by all the Sefection Bosrds likethe U P
8 C Sexvices Selection Board and the B g Business Boarde
The oature of testy depends on the kel of condidates and the
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Tature of posts for which the candidates are being cons.dered.

The wual tetty commg under this bead ng are —

A. Pablle speaking

The condidate bs made to delver an {mprompin speech for
Ry five minutes on ey topic mven o the spot. Ths t-at aan
<valunte your grasp over correct affars, your power f co-
relaton of relevent date and your seffcoofidence m facing
distoquithed modiences and crowds.

B Leadershlp threngh gronp Discmlon.

Partlapation 1o a group discussion reveals your powers
of intellectal leaderstup persuetion up a report and
gencral bebaviour 1n 2 conference,  They are weed m LAS
Big Branecs Hoores and the Service Selection Board.

C. Trersomal sltmation tests.

Such teats are put to Defence Service candidates and
test their phywcal resourcefulness and self-confidence 1n meetmy
uncxpected erviromrrental satuations

These tests can be further subdivided 0 two tpes
D Firld obstacle te<ts for yomnp candldates

() Tesm Sphrit Test  Used 1n Services Selectron Boards,
group obstacles are placed to test the team-ep nt cad kader-
ahp of the cand.dats by mung them overcome obstecles
through group activity and eooperation

ti) Jodividual Field Obstacle Tests  Such tet judee
the phs rl fitnes  prowness and phywesl mtati e ond
stam m of the young candidates to be sclected for miltary
aren

v
Maltiple Interviewlep.

You bave sof rleamt what en .atery cw s whalere its
functions and ther sweep Yoo hav aho leamnt that under
stand.ng the heman or permnl ty requrrement of czch post or
career 1 o important part of intetview trening Now we have
o study how are the vanous factors of cand date s prrsamality
named o3 the Redper Scale are to be amabysed, The cctual
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2 It L y of pervomal presucices and
perference of the indmdual member and ensure great pistice
¢cuts nepotumm and favouritum.

3 1t enables the varous officers ke the techmical, Bnan-
&l and adminstrative who have to get work from the cendidate
to be present of the tune of selertion.

4 Techosally 1t has the advantage of permutting the
other members of the Board to concentrate on questonung the
andidates winle one member s busy takung notes sbout you ot
trying to yudge our fitness by femulating specual quettions

5 It ensbles some memben to observe your reaction like
nervourness nntability  self-confidence self-content wlule you
a7¢ anawening questrana of uther members
Slre sad Structare of the Board

In most mnportant Board ke that of UPSC. Servicrs
Selection Boards and Selection Boards of Ing firms Like that of
Tata there are three to seven members which include one chair
man.  The number should always be odd w0 that the chairman &
cmting vote may detude eny controvermial desion.  Larger
manbers erc cumbersame.  Two o rether en impractical aunber
becauee

{a) 1t an even mumber and 1 case of difference of
opinion one will be divided agaunst another and pa
impanty decision can be taken.

(b) 1t increxces the scope  favountism ar prejudice for or
agamat some types of candidates particularly of both
members thunk alike.

{c} 1t lexves less scope for dmeusnon i an wnformal
manoer

Senil high power Departmental and Business Howe
Bedection Boards usmally bave three monbers.  Thus number 1
1deal becaue 5t saves ovenll tme end still allows sufficient
fune to exch member and the chairman to ak questiona. Insach
nterviews which last shout 20 minates the chaurman first ques-
trone the candidate for five minutes, then other members get five
munstes esch leaviog behind sull five minutes for the charman
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to round off the mterview So of there were five memberns
such m interview would take 30 munutes. Tharefore if you
have oo up for @ spemalist s post with  Plannmy Com-
mmeon, Producton  Minmtry Subardmate  Schechon
Board Tetes, Burma Sbtll or UPSC. you will genenally
face a three member Board ane of them will bs Pensonm=l or
Ad tive Officer ane spectalist ar the rep ve of the
wection in which you are going to work and the charman of
the Board will be Secretary of Planming Commussion, Produc
tlon Minnstry or Member U.P.5 C  or some other senor bos
of the firm.

The Chuimman is the most mportant man 1 the Board.
‘His role end functions differ from that of other members. He
‘not only pxkes the final decimon but alto guides the nterview
supgests what questions should be arked from you and the
manner of gradmg or marking and even your terms of setvice end
Jruttal puy are to be decided by hum.  When the first round of
interview 13 over 1t 13 the chairman who will hold some wital
drtctmon with you to cbecrve tome of your pecubanties  He
will do thm without eny views but will put provecative quest.ons
to draw you out of your citedel or quict self-confdenes and
Teserve

Finally wben the tntervicw 19 over it 18 he who will sum
up your oprians and views, He will alo summanae ths entire
mterview and formulate an agreed vicw on your fitness or other
wise and socure the concurrence of his Board members on
them.

He should nexer be treated Uightly  All ue questions mast
therefore be weighed and then snswered.  You shoold never
Jote tamper wath lum nor kose your sense of balince end firm-
ners wath him
Board Procedurs and Ervelaticn

Whatever the composition cach board hzs before starting
intenviewang you they have agreed upon and formulated a definrte
plen of attack in erder to avoed duphication or fal togrestion
you on ey Important aypect of you
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E. Few pontive pomnts but not swted Tor the post.

F  Qute umfit,

A second method of evaluation 33 numbers grading With
marks rang ng by ters from O w0 100 They trv 1o examine
the cndidate on ten points and 10 matks for each pomt. But
for I A. S o have 400 marks end for Centeal Class ¥ Services
we have 300 marks  we hwe twenty pomts tor 20 or 15 marks
exch. Under this masks scheme there are three methods of
srrvo ot & Board mark

oome of these methods are at present being used 10 India

1 The chyeman gonounces by provisumal marhs and
asky for comments. In the Lght of those comments and further
dumcusy an be coends his grading of sticks 1o 5t af he cormvinces
other memoers  Here the charman doomnates.

2 The chaurman does hus own marking and gets the
marks by ather members The aversge seprosents the final
result When the number of members 1 fve or more and
oot of the members g ves on odd fmding 1t an however be
omumstted a3 out of the average  Thi method & mechamical

3 Thuo is the beat of the three methads  The chawman
makes by own proviennal markmg and maka exch momber
sbout hus wward, He then umtutes dicursion firet oo the
highest and then o the bewert makmpr At the end of
dacussin be ovites the members o revsacsa the. awardy and
fmally pves decnon on what sppesrs to be gencrally accepted
or maprty view Incaseofa tie hedemdas b hacartng
vole.

Here o frank exchange of views take plsco amoos the
memnbers which coupled with various previous tost records and
candidates personal record conmdersbly narrow the gap  end
falr decimon i reached

Thu maalung method w ueeful for lage number of cands
dates a3 we bave I A8 and Class 1 Seovicer. Whem the
rmamber of candidates 1 bmited to 10 to 1S the Boxrd couples
the first grading method wath the lster working method In
L A.S the bwt worung method w used and we have 400
marks dvided mto 20 pomnty
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‘Tho Intevlew pattern

There are three parts 10 which all interviews are dnaded.

1 Prelimimry Part

2. The main part (Biograpinciol Interview )

3 The Rounding off.

The Prelimicary Portlon.

! The prehrmimry partion is the mast importmt part of
your interview because 1t 1 here that you are poug to crexte
yourﬁntmmmv}unhmymyrdlbe}whmfmybov
f you cream a 1€ oa en ump nrember
like the chairman m the first few words you b:rvn mde bm
your fuend and he will try to taks you out of soup i the later
prtand cven e you questions where the answer 13 abo
suggested oramplied I onfornmately you do mot cut much
1ce 1 fow carly remarks you create a costly hostility which
m.ght wndo your best performance and 2 bnlbant record  In
the prelmmary portion you will be judged by the following
two facts of yourself

{2} 1 Your beanng and phvaical make u»

2 \Venfiatimn of your applestion form and other
written facts about you

{b) 1 This ircludes your dress and appearance.

2 Your punner of entry greetlng and your mode
of taking a seat.

3 Your selfconfidence, In speech and faalty in
QAUTYINg couvertation.

4 Your phynal fimew snd conversat on

A tall well built straight wallung heatthy  locking person
with carefull tumed out shurt or sherwamt w th well chesen
sccessories opeals itself well  If you have o cunfdent manner
with po hemtat.on, all the same remam.ng agreeable and
courteous in manner you have won half the battle.  Your self
potterien and well being wnll mdicate to the Baard members
that you can well bandle solutors involving other people md
sour {t and strong persosality 1 a Gir certficae of your
mecting any difficult nittaton with a calm and firm menner
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abty Your motivaton or banc pervonility s consotently
succestive A hugh kevel of 2djustment 1 choun by the res-
pooeble pontons you have beld sucoemfully  So you canbe
trusted to teke up positions of leadership and beaning raspons!
bty witbout atrain.  Thus achool cen be patk-iadicator of your
future career
3 Fatwre Edscallon

Borne people fuah at school level  winle other go to the
university  or even ome techweal college  Therefore your
record of hugher educaton and your partaipaton m gamer,
clubs, socseties will bear out your internal and cxterma! self
Pure success 1o studies would mdicate an introvert chamcter
whale excemuve pumut of waal sctoviies wall mask you out ax
m extrovert persooality  Ths will be a majpr mdiation of
the job ar career An introvert snll put on for an office man,
o teacher and other sedantry professions whle & marked extrovert
will lead to policies sk hip and busness ad:
4. Workiag i

Quostioos about the Lfe you lend after finushing studies
will bex clue tv your conustancy perseverance  hardworkog
capecity intetligencs and wallmgness, to pack hugher knowledge
with eneness of purpose.  If you have only worked steadily for &
Living you show & steady contented unambxtious career  If you
have had to inprove your qualifications or changes for higher
employment you dapliy a progressrve form #od outfook. Al
your wage level indicates your present capacity  Also they learn
and sk you whether you are engaged 1n & repetitive yob of
some post where a hugh level of skl respomaibihty and plan-
nng o requored. I you are doing the latter work succenfully
you sre duplaying & high level of Abilty and Motration
Knowledge and Ininative Therefore the imterviewers feel that
if you are entrimted with & higher job with greater opportant
ties of handling men and mtuations you will bear the sesponsl
bality suocesafully

If, bowever you have been Ietantly lerving peofesch
or jobs they will axk you often sexrchung questions 'ﬂ::yvﬂl




want to learn whether you shift to Jobs of greater respocaibllity

or you bxve been u mere shurker escapat and blyming the

environment for your persomal fallures So please never do

excem of complaining sgaimt yoar L i you have to

crphmtbeluvmaohjoh A comphining wnd shifing person
 shaky

A

Sparetine gctivities. Questions about your out-door Lfe,
your views on current toplcs on socal  palitrcal end economic
probleme glive an important clue to your sdult persomlity

For youmg candidates healthy out-door life 3 as wrgent as
food and clothing  An indifferent lary mactivity or s shifting
out-door life indicates bmic pamivity end shifty mdmaphned
pature. So if you are ap ing for a Bervices Selection Board
you mnt mdicate active mterest in some hobby hke photogra
phy snd fondners for sport of wry kind.  You must upderstand
the psychological guns of & bobly which stimuhites your mmd
and helps you to develop creative virtues, Through spocts
you bave & baalthy outlet for your surplus energy sod your
tramng i public coopershion team spant power of lredenhip
srd social respomibility They wantaho o learn whether
you relax properly to produce a bealthy balanced relaved and
confident pervonality A salitary listless Life makes o brooder
out of you. They want to learn whetber you can get fun out
of any work or pomtion of careet you are offered and bear the
role cheerfully

Tf you sre bemng exarnined for FA S or other very semor
respamible posts they will ask you subtle questions abaut your
views on socual problems like coeducation working women
Hindu Code Bill equal shareto sates, political twues Like
States R jation C ! Ideology Central or
Decentralimtion and dscgver whether you are a born faeciat
of conservatiee peraon ot revelting reactionary or a man of
balanced personality with liberal views and & high seme of
[zyalty ta your Constitution

For LAS etc. you will 2l be asked some provocative
q w nd Freaving wolent di and
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croms-cxamitaban to reverl your inper working of mind and
draw you out.

They will ulso put you questions a3 to your mtellectual
purst and knowledge and grasp of international natosal and
socio-political problems we are all facing Ths will indicate
wh-.thcrybuu! 2 socnlly consooun resporsible atizen or a
1 self—centered 1 schezoid or person unfit to
take & pomtion of socml respooaibility

Presest chrammstances You will be ssked questions about
your personal hife whether you are mamed wath children or
you are & young man living with parents and in search of a
areer  Thry will want to know your mode of living and axk
questions about your job whether travelling  sechantry malated
or with opportunrties to handle men. Thn wall give s cluc o
your Motrvation.  The difference from how you started your
Life anxd where you bave arr ved gives a most sinking indication
of your style of Life and reveals the pattern of your character

Such 1 biogrephical style interiew will need at least 30
m.nutes for each candidate and 1s adopted for important jobs
lLike Defence Service and C.vil Setv ce jobs and LAS

Geperal interview  Altermate to biographical stybe o the
genenl type which 13 generaily resolved when the number of
cand dates 13 large the jobs amall and t me per candidate hardly
5 7mnutes.  Thus type s suntable for clerical, and all subocd:
nate scrv cea whether 1n the government departments or m
pevate firme.

Here you will be asked some general questions, A begin-
n ng may be made with your present job your pay and why
you want to leave or change1t. If you are a young andidate
they will ask questions about your school or college  your pro-
fess omal truning and what are you doing today  Also what
other efforts are you maling to 1mprove your qualiications
Also what other jobs you are trymg to get.  They will uk you
what you will do if you are oot selected. They might sk you
soe questons on current affars and also present natlonal
problems. They might also sk you why you want to take up
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this career what specual {nterest you bave In the ob,  You will
ako be mked what are your aims of life and 1mmediste plans
They will questron you o jour personal hoblnes and interests
n bfe.

Ths ronnding off the jnterview  The interview will after
proceeding at & hugh prtch not be termmated suddenly bat you
will be gradually brought to its natural end.  Yeu wall be given
some indication that the Board dots not want to ask any more
questions therefore, you should be tactful to get lesve from
them after thanking them.  You ahould not stick to your chair
L a leach but if you have any spacific queshons to ask or any
informmtion to seek or give you should do quiety and confi
dently and beg leave of them mn & normal manner

After the interview you should try to amlyse yoar nterview
and make your own extimate of this.  But this should not make
you netvous of unduly anoous. You should not bose balance
tnnt proceed with yout noroonl work as wezal

The fical report. A alreedy brsefly dealt under Board
Interview there are two tific methods of your
fioal report,

1 Your free form of report of pent pictore tn which you
w.ll be grven marks. Thais done when a lrge number of
cand.dates heve to be dealt wath

2 Expresnag your results in « Ratmyg Scale euch forms are
to be applied to very semior Speculised and Technial posts
like those of Directors Astistant Directors, Engineers,

Bmkc areer Whatever the sale employed the Bawe pre
requintes of all reports are ~—

1 Record 1=Comments shout his carver and schreve-
ments.  This will indicate you (s) bow for have you developed
in relation to your environment, (b) the degres of advactipe

you have taken of your opp and (c) partiopated in
tha activities available to you.
2. Present effickency —An of efficiency with

winch you are handling your present post or carver
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3 Pemsooallty -—A fair picture of your style of lfe and
yout persouality structure Including your interest and ambitions
in life.

4 Promise —An evolution about the role or degree of
responsibility you can bear and the job you can aarry out end
the career you can put m taking 1110 consideration your ahility
motvation and the Life-goals

1 Pea Plcture Report.

The advantage that the pen pecture report has s that it
ensures meludmg of the exsential hiographual data and  dupen-
ves with or eovers the shor gs of the appl form
Suche form is generally used for Bowrda ike Services Selechan
Boardand LAS wnd other Central Services and Provincal
Bervice

The form of Interview Report recommended by Ansley and
Mercxer both of Royal Iostitute of Public Adminutration b
grven on the opposite page

Interview comments o rerarks must cover the four ponts
indicated in the formn () Record, () Present Efficiency
(iri) Pervonality and (iv) Promise
1  Ratleg Seale.

There are two rating scales genenally employed by Indian
snd Britsh Selechion Boards (a) One for higher specialised top
class posts and (b) for a wnde vaniety of posts. Here Seven pomnt
sale reconmended by Amaley covermg the followmg pamts rs
vaed

Beannig «od sddrem
Clarity of expremion.
Quckness in uptake
Technical knowledge.
Renige and depth of mterests.
Toitutive,
Attitude towards pb.
Hete the hughest values on ench point ere put on keft ude,
and the pootest on the right extreme, the meeting In the middie

R N R



INTERVIEW REPORT A

Job Applied foc Date of Interview
Name af Intervicwer
Identification
Name Age Bex
Present & Eropk ('mm-dcr[(‘
of dates)
|
1
. Ba |
. . . Py !
a
Eduxcation and Tt Comments of
Schools rumg‘m Intervsewer

School Exam. Pamsed Dntinchons, -

Universities & Colleges Nature of Tramn
mg or Degree

3

Final Qualiicatiors Dates

Family Backgroudd. Comments

Family Record .

Parents ... - .

Interests Lewsure & Health | Motivation.
- Adjustroent,

Appeatance, Marmer &}m‘nmpf#m Comments.

General topics, current affurs and socko-  Test Results ..
poli problem dscusnions

Kind of work for which bost swited & Marks.
general remarks
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position sought. Scoring 18 not on the bass of nght or
wrong  but ona sliding sale of values rdnging from not
paable to ocutstanding  Asa matter of fact, it 13 possible
o achieve a relatrvely low score wathout a single  incoerect
answer because of evident wekness in the qualites being
messured,

Ocasionzlly an camination may coost entirely of an
onal test—either an wdmidaul or a group omal.  In such cases
information 18 sought concerning the techmical knowledge and
abilibes of the candidate, smnce there has been no wntten
emmumtion for this purpose More commonly however wn oral

test 15 used to suppl « written
Wio Conducts Interviews ?

The compositin of oral boards vanes among different
qnstictions.  Inpeardy all, o of the 1
department serves se charman Oneot‘themanbmafdn
board may be a rep: of the dep m which the

andidste would wark  Insome cases  outmde experts are
used and frequently 2 business man or some other represents
trve of the general public ts aked to serve.  Labor ind manage
ment o other special group may be represented. Theum s
1o secure the services of experts in the appropriate field.

However the board 13 camposed, 1t ra good Idea (and
ot at all improper of unethical) to sscertain in advance of the
mterview who the members are and what groups they repre-
sent. When you are mtroduced to them, you will have some
sdea of ther backgrounds snd mterests and at least you will
not stutter and stammer over their names
What i 3o Befors the Interview 7

Whils knowledge about the board members is useful and
takes some of the soprise elament out of the lnterview there is
other preparation which is more substantive. It possible to
pmpnnfusmcnl—lnlevmlm

1 Kerp a copy of your application and review 1t careful-
ly before the mterview This may be the only document
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before the arel board und the starting  point of the interview
Know what expenence and education you have lsted there and
the sequence and dates of it. Bometimes the board wall =k
you to review the hughlights of your expenence foc them  you
should not have to hem and baw doing st.

2. Swdy the class speafiction and the  samumatron
antouncement. Usually the onil board has one of both of these
to gulde them The qualitia charctentias, or knowledge
required by the positon scught are etated in these documents.
They offer valuable clues m to the nature of the oral mterview
Fot example, if the job myolves supervisory responsiblitres  the
mmamcntwﬂ]ml}ylndiclteth:t knowledge of modemn

body and the quald of the candidate a5
llu:pervbar'ﬂlbctuud. Ifso you can expect ruch questt
oy frequently in the form of a hypothetral mtmtron which
you are expected to smolve Never go nto an oral without
knowledge of the duties and responnbalities of the job you seek

3 Think through each qualifartion required. Try to
vinuhze the kind of questions you would ask if you werea
board member How well could you amswar them? Try
expecully to sppraise  your com knowledge and background 1o
oach area memured agumt the )b sought, and identify any
areas in which you sre weak. Be antical and realntic—don ¢
flatter yourelf

4 Do some penenal reading 10 aress 1n which you feel you
may be week. For emample, if the job involves supervimon
and your part expenence hus not some general reading in
rupervisory methods and practices, particularly in the field of
bunman relatsons might be useful.  Don t study agency procedu
tea or detailed mammals  The ocal board wall be teting your
undenstanding and espacity not your memory

5 Get a good mights aleep and watch your genen!
bealth and mentl atttude  Youll wamt aclear head at the
mterview  Take care of 1 cold or other minor ailment, and of
course no kangovers
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pontion sought. Scormg W not on the bans of nght or
wrong  but ona shding sale of values rangmg from nat
pamahld to outstanding  Ava matter of fact, 1t 15 possible
1o achicve a relatively ow score without & ungle  meorrect”
soswer becawse of cvident weaknees i the qualitres being
mezsured.

Ooznorally an exxmmtion may conant entirely of an
oni test—either an dvidual or a group ol In voch cases,
informaton 18 sought concerning the techmical knowledge and
shilites of the andrdate mnce there hes been no written
exxrmunation for this purpose Momcnmmm!yhowwumurd

et 1 uted to ! 4 written
Who Conducts Interviews ?

The compoaition of onl boards vanes smong different
qursdsctrons.  In oeacly all, & rep of the p 1

department wrvas . climirman One of the members of the
board may be a representanve of the department m which the
andsdate would work  Insome cses  outside experts” are
ned, nd frequently & busisees man or some other represents
tve of the general publsc 1 esked to serve.  Labor snd manage-
ment or other special group may bo repteseated. Theam
10 secure the services of experts m the appropriate field.

However the boerd s composed, it ira good ider {and
not st all mproper or unethical) to ascertuin i advance of the
mterview who the members are and what groups they repee
sent. When you are mtroduced to them  you wnll have some
wdea of therr buckgrounds and interests, sod at deast you will
it stutter and etatrmer over thelr names
What to 30 Before the Interview ?

‘While knowledge about the bosrd members 1 aaeful and
takes some of the zurprse elenent out of the interiew there {s

mefmuml——&nmﬂm
1 Keep & copy of your spplication and review 1t cxreful-
Iy before the mitrrview  This may be the only document
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Usually the chalrman of the board wall open the mterview
by 1ng the highlights of your edocation and work expen
ence fram your application—primarily for the benefit of the
other memberr of the board, a3 well a3 to get the mater al into
therecord Dont interrupt or comment unless there isan
error of signrficent muinterpretation  1f s0 don t bestate  But
don t quibble sbout magmificant matters. Usnlly abo  be
will 11k you some questions about your education, your expen-
ence or your present job—partly to get you started tallung to
establnh the interviewing  mpport.  He may start the sctual
questioning, or tum it over to ane of the other members. Fre-
quently esch member undertakes the questioung ona part]
cular aten, ane in which he is perhaps most competent.  So you
can expect each member to participate in the examimabon.  And
because the tune fs limuted, you may expect some rather abrupt
switches mn the direction the quettiomng takes. Den tbe upset
by it. Nommally a board member will not pursue a smgle 1 ne
of g mung unles be di ap Lar strength or
weakness,

After each member has part aipater, the churman will
wmnlly ask 1f any member haa any further questions  then wall
ask you of you have anythmg you wish to sdd.  Unless you are
expectog this quation 5t may floor you Or worse, 1t may
start you off on an extended, extemporaneous speech.  The
board s not wmlly seeling more informatron. The question
pr.ncally to offer you & lut opportun ty to present further
qu:lfnwottofnduleth:tyuu bxwwhng tosdd So
if you feel that a signifs or ch stc hag
lrcnowrloohd,hhpmptrmpo‘mhmmutmtmuun
Don t compl ment the baard on the thoroughnen of ther exa
misution—they ve been tketchy and they Lnow it If you w.th.
merely iy No thank you Thave pothing further to add ™
This fs a pont where you can ‘talk yoursell out  of a good
yovpression or {ail to present an importnt it of {nfoomation.
Remember you close the intervicw youmsel!
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The chnrman will then say “Thatsall, Mr Semth,
thank you Duat be startled the interview is over and
quicker than you think. Say  “Thank you and good moming,
gather up your beloogings and take your lesve  Save your sigh
of relief for the other mde of the door
How to pat yoor Best Foot Ferward ?

Throughout all this process you may feel that the board
indvidually and collectrvely m trymg to prerce your defenses,
o meek out your hidden weaknesses and to embarress end con
fuse you, Actuslly thus i not true They are obliged to make
an apprum! of your quahifications for the job you are seeking
and they want to see you 10 your best Light, Rn:mmbcr t.bcy
must mterview all didate and 2
may become o fulure m spite of their best efforts tobﬂngout
his qmlbifications Here are some suggesttons that wnll help
you

1 Be natumal. Keep your attrtude confident, but not
cocky  If you are not confident that you can do the b don't
expect the board to be, Don t apologre for your weaknesses.
try to bning out your atrong pounts  The board 13 interested 1n
2 positive ot a maqtive presentation.  Cockiness wall antago-
Dixe any bosrd member end mke him wonder if you are
covenng up & weakness by a false show of strength,

2. Get comfortable but dont lounge o sprawl Sit
erectly but not stiffly A careless posture may lead the board
to conctude you are carelem in other thmgs  or at least that you
are not impressed by the 1mportance of the occanon to you.
Elther conchmion m mtural, even if incorret. Don ¢ fos wath
your clothing or wrth a peacil of en wsh trey  Your bands may

Iy be wseful to hasire ® pomt  dont let them
become & pomt of dstraction.

3 Doo t wisecrack or make gmall talk.  This m a senous
wtpation, and your attitude should show that you consider m
2 soch. Further the tme of the board 1 lemted they don t
want to waste it and perther should you,
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4 Dont exaggerate your experience or abulitres, In the
first plice from informatson in the spplication, from other inter
views and other sources, the hoard may know mare sbout you
than you thmk  In the second place you probebly won t get
sway with it in the first plece. An expenenced board it rather
adept at spotting such & sltmation. Don t take the chance.

5 Ifyou know a member of the board, dont makes
pont of it, yet don t hideit. Certainly you re pot fooling him,
and probably not the other members of the board. Dan't try
o take ud of your i hap—st will probably
bounce back on you,

6 Dont dominate the interview Let the board do
that, They wnll grve you the clues—don t ssume that you bave
to do all the talking, Realze that the board bas a number of
questioos to axk you and don t try to take up all the interview
time by showing off your extensve  knowledge of the arawer to
the first one.

7 Beattentive.  You only have twenty munutes of 5o
and you should keep your attention at 1ts aharpest throughout,
When a member 13 addresaing a problem or & question to you,
give him your undmded attenbon,  Address your teply prioa
pally to tum but dont exclude the other members of the
board.

8 Dont mterrupt. A board member may be statinga
peoblem for you to smalyse, He will ok you s queston when
the time comes. Let hum state the problem and wait for the

9 Make sure you understind the queston. Dont try to
aoswer until you are sure what the question is. Iffts oot
clear restate 1t in your own words or ask the board member to
clanfy it for you  But don t haggle about minor elements.

10. Reply promptly but pot hastily A common entry
on oral board nating sheets s candidate responded  redily”
or “candidate besitated in replies.  Respond ss promptly and
quickly 2 you cn, tuldontjump 1o & baty \-coondered
awet



HOW TO BE SUCCESSFUL IN INTERVIEW
By

JOQINDAR SINOH

No oce gets & post without berng Interviewed and handlmyg
the mterviewer succemfully Our ipitial efforts were armed
st getting &n mterview caall from the employer But at 1
only m the mterview that you actually suceeed m getting
the yob.

Moy people who are well qualified for a job ful to pet
at the mterview time  Ope of the remsons 1a that though
they wock Inrd to get «n mterview call  they are unprepared

about younwelf  or “What kund of aare you lookmy
for?  They assume that they will have to build op
their case, and they will be shle to effectreels
Others bve 1 favlty concept sbout intervier,
utmton. Bome submit subm
tnl:pcmlm-;::fl -
Others behave a3

and others an though

Some  scquire
the old tricks of the
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scem interuated in gettng the job i offerng  definute evidence
of their abil ty to handle 1t and 1n taling advantage of every
opportunity to bang out their best palnts,  They seem confi
dent mtural and st eme They take the mterviewers as
human bemngs and sympathetic ones at that  They know bow
much of their case bas been brought out at every step and how
much ground 1 yet td be covered  they try to devote some trme
1o each important point and then go on to the next and without
getung bogped down or sidetracked.

We an 1cquire competence in handling the mtervicwens
through « rumber of small and luge thmge all of which we
shall discuss in the section. ' We will deal with ways to improve
your chances defare dring ond after the interview

The important fact which must be understood durmg
this deccussion 18 that you will not have unlimuted opportumities
to talk wath the wterview Board.  While scquinng proper
qualifications  you have planted hundreds of sceds m
the expectation that a few wall grow and besr fruit. So you
must place a high value on every opportumity which grves you
2 chance to talk to a prospectrve  employer about your spedific
pomnts of ment

It ahould therefore be clear that the mterview 13 not  the
place to caperiment. You get too few chances to cotrect your
mistakes,

I Preparation for the Interview

We shall start sath the things for which you can prepare
yourrelf in advance Finst of all, pet all the informatron
that you can, about (1) the post for which you will be inter
viewed (b} the personnel of the inmterviewing bard. Thieis
sometimes very difhicult, and may not be possdble at all, but
you must make an attempt.
{s) The Detalhof the Post

Without a clear idea of the standards you will have to
meet  you will be at 2 dnadvantape in brnguing out your bert
pomts and qualibcations. You may overemphamze  factors



HOW TO BE SUCCESSFUL IN INTERVIEW

By
JOUTINDIR ENCR

No one gets & post without being mterviewed and handimg
the mterviewer successfully Our initul efforts were aimed
ot getting an mterview call from the employer But 1t s
ﬁybbmﬂxmﬂmth!mtdmﬂynrczdmgrﬁlm

Many people who are well qualified for a job fail to get
at the interview tme. Oue of the reasons 13 that, though
they work hard to get an interview aall, they are unprepared

for?’ They sesume that they will have emple tune to buald up
their cae, and they wiil be sble to present 1t effect vely
Others bave & faulty concept abotrt their role in the nterview
sitmation.  Some submit to aD interview as & patient submits

Becuume they know what is expected of them aomd prepared
focitwell They have prepared themselves in  sdvance to
bring out all the melunt facts dexrly and logially without
= i They with the interviewer and
wre reedy to take the mittive if 1t i offered to them. They
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tral and error out of the way before the real interview starts.
Ope way of downg 1t1s to rehearse the interview mm advance.
By & rehearal I mean fnding ohie or two friends preferably
yout colleagues who will be willing to spend an hour ar o firing
questions & you about your qualificatrony and expenence

There is 2 great dafference between what & man has m s
hesd and what he fx able to st out You may know your own
lLfe like & bock, but do 2 bad job of teling your Ufe
oy Defect reults ot of your faulty mmunics
hon Ths commumscatton  coments of tatung facts
out of your own besd and gethong them clarly mto
the Interviewer . You can do this at the mterview only by
expemporinecsly puthng them  into words and dealing with
the facts in wk the of the
wnll permt. And chances are he Il seem to jump all over the
ot without much regard for the way in which you have arnged
thess facts 1n your own mund

But if you aam mt down with & couple of {riends and pons
on to them your resume and a3k them to pretend they are
1nterviewng you for vanous kmds of jobw, for vanowy kinds of
firmm, and let them questran you you wall get practrce st the
art of commuicatng facts sbout yourself  You will work out
your errars withoat harm to your job prospects.  They should
pot mk you for facts like your age oc dates of employment. but
should try to dig up some really tough questions. They aan aak
Since this s a small post, Mr and has hmited oppor
tunities what do you think would be the advantage of workmg
bere ?  And when you have worked out an smywer to that one,
let them switch the siturtion and ask, “Smce thism a vevar
post Mr and you might getlost in the work, wiat do
you think would be the prospects of yoar success bere 7 There
can be any number of euch bevially mportant questiom, each
turned uptide down in the pext question. Mr don t
you think a man younger than you would be moce swtable for
urjob? aod Mr dmnt you thinks man older
than you would be more smtable
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1t 53 better to think over the question for & moment and give
» good dwrect response than to come out with the firt thing
that comen mio your bead Tenmon and averanxiety il tend
o moake you start answering quastioos before you have thought

of you feel~well prepared to talk about yoursell you will be
lesx proce to this kind of error
At the Raception Office

The interview zctually starts in the reception room a3 far
a3 you ate concerned  Several thmgs octur there that deserve
your attention It 1 sometimes the practice to have applicants
fill & personality questsonnaire while m the warting room before
they wre gterviewed. Do » cwreful wb  The iterviewer s
wiually going to look st the application and profurma befose be
fooky at you, and from 1t he will begin to form hua ali-wpor
tand foat impresons of you.

You wall leamn that your rehearal has begun to pay off
even at this early stage  Your resume whuch should be attrched
to the applicaton will belp you o somwer most of the quertions
mt&mplaymm:fcnmﬁdmﬂymdsmmic}y And:f

ey Mldh:nprtpamdmmewhamdcdmth
them.

In eddtton to the spploation form, many offices have
htenature about the ofice lad out on the wmting room tables,
While writing teke sdvantage of the oppostumty to study
these 153 pome younelf wth ficts sbout the post-—facts that
roaght be quite el s the aterves

A wasting perwod aleo gives you o eppertumity for tat
bt glance at your resume end at yourself to make e that
everything s m order  Finally you must sesolve that you are
gmng to Lke the man oc woan who will interview you md
abeo that you wre gomg to win them over  This mvelves & Little
bit of mentel prachee but 1t often pays well Make up your
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rund that you are gomng to =y the nloest things o the
with whom you will be tallung #nd oot to Jook for things you
can citicire. Look for the thmgs you will find pleasing We
cn all fee! when we ste mhng 2 good persomal impression
and i you have a fi ) to the

y\:rumcet,bcouhcwﬂ.\ma it in asubtle way and respand
to 1t n turn, This fs the secret good interperronal relationships,
and {t s often the spark that produces warmth 1o the mter

{nto the Board room. You musy be interviewed by a small board
1 a amall roam or a high power board in & big half What
ever the situation determine to do your best regardless of the
wihing of the interview hoard.

Icterview Starts

their desk, and from it you can tell st a glance whom you are
sddrennng  Remember that the mterview has begun the
tooment you walk smto the office, Your appeanance hay already

start with  'Good Momung, drs; My name s
Fly Safs

Regarding your mode of salutabon the best advice is alweys
to play safe. If the mterviewer appean to be expecting @ hand-
ahake, by all mcans shake bis hand If yoo ave facing a beg
board where & bandstake = difficult to manage doat foroe at
by bolding your hand out but wish them with folded hande
Follow therr lead.

If the Board aprears to expect you to take @ seat do 10
without making & fuss about It. If you are not sure whether or
X he doos expect you to be mated temaln standing fora
moment unnl the wtoaten becomes clear
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pettern of questrons. You wnll be able to recogaree the type of
interviewers you have met withm a mament or two sfter the
conversation begn, usually by the frat questioa they will mk
1f the opening questions are specific and fachsal, the inter
view will usually follow & more or less symematic progresmon,
takmng up your past career  job by job, and dispomng of esch
part before gomg on to the next. It wall usually commt of &
wnes of related questioos maving from one pont to another

This kund of questionmg simost always indicates inter
viewens who are following & defmite Line of development. It
foreshadows en mterview that will be closely duected by the
wwterviewer  Let vs call this the comtimonr iaterriew becauwe
esch question seems to grow out of the proceedingonmes
contruous seres.

{b} Free Aowing Interview

This type of interview s dwtmctrvely different, and
much more free-fowmg  The questrons are more general and
they throw the ball to you from the begming It might open
wrth such questions &2 Well Mr tell u3 samething about
yourwlf,  Or "Whatkisd of work bave you been domg?
Or  What made you decide to #pply to this career?

Or the quest oning can begia in s mare personal way
“How did you like working for the ? Or  What made
you decide to beve your last pb? Or Do you mtend to
contmue your studes after this post?

Regardless of the directson 1n which the ball » hrst
thrown, you are expected to clnyonwrthlt. mdku:pnmnm.
wnt] you score & touchd Q of
v.hum-nmnmpbodmmuoumwﬂthcﬁmxdnbw:
yoursell 1 your own way  They result in an enturely different
type of mterview which we shall informally call the free
Aowing iuierview

To bandle the free-flowing wterview cn the lne with
the continuows Ime mterview could be duastrour. IF for
exxmple 1 amrwer o the querton, How do you like your
present b you were toreply  Fine  and Jose the oppocty
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nity tb make your coatribution to the mierview  you would
be turning the Interview back to the interwewer .. md
leaving it to tum to dig up ancther questron for you  The free
flowing interview 18 not like o tenms match, where the tdck ks
to retorn the ball a1 fust &1 1t comes to you. It 1 Like a football
game where the obect is to hold on to the ball and try to keep
rumimg with it untll you score. However your freedom to
contine talking exmrty anly as long as the mterviewer peefers to
remain wmlent. When bhe breals 10, stop talking end start

Be alert @ the interview begiom to detect the Jand of
interview it is likely to be and then act accordingly The two
board clamifications fllosrate nothing eclentific but they are
two important extremes alling for two entirely different kunds
of aoswers on your part.  Inboth cuses it s porible for you
to control the interview to a greater or lesser degree.
Controlling the Coutioooxt Live Interview

Tts very nature gives the clue If the mterviewer u followmg
a eertam fine of development, where ezch question 13 suggested
by the snswers to the preceding question, then the answers
themaelves can be used to sugpest the next questans.

These elementary examples of replies that sctually lead
the questroner to inquire about something you want to bring
out and that bring out something more than the queston
called for

Thun, with a continuous-lrme mterviewer who is formula
ting huy questions rapidly and who seems to prefer direct and
beef snrwers to Indirect questions it is posible to influence the
course of his questions while giving him the facts he wants,
Further a contimious Line interviewer who sees that you are
prepared to give him coherent, orderly and syxtematic set of
facts, will beqn to give you greater latitude in your responses.
Nothing pleases an interviewer more than having the applicant
bring out sll the pertinent facty, fust aa he wants them, wathout
peolonged queshoning. Here is where your advunce preparaton
pays nich drvidends.
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m whxch t tate yout tne end tmking the most of it while
youcsn.  If you do get more ume connder younelf fortumate,
but it should be dengerous to mmume that you will get
moore.

1f we accept this vule bazed oo concyete experience oo
types of the mterview you will better ake every oppottuntty
durmg the mterview to bring out any addironsl quabfymg
factors that you wamt to present to the board.

Tbﬁreuumd:a pomtdnut'hjchmanpmﬁt
greetly by ehewrsal. Ity the swareness of your resson foc
being mn the mierview room  Never forget that you ace thete
t© mnpress about your fitness foc the job  Anything you
might do or say that does not bear ditectly upon thay purpose
in 2 dend lome.

The board members erpecrally of the board u & emalt o~
wetrmes become 20 engromed 1 & sty #n apphaant
telling that they forget for & while that they are off the
subgect  Unfortunaely the appi cant eeems to feel when the
beppens that be w achieving « great deal meredy by holding
attention that Joog even though wint he is telling bas nothing
to do with bis quabificatians for the b He © quite mustaken
of coume, bectuse when they realise how much time they have
spent with the oun they try to speed wp the nemamnder of
the mterview and boing to 8 close [t would have been
beiter for the appliant not to have hured the board off the
subject of hue qaulifcations and mes the mm of the interview
Krep on the Track

It s mportant therefore for you to  comtrol yolit time w2
that you bave fmhed your story and told it well, {n the ten
minutes pou can resaonably expect to get. Thid can best be
dane by urmg every pownt w & spungboard 6 the next one,
You an do this by avolding getting stuck up 10 voe xapect of
your pessalbity at the cost of sormething elee equally umportant.
Each sspect of your )] ahould be deseribed g0 sx
0 Jesve aq opening for getuog ta the next of you have the
chance.  You will aot be sble protably to brmg ot ol of
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the facts in the sequence In which you want to peesent them.
You must be able to go from eny point tb any other polnt, at
the interviewer s convenience but every time you sperk you
must add soovethmg to what you have already said.

And 1f you or the interviewer get off the track of your
qualifications, find & way to get back at the ea liest posible
moment. This requires not oaly tact but also a  complete and
unerring knowledge of what you are saying  Thus again bangs
out mmportance of studying the resume and rebearsing the
1mterniew
Learsing the Natore of the Jeb

The eptire interview 18 meant to comstitote an eamimtion
of your persooality and quslifictions. Sometimes, if the Boxrd
is small one they sre wnlliog to tell you the emential facts about
the rob for which you are applying  So there amerpes a sott of
duality about vour mole 1 the interview  All the ame, you
will know Less aboat your prospectrve employer than ba wall
know about you and try to do your best to eovince the Board
of your fitness for the post but sometimes the ubraton cavses
applicants to try to mtarview the interviewers to cros eamma
lum sbout the post, to become stendoffish and  to play hard
toget. And, Just when the applxant, by there tachos
succeeds in ehictng enough mfarmation to become convced
that he really wunts that b, the interviewens have decided
that the applreant is too choosy of particular or temperamenal
You mmt pever forget the fact that the burden » upon yog,
the job-secker and to the job rather thin upon the tterviewer
to “sell  you tho post. Some interviewers wnll encourage you
1o talk about your smbitwos and deswres  but that b because
they want to find out whether your smixtions and dewres can
be satufied by the post. And, the mare extravagantly you
speak about your mspirations  the lem chance the post will have
to fulfill them.

‘Therefore please remember that first thmps slways come
first.  You can always rerect a b that hzs been offered to you,
but you canmiot accept @ b that 18 never offered to you. There-
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foxe, the first thmg you must do 1 to convmee the Board. m
every way you can, that you sre gomg to be a fine wddition to
the arprmumation.  Once they have reached that conclusion, you
can explore the question of what the post mught offer you. But
the svarubly mutken tetic i to put the secood thmg fisst
to try find out first whether you will hike the pb  asd then try
to getst. That mrely feover works
Brivg oxt Your Stroog Pobais

The oaly way you can convimee the Board of yous subtx
Exlity 18 to talk of what you bave to offer S0 i apswer to vvery
question, sd M every thog you say 1o them, you must keep
hringmg out favounible factars.  When you hne hrought out
& strong pourt, you should not rest yous entie ame aot. You
ahould keep oo bringmy  out fraab facts amall and brrge to
ke the score pule up.  Avaid apending all of your intervaew
trne oo oot of two magpr posnts By keeping the ten-mmnute
{tmitation o romd and by knowing all times how much more
Fround must still be covered before your ease w fully presented
you will be oonsaous of the mecesaty of keeping the inter
wiew movmg forward fram voe frvoonble pomt 10 xoother

A fivounsble pomt 13 o reason why you should be selected,
If the post meeds the shulity to meet strangens resdily you
should display your socubulity snd extrovert pature and yonr
Dot expenience of bandling men, and your sbdity w0 talk to
stongeny,
Knowhag Half way Hesctlon

A rematiable ting happens durmg an mtetview unmlly
at shout the half wry—which you can slmott tee bappenmg The
fnterviewen siat with an open mund md begin to formulate
thew opison of you very quickly  After you bave gooe about
talfaey they ae po longer openminded, but are definitely
tending toward s favounable resction of an unfsvounsble one,
The remainder of the mterview 13 likely to bea procem of
wafrmation. I they feellike selecting you, they ook for
frctors to confirm therr frvounble fudgment, As you tenee
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ths  you abould become more alert to give every sawp of
2dd tonal  materal they require. If they tend toward an
unfavourable reachion, take 3 quick mental nventory of your
presentatian up 1o that pomt and f you bave failed by then to
bring cut any mepor factor get to st atonce Only determined
efiocta will help you of the interview s pot going  fxvouzably

The wnterviewem rarely act oo pure whim. They must
wusnally have & reason fof arrrving at their decslan whatever the
deauon might be. Even 1f they decide to repect you they
want t0 have ther condusons upon something speaific. In
the second part of the interview therefore, they look fora
definrte bass wpon which to fustdy therr deanon,
Terms of Service

It fs 10 the hitter part of the mtermew that the subject of
remuneration thould be disammed  In sctual pracner, jf the
question of compeneation is open, the interviewers will attempt
to get to 1t exrly m the game They will want to know what
kind of malary you are expecting to get.  But if you can put off
talking about pay until you have made your most favourable
impresion you will be (0 1m sdvantageoay bargining ponibon.
Your price might pot seem w0 high ance they feel toprassed
by you

But sooner oc later you are golng to get down to brass-
taicky S0 when you get to ths pount at which you wall have
to mention a figure, dont meotoa a speafic one. Sate your
erpectatioos 1n terrmt of & ringe  And put upe coaditon,
Ths stlll leaves you some room for negotishan. Yoa aan
expresa tt that ways  “Well, &ur I bad in emd & poston.
in the five to ux hundred rupee range, dependmg upoo the
level of reapanmbility wnvolved. Thn w:tmlllnvc-yuu
free to negotiate upward from five o comprommse downward
from tlx, dependmg upon bow badly you want the b and bow
badly the Board wants you Aod it leaves your bame “level
of rapmabdity” and  opportunity forf whaocemant” or
h Jition you fed, 10 any way that best suma

FOUT pIposE.
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¥nd of the Iotexview

In mterviewmg  Boards wall conduct repeal mterviews

mrtmzw;thlmpamnvdyhmcgmupmdbtmmbadzhe

fuvoured condidates ooce or more until all but top candhdates
have to be sclected. Bo youy will Dot gets definte decmon oo
your appbaton  at the ed of the fint nterview
Theaefore you must make some defiite provison at the
conchuuon of the mterview concernlng the fiture courte of
action that may be expected of you.

Usmnlly the mter will vol thay infk 4
They closs the interview by saymg for exumple, "Well Mr
we expect to maks 4 decnon abortly  If you are seected, we
will get n touch with you

If the Board 13 amall and jobs ane or two the candidate
am sk &t the cooclmon of the wnterview bow snd when hu
spphcation will be decsded upon  Try whertver posuble, to
pun this down to a spectfic date and time  md fauhing that, sk
whether 1t wall be permunible for you to enquure agun,
specally { you e #pplying 2 Botuh or Amercan firm.

If be mayt & decmson will be made on Thursday phooe
bem oo Thursday to Jearn whetber the decmion waa actually
made, 5 2 new devel tas 3 that changes
the pcture enturely  If you mthe-emndchomcmdsdﬂe
and the first chojer man has aleady found encther job your
phooe call may land the b on the mat. You can sccept ¢ av
» rule that 1t 18 never mmproper to show & wierest m gettmg
the job you apphed for  Fimally 1n the caawe of business houwe
ph,you:tnuld-dmwkdgumdmulppmmhmfurm
mterview that you are graated A boief note from you the dey
«iter an mnterview @ always welcome




METHODS OF SELECTING OFFICERS FOR
THE ARMED FORCES
Presipant Semvices St1rcTion Boarp

My purpose 3 to t2ll you brefly about the modem
scientific methods employed by the Servicea Sclechon Boards
for the selection of officens {n the Defence Services.

‘This system 18 netther pew nor untned. I do not dum
that our system o perfect but I do very defiutely suggest that
1t s the furest avaable Broadly speaking, there are two
main methods of selecton which are practised in most modem
coutTies,

(2) one s by exarmmation and persomal mterview and

(b) the other 1 the more scentific method put m

use now by the Bervices Selection Boards, which ]
ahall descnbe later,

1 soggest to you that the exasmimatwn and mierview
method s not a mtisfactory one  The vaganes of exarmpation
are only too wellkknown, to be gooe mto detail If you are
ahle to burn the mdmght ol you will pass exsmmation, The
mterview by 100elt can serve but Little purpose—the interviewens
are hable to be bussed.  Thus may appar to be sweeping  state
ment but the fact remams that everyone of us ke x type he
Lkes and the type be dalkes. Senwor officors and public
men, apecially those with strong  personality koow what they
want, and scldom think much of a candidate who does not fit

m with thewr own particular type. An expenment was made
mmeumelgo‘.l:ﬂ'll-(Lu!gn'h-wu' all very scoror and l:uzhly
d, were indmidually made to fl

for:pumh:}ob The result was revealmg  Not ooce ungle
candidate was pesced unanimowly and not one was refectsd
wnapimowly  Tho abows that aoy candidate would bave
taned or fuled accarding to the view of the mun who was
interviewing han,
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Ordoat of ths Inteyview

Our mam b w to select cxndidates for vanous courses of
the Armed Forces Aaaderny  We therefore see boys between
the agea of E5and 0 Let us fimt see what would bappen to
» young boy who may bave to go before the commonly inomm,
Taterview Board  after pamng sn eamoaten, for wioch be
tad spent posibdy & mumber of eleeplem ghts  crummmg
On the day of hus interview baving been kept  watling nevvou
sy in & ouen, buddled with » number of others of fus own type
hu rame 15 called.  He goes forwaed thalong from top o bott
om, to be confronted by 4 o § members of the Board. They
areall men, much older than be humsel{ semor afficers and
ponoffscnls men with a lot of prestige, of Jong expenence of
1ife and official affais mtting comfottshly at s rble 1w jodg-
roens upon hum. He has about 20 munutes ;. wineh to convt
nce them of his worth aad ahidity snd what s moce dafficuit, the
likehhood of hes developing  under mstructy Iam certam
you will zgres 1018 a tormudsbie ordeal. It m, of coume, the
cbyect of the Board o find out thebest m the hd. Ths o
very dificult indeed for even tha most sympathetic mun to fnd
the best 10 asyone  the odd twenty munutes. This o perty
mkdynwhmnh-andjdmuﬁmdmthhmﬁnl.lhw

already descrnibed, No candidage can be hus normad welf i such
aronrstances. A few muy peshaps show ther best but the
magonty will suffer from nervoumens m one form o woother
and the Board can do little more than guess at thelr potentulity

The New Mathod

Now let us tum our to the hod ST
by v The caadidate w calied to the placs where hiy teat will
be casmsed out end i3 bodged 10 Mew where he is trexted as the
officer be hopes to be.

On the firet day b v kefi to houself 1o settls down m his
new surroandings and to get t koow something at lesat of other
candsdaten und of the officens who form the selection Board, To
furtber help the candidaten, the Pretdent and the members of
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the Board work 1n crvilian clothes wo that the candidates are not
overawed by military uniforms and rank,

Then the tests begm.  They cover three to four deys  por
20 minutes. They include indrvidual ducust.ons and a private
and eech member of the Hoard In all thete interviewa the
obyect of the exanunmg officer to put the candidate ot b
eaw and 50 to get lum to talk freely and frenkly and thus to
reveal his persemlity rndlbxhty These wre wmple tests, for
bamc intelligence and not of ed
not of book leamnmg but of the natural flexibulity and edapta
bility of the mind  There are group tests to see bow a canch
cate works wrth his fellows and  what qualities of leadershrp he
posmesses.  All these tests which I shall describe m detail later
have been devised after moch careful thought end meny
experments,

The proof of the pudding, they sy = wn the emtmng
from wiatisica callected over & number of yeary, we find that
the failure rate at the Truning Institution has come down to
1/4th of what it was, when the old system ws practiscd.

Wastage at the Induan Military Academy at the begioning
of the war was 30 per cent. Tha percentage st all the Officens
Trabning Schook put topether rose to 47 per cert m 1942, In
1946 after the new systen bad been introduced, the wastage at
the Trunmg estsblshments vas 10 per cent.  The wastage for
the post war course at the INLA. 13 about 1B per cent and 18
steadily coming down. Another useful indication 13 provided
ut the end of the four-day tot, when each candidate by mked
to comment ca the methods used, and to say f ke bad & farr
deal. The comments are wntten aficr the resulu have been
prepared, bat before they are snnounced the candidates are tald
that their comments will nat be read untl after the revults have
been sent by the Board to the Aty Headquarters. The prevai-
ing note, in all comments which are given freely acd withont sy
fear by candudates shows  that they were huighly satrfed wath
the methods adopted.,
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In our Selection Banrd ¢ workmg of the system of scren
ufic relection, we have an average of sbout 75 per cent un-
ammty of opuion on candidates  To be farr 1o all typs our
salectors are taught to wend their oun penvonality and are trained
o yudge purely on performance and ability I mamtain that thie
syrtem s the furest that t avaalable becaine the Selection Board
nesther select nor reject the candedater  They metely grade the
canedates o the qualities they should pomess 3 prospective
officers 10 the Armed forces The gradmgs awarded range
fram 1 to 7

I must emphanise that cor Sedection Board merely yudge
candidates from the pont of view of their swtablity far gervice
m the Armed Forces ooly  Wemmght fad o candadate who
oay be & acholar posmbly x BAA. or M AL of & first cluy Um
venty Tha however wnll oot be & reflection on hum or hus
education, for = we e different walks of Iife  To illustote
thue pot 1 will quote the exaaiple of & genthom who was
once sepected for Avny bt o todey 2 Sourabang busmemman.
He was grateful o w for rejecting hum, be admuts that he
WEVER really way imtevested 1 the Army which be dewred
1o youn merely becaume he wanted & pob

The present ayatem of scettfic selection wes stucted so
Germacy oot after the firt Warld War when the Germun
Army was reduced to & total strength of 100000, They selec
ed every soldier by thin method  Each man wes packed care-
fuly and 2 2 result, when Hitler decided to expand the army
each of thess men wan found fit not only to be promoted to
officer raok but they but up 1 five yeans  the finest fightmg
wackipe the world bad ever known The Ameriams alw
wdopted 1t and mopeoved upon it The UK more comenative
did not follow wuit tll early m 1944 and the wme system war
mtroduced 1o India later that year
Detalls of the Metbod

The object of Selectron Board 18 to mblect evidence about
+ eandidste 10 the past and prasent end to review 18 relevance
towards msesng i potentialition a8 an officer
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The Board consists of a senior Service officer as President
and to ssnst hoyn i bus talk be bas tramed Bedectors such as
hus Deputy a Paychologust, with & fint chss quabfication in
penerul peychology a Psychutost, the group Testing Officens
end Pointer Woters.

‘The perlod of testing i3 spread over four days during
which time 2 number of tests tre adminiatered,

Indoor Tests

Indoor tests are demgned to swess the total persomahty of
s caandidate  The tests comprise of intelligence test, personality
test, and spechl sptitude test. There wre alwo two queshion-
naires in which the whole background of the canchdats
eximcted.  From the anywers to vanom queshons, 1t 1 judged
bow far & candrdate » present patrern of Lving would fit him
in the Armed Service We all this & ponter’  The
‘pomter m then passed to the Paychiatist who interviews the
andidate and grves his own fmal gradmg based oo the pomter
and the internew

Outdoor Tests

For outdoor tests candidates ere split up 10 small tesme
of about eight members. Each tram works with » serante
Group Officer  We aall him o Group Testng Officer  The
tests bast about two days and mclude discums oo # short nlk
by each candsdate Plamnimg Exerase and tests of phymcal and
mental fitness,

All these tests are mmple commonsense problems  which
requite no patticular type of educaton, but they do bring oot
qualities of leaderthip prictral Intellipence  commantemse
hutthe physical enduraoce team spint, all of which are
most emsentil qualities to ke good officer On the result of
these the Group Terting Officer wTites a very comprehenaive
report bringing m out whether the  cand date postcoaes thaae
qualities or ot and the degree-thercof The group Testng
Officer finally sdmits only those traits which are confirmed s
trends and pot mete traces.  He then gives hu prading
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The Intexview

Ths 1 probably the feast unportant pact of all the testx
and 13 carmed out by the Presdent or the Deputy Premdent.
Tt obyect 1 10 corroboraty or otherwise the impresnons made
upon these two semuar offices who have closely watched the
aschidates durmg afl the other tests.

At the end of four days testingand interviewing all
the selociore oeet 1o & conference Upto this time all of them
except the Psychutngt have looked at the candidate independ-
ently Ths Peychustnst has been shown the results of the
written peschologioal tests. L ke any other scentfic fodmgs
findunga of coe selectar are checked and confirmed by the firdngs
of ctbers, Each selector nrites out & report on the candidate, and
ench case 1 comstdered parely on s menty. In caes of diversity

“Thus 1% pot & guestion of the sum of the grades given being
dvnded by the number of officers giving the grades. It may well
be that dependiing upon the outstaodmg charsctenshics golng
s fevour or sguoet & candidate he may recerve s grade J ot
grade 7 For exarnple out of 175 camdidates that were selected
for course recently 26 hod sctually recetved the Jowest gradmg
froan the Prychntngt,

The cndidate however 1% oot gven the reawn for
rejection by the Beard n b own asterest bockuse m the
muyonity of cases Belection Bosrd tests revesd certan baaic
deSclencws n thelr personality mezks-up which render them
unmstable for mulitary career  Momt of these deficences are
o Tundamental that they cennot be alteved fwhile others oo
only be correeted by 1 prolonged cousse of mbensive traloing
wd reedocatton by techniex] experts. Tha  Jnowledge of
hrremediable defects would only Al the candidate with & weme
of Inadequacy winch woukd even hoder the full use of his
pomttive qualities tn otber spheres of Ide
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Before I close I would Iike to exy that the present methods
of aclection are not claimed to be perfect end indeed they arw
contipally belng improved. But they we o great edvance on
the pust. They offer & very good messure of maeaung human
personality  They are ical m manpe becaose they
&:dthnbutmm‘ndpnhm:lnthengh:plm They
elummte the factors of race creed, neliian and mAvence and,
therefare they wre democratic.

Talking sbout mftvence I would bke to wound & wamung
mlﬂ.hi#!lndlcvvbomindzhbndnpprmchmgth

D P 1L It would be hithng st the
very foundation of our system. ff any favoonnam of pepotmm
o permstted. ' We have already taken vanous messures to stop
thy.  Our Commander m-Chref has fwued stnct jnatructioos
and these have already been publicired through the Press that
candidates trymg to exert wfAumce by any manner or messs
will be summanly rejected and any such attempt by offrcers,
erther avil or military will be at once hrought to the notwce of
the hugher authorities.  These orders are most loyally obeyed
by all of us, counected with selection dutrex

In conclusion T would Like to stress that the selection of
officers far the Armed Foroes s & macred duty end a very heavy
rospocsibility—for n the hands of an officer depend the [ives
of the men under ha command—aend on the Armed Forces,

siderations muest and will be subondinated to that gm, We
munt select the very best and nothmng less than the best am
be acoepted for the defence of cur  Motherland.



SELECTION OF OFFICERS FOR THE ARMED FORCES

By
SOHAN LALL

Before the Second World War relection of officers for the
Armed Focees 1o India was made by the traditonal method of
2 wnittet exammation m schoal subpects followed by & inter
wiew The wxr brought an a mudden and coomderible ex
pantion of the forces and officers were pemded and bad to be
mu}ttdinwrymmhhrgemrmbnl. Qnd.sdam offering

for to the d renk were %o
mmmerous thet the traditions] methods proved wadequate to
cope with the problem.  The written exammation taken by a
hrge number of cmdidates 13 necesanly s long drewn out
procems whule the urgency of the aturtion demanded & very
quuck verdict on the andidates surtability  The wntten ex
aunshon wes therefrre dropped and selections made purely
on the bams of interviews. The fiat interview wwa by »
provincial Selection Baard and thote who succeeded went
tefore & Centrat Interview Board, which made the fira}
selection.

Though this system shortened the time consumed 1 the
process of selection, 1t beought mto proempence & new problem.
Cadets lected by interview alone showed & wastage of neatly
40 per cent ot the Officers Trummg School. Bo large 3 wastage
drslocated the plans for the expansicon of the forces and sone
wiy of reducing the wastage without unduly paolongmg the
process of xelection bad to be fond.

Mesowhile & method of sclecting officers for the Armed
Forom based oo the use of techmques of appled peychology
had been evotved in the United Kingdam.  Tha method, with
wustable edaphation to eut local conditiona was introduced as an
expenimental meary m Inda exrly in 1943 An expermental
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‘Officers Belection Board' waa et up at Dehra Dun and the
Dew techniques employed by it were studsed at firgt band by
sentor officers of the Armed Forces and by members of the
Defence Consultative Commuttes. By July 1943 & number of
Officers Sefechion Boards were set up ln Indu and the rest of
the recrurtment during the war was made through these Boards
which were later re-demipnated u3  ‘Services Selecton Board”
(3.5.Bs.)

Untll 1948 the methods wed by the Selection Boands
were mare or less the sume 28 those wed by sunilar Boards in
U K. Towards the end of that year the Government of Indsa
appanted a Commmttee to study the working of Selection
Boards and to suggest ways and means for mprovng thes
effiiency The methods now employed for the selectson of
officers foc the Armed Forces in Incia are-lergely besed on the
recommendations made by this Commuttee

n

There ste broadly four main methods for selecting peopic
for particular jobs. First there iy the system of examination
of candidates m school subgects. Thw tests thefr scademsc
knowledge and attunments and alwo belps to some extent 1a the
axzesment of mntelliprnce and clarity of thought end expresnon.
However 1t tells nothing about whether the candidate baa the

land other Lty qualites which
may be very importent in the context of the particular job to
be dane.  Secondly there s the method of the formal mter
view" where & canaudate i3 questioned by & few selectors for s
period of 15 muoutes to halfl an hour This cmn giveonlys
superficial indication of academic kowledge and leammg: and
though it doct belp to give clumpaes of peraanality tzaits, they
are anly indications and may not fully reveal the rmal person-
whity A third method i that of situatioml tests In this
technuque

the candidate s atked to do an elementary job wimilar
in nature ta the one he would be called upon to do if recninted.
During the test be will be under obeervation by selectors who
can sce how he approaches the job how he bandles hinmelf,



SFLECTION OF OFFICERS FOR THE ARMED FORCES
By
BOHAN LALL

Befare the Second World War selecton of officers for the
Armed Forces 1n Indi was made by the traditonal method of
a written examingtion 1n tchool tubjects followed by an mter
view The war brought on 8 sudden 1nd considerable ex
proalon of the forres and officers were needed and hud 1o be
mnttdhwtymmchhrg:numbam &ndsdzn:- offening

hres for to the d mok were wo
mumerous thet the taditonal methods proved inxdequate to
cope with the problem.  The wnitten exammation taken by
lirge number of amdidates 3 necamanly s Jong drawn out
process whule the utgency of the dtuation demanded & very
quock verdict oa the candidates’ suitehility The wntten ex
eminaton was therefore dropped and slectons mede purely
oo the beams of interviews. The fust wterview wax by a
provienal Selection Board and thote who succeeded went
befrre & Central  Interview Bowrd, which made the final
aetection.

Thoagh thre syatem shortened the tme connmed 1 the
process of eelection, 1t brought mto prompence 8 new problem.
Cadets selected by tterview alode showed a vwstage of nemdy
40 per cent ot the Officens Trunmng School So large & wastage
diddocated the plans for the expanesan of the foroer md some
wy of reducing the watage withowt unduly proloogmg the
process of selection had to be found.

Meanwhile s method of selecting officers for the Armed
Forces bused on the use of techmgoes of appled peychalogy
fd been evoteed in the Unuted Kingdom.  Thn method, with
smnbie adaptation to swt Woal conditons was Introduced o
expenmental mexmme m India cerly in 1943 An expermmental
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Officers Selectron Board™ was set up ot Debrs Dun and the
new techniques employed by it wers studied at firat hand by
senlor officers of the Armed Forces and by membess of the
Defence Consultatrve Coamuttee. By July 1943 a number of
Officers Selection Boards were set up n India and the rest of
the recruitment dunng the war was made through these Boarde
which were later re-demgnated a3 Services Selachon Board”
(5.8.B)

Unti] 1948 the mwthods used by the Selechon Boards
were mare or less the same as those used by umllar Boards m
U K. Towards the end of that year the Government of India
appointed 3 Commuttee to study the working of Selectin
Boardsand to suggest ways and means for mprovmng their
efficiency The methods now employed for the sefrction of
efficers for the Armed Forces in India sre-hirgely based oo the
recommendations made by ths Committee.

b1

There are broadly four main methods for selecting people
for particular jobs. Firat, there s the system of exsmnation
of candidates in whool subjects Thx tests thelr academic
knawledge and attainments and also belps to some extent in the
ssemment of intelligence and clarity of thought and expreasion,
However it tells nothing about whether the candidats has the

] and other p 1 fi which
mybevayimpummm'.bcamm of the parucuhrpbtu
be done  Secondly there m the method of the  formal mter
view" where a candidate is questioned by a few selectors fora
period of 15 migutes to half an bour This cxn givecnlya

fcdal ol of academic knowledge and lesmmy and
though {t does belp to give glimpees of persooality trxits, they

«re only indications and may not fully reveal the real petson.
ality A third method i that of ‘atwabomal tests  In thy
technique the candudate 13 mked to do an elementary job sumily
1 nature to the one he would be called upon to do if secruiteq,
Dunng the test be will be under observatron by selecton why,
can see how he approaches the job bhow be handles himmely
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his tools and other 3ids end come to an wsevwment of how
auceessful he 18 lkely to prove #fter recrustment. The fourth
method 11 that of *Projective Technique Thiy is besed oo
the princple that no men otn aveld projectmg b true  person-

sesponses & penpreture of the vanous sspects of A person-
ality

Each of the sbove methods has ity strong and weak pofnts,
Mankmd luy not been able to evolve 50 far say single method
of selection wheh could be rparded @ perfect. The present
method of seiectson uved by the Armed Forcesin Indiz ms
coubrmation of il the four mentioned above It s boped that
by wilamg all the four dufferent techojques aad pooling the
results the error 10 meexsment of & young man s sustabelity for
trerustinent to the commiscoed rank would bt tmimised.

Young men offering themmelves for recnutment as officers
in the Armed Forces lave fint to take 8 wotten  exarmnstion
m English, Mathematics aod Genersl Knowledge, Exzch sub-
sect carres 300 mrarke—s total of 900 for the whole written
examowtion.  Candsdates who pase the hurdle by wecurmgs
pracrbed onnumum of marks m the eammaton are sent to
the Services Selection Boerd for smessment of perooelity
toarts.

The §.8. 8 in ng the ¢ Dty of the candid
omes the methods of the Formal Interview the Stuationa] Tests
and the Projective Technique. The fnterview 15 conducted by
the prendent of the Bosrd sitting skwe Hs v w semior officer
with the mak of # full Colonel,

“The Bltmtions] Tests sre conducted by 8 Group Testing
Officer (RTO) The candidates have to participate 1o thewe
for & couple of dayw.  They begm with  Group Drscsdon,
followed by & Phanning Exercise in which s probleen 1 prevanted
to them and they have 1o work w & group to evolve 3 sofution.
Next they go 01 1o the Progressrve Group Task (P G T ). Here
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a group of candidates ia geoerally required to cagy & heavy or
big object over a number of obstaclks. They are given some
matenal to belp them in getting acrom. The group hm to
think and work a2 2 whols. It iz followed by & Clroup Obstacles
Race (G O R.). wherem two groups, carrylng a heavy
rece over several obstacles. Then comes Half Group Tmk In
which ooly half the group wotks. The test isof the come
mture s the PGT The candidates have aleo to do &
Command Tak {n which they are put bt command of u group
and have to get the sngned work done  They slso go over
Individual Obatacles and delrver a Lecturette Fimlly there
is the Fiml Group Tark which 18 very stmular in nature to the
Progresuve Group Tuk.  Theso tests are designed to revea!
the extent to which the indrvidial candidates posess qualites
of inittive, resourcefulness decrrveness, co-operatton and
leadenship—qulities which are ementnn! for pmmnmg the
officers cadre 1n the Armed Forces. Whike the candidates are
participating 10 the Situstional Tests the G T O obeerves each
indwvidml closcly Esch group which he watches generally
coasists of 8 to 10 candidates

In the Propctive Technique which m sdmnistersd by
the Techn cal Officer of the 5. 3 B. 2 candidate beguns by
aorwering tWo  queshonnaires 1o which he gives detailed
1nfoermation about b family background and echool bfe He
also mdlcates hus interests his hobbies, the readmg that he does
apart from his text books the games he playw  etc  Theresfter
he takes two teats of Intellicence—one verbal and the other
non verbal  followed by another coofirmatory test m cases
where a disreuncy hobservable in the fint two tests.  Next
the candidate ix put through the Word Asmociation Test, the
Themtic Apperception Test and the Verbal Sitmthon Test.
Thes process Bkes one full day

After the testing has been completed each testing officer
(the Interviewer the . T O, and the Techniod Officer)
wntes a full report on every mdmdual candidate,  The Board
then meets in a conference snd after dhcuaton allots marks
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to the candidates The total number of macks with the Secvices
Selection Borrd 1 900

Candidates who obtun the necemary qualifying marks st
Servicea Selection Baard ate et for mwdical eammaton.
Candudate found medically £it are fusther given Phymeal Efficr-
ency Tests and are swasded marks for thar phyoal potentl
out of 2 maxmuta of 200

In effect, the candidate e really trymg to score mucks out
of s maomem of 2,000 the break up beang e follows —

Marha by UPSC 900
Marks by Services Belection Boaxd 900
Marks by Medual Board 200

Total 2,000

The maria obtuned by the candudates st the U PS.C,, 8338
and the Medxal Board ere sdded together and » fmal ment lst
13 prepared on the bams of the aggregate socored by each cand:
date, Selection s then made from the top of thus list sccording
1o the nummber of vacances svailable.

m

Tt 18 patural to a3k “What would bappen of the sme cands
dats went before different Boards 7 Will there be sny consl
stency m the verdict of the different Bowrds w0 far s that
pastreular exadudate m concerned ¥ To snawer ths question
m expermment way conducted Al the four Boards of the
Armed Forces were maved to one station. A batch of 150
men were put through each Bowrd sepamately  The
swasded by exch board to these 150 cmdsdates were then
cotrelated  The coefficent of correlaton between Boards wacked
out to Th—en encournging  figure

In thus experiment sn attempt waa abso wade to mpere
the marking standasd of the different Boxrde. For this purpose,
the mean mack for such Board was worked out, The figures
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obtamed are given below *—

Baard Mean Mark
1 N4
o I
m 851
v 335.8

It wall be noticed that the Boards I 1Tand I have mean
marks which are  very close to each other Board IV shows &

4 This 1 und dable 3 thiy Board was sclecting
cndidates for the Indun At Foree and was thus spplying
a slightly d:ff P Candidates for the Indan Arr

Foree are aleo put through Pdot Aptitude Tests which are not
gven by Boards ] 1T and I

As regards the vabdity of the present method of selechon
of the army officern, the three mun questron which anse are

(1) How has tbe present method of selecton affected
the wastage at the training instrtutons 7

(2) How does the sseemment of the selection board
compare with the performance of the candidates at
the tralning matitations ?

{3) How does the amesement at the time of selection
compare with the performince of the officers when
posted to army units 7

The answer to the first queston 15 concluuve  Follow
up studies have revealed that the wastage at the traning insts
tutions have dropped from 40% to sbout 3 or 4%

Studres have also been conducted in regard to the second
usst  The marks obtamed by the candidates at ths time of
selection wers correlated with the marks obtuned by them at
the time of panung out from the trunmg institutions, The
cacfﬁncmdmrrdadmmmﬁ Thus is mtsfactory

d that cocflickents of L m such studres
rs-dypnhwt.lm.‘!

The third feue—post recrntment performance—is otil
under investigation, A fve-year follow up study has been
Isunched in which the pedformance of the officers dunng the
first five years of their service will be studied.  Five years have
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not yet been completed since this prosect was started  Data s
il pouning m.
v
For emurmg correct and efboent use of peychologneat
technuques employed by the Servicrs Select.on Boasds st ¢
obvicualy necessary to bave & high-power rexearch org.nsauon
to help them.  Such an orgromation exsty o the Mowtry of
Defence and 12 known as the Ptyr_hdog»al Rucuth \Vmg’"
of Defence Saence Org mun fi
reapearch organmsation are —
(1) Cosstroctng snd sandensmg of new testa which
sxe used by the Services Sedection Boards
(2} Trunngof Officers  selected for patmg to the
Bervices Belection Boards  in the methods of inter
view test od nterp: of
results
(3} Conductng follow up studier #nd
(4) Conducting research 1o answer tachrucal problerms.
Amoug ottwr thmgs, research wan needed to overcome the
banc questson “What sbould the Services Belechon Board took
for s candidate 7 Thu i how st was done. All officen
of the Indian Army with the rmk of full Colone! and above
were sequested to grve ther opuon about the qualiues of
perscaality winch sn officer of the Armmed Forces should
possens A large number of rephes were recerved These anvwers
were studied ind & Lt of qualities was evolved, The quale
ties decsded upon were to give ooly & fow tamples  tastutve
orgromng ahility  resourcefuloess  coursge  abelity to exert
wfyence on 3 group ete A Rating Scale was prepared
which was used by esch member of the Selection Board while
wweerning candidater.
ltwnwwcdhawcvntbntqmtcamznberchmﬂm
m the Rating Scale overlepped, war
further to study this sspect. Two studies of Factorml Analysis
were carreed out oa two age groups  Coefficenss of coerelation
were worked out between the different quabities sad
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factors extracted by the Centrod Method. Factor Loadmgs
for each quality were calculated  Qualites showmg Jow Factor
Loading were conmdered for rejection. Nonelem 1t was
consdered demrable to et more evidence before the revmed
list was fionlised. The et Jucted for the
relobility of the $.5.Bs produced data to show which qualies
were being maore reilably arsessed than the othern The stsers-
ment regarding & few of the qualities vaned conederably from
Board to Board while the sserzment of ather qualibes showed
a high degree of consstency To supplment thm data. the
members of the Selection Boards were jurther ssked to report
on (1) The quabities which they could amess dircctly and
confidently from the tests used, (2) The qublues which
were not directly observable {rom the test resporses, but were
being mferred from other quakites For example 1f & candidate
showed co-operativenems it could be inferred that he had team
spunit too, and (3) Qualites which could not be sssesaed with the
tests available.

On the basis of the evidence thus denved from  dufferent
sources, the list of qualities of personality required ina candi-
data was revised. The revised list 3 n uwe now

Another important end essential work of the rescarch
organisation lies 1 the field of construction of test.  Although
« number of tests are available m the fonegn countnies, they
nnot always be safely used m thw country The cubtunl
differences between forvegn countrres and our own are hikely
to vitate the test results. An cxample may be gnen to
illustrate the pomt A westemn peychologot demgning the
test to ascertain the dgree of mother-artachment of & young
tad mught introdoce m the Thematic  Apperception Test o
picture showing # young man kusung good bye 1o his motber
at the nailway stabon.  The resporucs of 2 western or  nosthern
Amcnican andidate who 1 saked to grve his reactions to such
apiture would shways reveal to the traned mdn!ogmth:
et o which tho I ot teed et
Ph,‘.p;nlnhﬂtah.‘mhty Such a pleture could




tis

chviously not be uted n ndix for the ssme purpose, The
wght of 3 young man kieng b mother m public would evoke
m Iodnn youth feelngs snd emotiors quite differest fram
thowe wh cha western prycholopst sould expect to ind m &
western youth, Towut the Indan conditioos maore relable
data mught be obtaned fram & preture showmg & younp: man
wnng good-bye to h 3 mother by foldng hu hands and domg
» Numaskar or better st 1l by towchmg her feet. Further
mere the value and vahdity of even the best and most reluble
tests tendx to be witnted by coafinuous use and pubberty
New tests have therefore to be comtructed and  vabdated from
timne to tune

Test comtruction 1s a lengthy process smvalving o lot of
experupentation  There are vanous types of tests  sach wath
ity own techmique of construction Tents are constructed and
tried ourt o a popuistion of the type on winch they are subse-
quently meant to be used  They need @ conmderable smount
of readjustment and companem with exwtmg tests before
they can be fimlised for selection  Normally 1t takes neasly
two yeurs to produce o fanly wntable teat.

The thove are examples of the type of resessch that 13
needed, problems of thi sature wre constantly anmng and
require soswens after scentfic ovestigation. The research
orgameation b to tackle these and give the anvwers to the
bourds.  Expenence has ehown that unless the Selection Boarde
arebacked by such an sostituben, they £i0d 1t difficult to
mamtsm ther eficency

v

1t has bren sated earher that each canduiete b smesed
by three assessons who use three different technigues nanely
the Formal loterview the Situaticonl Testeand the Projectrve
Techruque. How  ther amemments are correlated may be
expinoed here. A Ratmng fexle gvmg the lit of qualties
required o be seaensed 3 5 possession of each sewor  The
anessor puls 2 tick at the spreopnate point on the acle, The
Rating Beale 1 full of adpectives which wre labletn he inter
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preted by dufferent people in different ways To make & uniform
smenment possible each onc of these adpectives has been
Befmed and & Glosaary grven to esch amessor For example,
resourcefulness  has been defined as  the capecity to nuprovise
@ sohrtion when in a tight comer The word improviee
implies that the resources are not enough and the candrdate has
to show his resourcefulness by finding a solution with what »
svulible.

The different tests used by different 2ssexsors are regarded
by them o8 one whole, They do not take the evidence from
any one paricular teat a5 conclumve  In the whole battery
of tests winch ere svailable in the § 1 Test Tech
and Projective Technique there 18 ope test which gives a
pood deal of mformuton about different qualiies.  The mfor
maton from the other tests 13 used to confinn or reject the
hypothens which 1 formed o8 a result of the candidates
resction to the main test.

In the Srtuational Tests the mam test m the Progreanve
Group Tmk. The Group Testng Officer mwy find that »
anddite doasnot sthow enough courage  The test provides
for rnky mtuation to be courted 1 ocder to obtam a solutron.
The G.T O may notice that & particular candidate is evouding
them and expecting other members of the group to bear the
the fimt ruk. At this stage ths u  only o hypothens.
The GTO therefore carcfully obeerves the cndidates
bebaviour in other smnilar tests, for example the Hif Group
Task and the Frmal Groop Taak, to eee if ha initial hypothess
is confirmed ot not. The other two tests  therefore, become
confirmatory teste.

In the Projective Techique, the mam test which throws
out posible hypotheses to the Technical Officers 1 the
Thematic Apperception Test. If from the raporaes of thhy
test, the Technscal officer bas evidence that the cndidate i
ruther retiring by rature be wante to confirm it by the other
data venlable with him. Hewould look tothe responsa of
the Word Assocuation Test, If be finds that here too




THE PSYCHOLOGY OF THE INTERVIEW

If mterviewsng s an art it lacka all but the begm
nings of a0 agreed expliat  techque  As thun begios to
emerge the rosults may be surpnung And o its formation s
scaent B peychology wal have 2 large part. It 18 oce of the
cooclumons resched by Dr Oldfield m b mvaluable book,
fh Prychology of the teterview This m one of the few publ
aatiots wiuch deals scentufically with the subject.

While m his conclumions the author obeerves that  the
fast five yesrs have contnbuted httle to our understandimg of
the hame paychologiend processes of the interview  the under
menhoned conclumony whieh he resches st the end arein-
valuable to the students of mterview technques

Firr  the mierview et be regarded not ws something
s gemeris to be treated m wolstion butas the purposeful
utlmatioo 1 spreud form end arcumetances, of sctivites xad
processes common to other soaal phenomens. The use of con

coroumstances —ll go to make vp the mnterview and ench 13 &
coommon feature of socal bfe. Skl in the conduct of the
mterview Les m the wee of ench and 10 the combmation of ol
1n the mamner beat mated to the prtpese in hand. It : poasible
therefore that, sm so far kv delibernte mvestigation 1 concerned
these several factors may bemt be studsed 18 manifeststions
other then the mterview itwelf Tt » ar least reasomable tore
mark thit each of them demands brvestigation upot it oot

A vevion criicle of the book Fapchokogs of the Interview’
by RC Oldfiald.  Published by Afesmrs Muthuwem & Co Lid,
Londos pp 134 Price 171 64 met
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account, end that the proper statement of the special problems
of the mterview must withn certain Limits, wwait the results
of thy

“Second the attempt to describe «nd to malyse the
exxential mechenizm of the mterview depends upon the chosce
of nutable batsc terms. T'wo conditjons ought so fir as possible
to be matfied by these.—They must offer the pomibubity of
stple descrrption over 13 wide a field o3 pomible And they
must be tooted m empitial fact, ot merely comected with
1t by an uncertan chain of cooceptual licks. T have advanced
the view that the noticn of artitudes at present best samfies
these conditrone, and that it 18 these, rather than specific umits
of actual belviour that provide the most sutable comage for
discustion snd thought about the interview

*Third ¥in 20 far &3 preluninary inspection allows ey valid
division of proccsses wathin the interview to be made thuw
Lies between thote of stimadarion and fudyment  In other words,
it Is the task of the intetviewer In the first plice to aroure by
convermtioml and other means the display of attiredes by the
andidate and m the second place to effeer a fudgmens of the
peraonal quallties of the canduchate upon thus baas  The sctual
procem of arousing attitodes must wrually be preceded and
sccompanied by raneuvres devoted to restonng  nofmal
mobility of attrtude to the candidate, who will have lost ths
in the setting of the intermew These mancaurvres agun are
chiefly conversational i pature.  The processes of cbeervation
and fudgment are not to be malysed into & set of independent
acts of cogniton, eoopled with » distinct procens of formung

lnvoh'tdthgh-nplhtfmnuﬂudmt the exutence of whech
brmgs about sel and organizstion of the diatek
prendata, Ad b and round jud, depend
upon the proper cultvation of these pre-existmg schemet of
judgment.  And tho, in tumn, depends in coms:derable measure
upoa the develop of & faable body of rebable
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that type of mterview which d with the t
of qualites of personality

Thaugh the book 1 based 0o investigahons conducted
by the author on vanious mpects of mterview be 13 not satisfied
merely 1o record the results of hus expenments without a
searching enqusry smito the underlymg peychologral facts. In
hes conclusions, the anthor has pomted out the shortcomings
of paychological danmons and bes urged the interviewers to
try to percerve clearly the peychologral mophcations and
cood:tions of what comens to therr notice.

The i are ndeed leting and dy the
e for fusther savestigstion of these muplications which wilt
offer means by which cee man o yudgment of enother mught
be placed f not oo & wurer at keast ona more coammumecable,
foundation,




AN ANALYEIS OF U P 8 C. INTERVIEWS
by
S T VUAYARAGHAYACHARYA
Ex Member Unlon Public Service Commirsion

For many yeary of my bfe I have hadto condoct moter
views (ether m comnechion with & gmenl eduartion] o

demical qualification oc with 0 Services or the
fillmg of speafic posts in the course of which candidatey hog
to be mterviewed  Broadly apesking, thereare two differeny
putposes  which a interviewsr  setn before hirmelf, 4nd g,
method of examinaton differs according to the purpor. Iy oy
metbeob}wtumtdidnmi!md&mydh
cand date 3 knowledge of 2 given subject, m%dh
hforthcmmwnwfo\hv!havnmmﬁmmﬁ
exammer takes up the and}dm-wnnmmﬁm
mhmm&mltu‘mnmmuld
expoamg the mon who b oaly & miperficiat o 4,
knowledge of the subject end tr1e8 to cover 1 up by perg
phrases. 1 have seen the deadly Cﬁﬂ:e{mwhm
cases,

I can recall the case of 8 candidate who made the
d:ntlfhe'.mm‘bkfnrlndnlﬁmmhw
the military budpet strught sway “hnmb%"‘*"'
ﬂwhwmbkwmlmrm&wm“&ﬂc
in Indis wax ‘h"m‘h‘*“’“ﬂimulwuthh
mmw-m&mwm&w g

The sccond method 15 50w the one more

Tt bas no reference 1 lh:cx:nungr‘.w'%mﬂ)h.!

ghnmp'_,'._ndnhcob]tdmm hm"ﬂdhmu
date s knowledge of vy PRrCOlr mley yhct et AL
mexny of wntten pIpen, but 1o aseengy 3 o l'“'-d};.

~ ey
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Tus genensl knowledge 2od mtefligence and the breadth of he
outlook and to obtan a0 mupresman of his personality Tho
1 & harder test, buoth for the exsminer aod carmunec and the
ponitibines of the cxammee making ® mustake wwe grester
Al where the Interview w conducted pot only by a mingle
examiner but by & Board a3 m pow wiually the cive there 1
yoom for wide vanahon smongst the memben componng the
Board.

At interview tme examuner has hus tmals o well as the
exxmines The examuner m of course geneaslly spexkmg,
mate favourably dtuated, Scmetimes whea I putx question
to the candidate which be could not answer  the more venture
some of that claws have arked me what way oy amswer [ could
always get out of 1t by telling thern that they were there to be
camited, not I, It 3 however not woe for the exarnmer
alwayr to rely oo the fact tint he 15 the predompant partner
n the concern,

1 remember once at an Interview  Board, one of my
colleagues put 3 spantted young man who  when asked what
w3 hw atrong pownt, bad answered that ot was Eoglush
Laterature, » senies of questions which had no bearing oo fus
frvounte subpct.  He wan called upon to tell the quantty 1n
nches of the ranfall in the capstad of the province from whech
he came then the total figures of the provinenl Government s
budget, the smnount of revenue denved from the taration on
Lod and the svength of the police fosce. The young man
1ad to confers 1gootance on every one of these, 1 could see
hus ternper suing.  The last sraw was when be was asked what
wis the mast direct route of mubvay which wonld take him
from Allahabed which was the scene of the exxmunstion, to
Karacht, He repled If ever I bave the ranfortune to have to
go from Alshabad to Karachs I sbould consult the mubway
gude  The candidate was passed onto the next rmember of
the Board.

1 bave oot come acrom the specimen of the Impudent
exminee who makes up for hu lack of knowlsdge by hus self
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ewunnce Jhave howsver heard the story of & candidate
who was ssked at ¢ medical interview what he would doifa
man was blown up by guo-powdsr I should wast till he came

ruscles would I put m motian I knocked you down for o
impertinent an answer ? The candidate, coal in ha axsurance,
replied ; “The murcles of myarm  for Tabould knock you
down m turn.

The opponite type of candidate who tnes to ingratiste
hrmself fnto the exxminers good grace by appealing to his
verty s also uncommon  There u, bowever the well known
story of the baght lad, » candidate for the Navy who was
beng interviewed by & Board of Naval officers prended over
by a full-blown Adminal  One of the questrons put to hun was
to name the s1x most famous Admunals 1n Englah hestory  He
duly mentioned Draks, Raleigh, Blake Nelson and Vincent and
for the sixth name be turned to the member of the Board
nearest to hm and sud I forget the nmame of the Chalrman
of this Board. Could you kindly tell me because he i the
sxth

The trals of the examinse are naturally larger than
those of the examuner but there i alwayy the humorous side
of an foterv ew board endowed wth & mft of humour can do to
put the candidates ot esse mnd creats an stmosphere In which
the best can be drawn out of them. [ recall the case of the
yomg man who was ssked which was b favounte dally
neswpaper He named & well Loown jourmal  areulating in
Neorthern India. In order to durcover hus interests bo was asted
what was the fint thing h. turmed to whon b1 opened g
papﬁ—wlltcbcfmmntcltgmnoxthu Indan noes or the
fead ng articles ? The utexpected reply came 1 “The advertize-
ment.

There was then the candidate who had made a speciat
study of politiral science He wiy questioned as to why whon,
Cabinets were being formed in Englind, often the gertterman
chosen for the \War Ofter was ot who had probably pever
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handled & guon his lfe and the gentleman selected to be the
Sexretary of State for Indis had prolubly never been 1n Indie.
The answer was that 1t was a0 ingenious device meant to keep
the renl power mn the bands of the permanwmt cfficals If the
Minster had first-band knowledge of this subpct he would
act off s owm batl

A thurd cxndidate was the gon of a Minster 1a the Unlted
Provsnces  He was asked what career he would takeup ifbe
di1d oot get nto the service for which he was bemg examuned.
He sed be would stand for election o the loaal legmlative
couneal. The next question was  What party would you
jorn ? The frunk acewer was It all depends on the
party proapects st the time.  {shaf{ youn that party whichis
hikely to command the magpnty o the Counal

There are, of course the caves of the umsophistseated
youngoen who tetum an answes 1n pure ignorance. Geography
 oftens » stumbling block and ¥ gathered stz recent vimt to
educatienal imstitutions m England that the subject w no toare
populer there than it v in Todia T aaked & candidate for one of
the all India Scrvnces what Pus was noted for  He ansoreted
For s leaning tower  an snswer which, though incorrect st the
time, was justified five years later by the great Bihar earth
quake,

Aoather was mked to sy what mobers were He thought
for a few mmutes and then the Engheh habt of makinga
coznpound word out of the fimst syllable of one name and the
st syllable of another name  exemplfied in the cootmaction of
the Montague-Chelmsfor! Report mto the  Montford Report’
suggested to h e the anpwer Lurge maeses of foe from the
Polar tegicn, dnfiing to the Niwcobar hlandy. It u needless
to remuod the mteiligent reader that obar lines o s map of
the world are lmes denoting exqual degrees of atmoaphenc
preseure






