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SELECTION OF PEOPLE FOR WORK
) Organizations spend a tremendous amount of time. money, and energy trying to
recrult and select a qualified, capable, and productive workforce. The aim ol selection is to
choose the best possible person for the job and to do this without any unfair discrimination
against certain groups of applicants.
Ofganisations continue to compete x-vif’h/mf, afother for the most skilled and
productive employees. More and more, compiinids af isinjg the importance of developing
comprehensive programs for employee recruilmeht , testing and selection.
Depending on the job level, the cost of regrliiting] selécitnb. tlainine ai >N releasing ¢
| g2 J g SN ing, and then releasing a el oskinn

single employee can range from a few thbusand do
ol dollars (Wanous, 1992).

The basic goal of selecti
t ube. cont ¢/ pgalLect ur e/ - ~ : ‘
P 02 35l Heeitbec person for the

mployer's point of view is to select the mo \
aKe into account the applicant likelihogd of

staying with tHe ¢rea 1 and their poteptial to move into higher level posts, pralding
further contributjor eyelopmentand effectiveness of the organisation. /‘

[n sefting on process employers consider what a pers6n neetls|to
demagnstratefin prd nsidered as the best person fog the job. Vhisthivolvds sdttihe dut
a perpon spdcifjcationsvijeh traditionally includes a lis;t/(fL ed Hls anc <

Hudestabilities (KSAK) that would be central to gogll [job pérfonman hot glh/uffc

Jhagiq ol selectierf thinking tends to be on the, dppointmaht of iey icanys mto vacant
dosts, geléction in fact covers a number of proceldur r stgfh chgnpes ah f‘?méanisaliunul
evelgpmenk: / Zm

On a sombre note, selection maylalsc e r::%uuinnu}' and for carly
rditrement. [n this topic we shall first copsider techhjques of sé& eening applicants tor posts. In

a sense this means passing them through| the fijter of
they match up. Psychologists have developed/virious sychometric tests which are
instruments which attempt to measure cljara¢teritics of people - personality, ability,
intelligence and so on, We shall conside[ the use of these in selection.

2rson specilication to see how well

We shall then move on to Imking/fth_e most common assessment instrument in
selection-the face-to-face interview-and look at possible problems with this procedure. We
will end by looking at some of the decisions which selection panels make in fi nally selecting
an applicant for a job.
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/

choosmg from a sample of job applicants the individual i
An carlier stage is the activity of recruitment(wf ich isconce
candidates (using advertisements, agencies, ftc)

a short list of'candidates whose background fand
contained n the job specification, referred t¢ lat
shall enter the organisation, and it can bg“contrakt
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PERSONNEL SCREENING AND PSYCHOMETRIC

Selection is the final stage of the overall recruitment process and it is concerned with
est suited to the jobs available.

ned with attracting a pool of

ant position, as well as producing
g in accordance with the profile

1s normally used to decide who

s\placement process, which

involves matching people already in thé organishti theavailable jobs.

%J'{ STAN Q}'

~Bessanal screening inyoslyes/tlie ipvestight
IKSAs in order to make a sati

includes likel
yout ube. com c/ MegalLect ur e/

+92 336 7801123

r-‘“-"'r = > . o iy
\. ¥ ups} such as women, ethnic minorities, the % andf the
gﬁc‘;—-} ation against any of the above group i
W
o

to consider several ways of gs9egsing

s

caclra ﬁli{:ﬂ
to perform in future. Below/ds a/list oflassessmment vhethods

o 4

Review of

o Academic Qualifications
o Application Forin - infludes

at present, current post, salary
DOSL)

1S to avoid intentional or unintentional dizacriminul@

Mmformation about job applicants' to
stacyorylappomitmgnt. From the slightest point of view, thj
fTiciency and (dutre (length of stay in the post).

nal or

1t }:uﬁ do and
used to screen

o CV (curriculum jvita¢) - inglude$ past E}])EI‘]EI’]CC and achievements

unreHt demographic details (where living
sresponsibilities, reasons for wanting to

o Letter Of Appligatiop-also includes current post information but should

harticularly suité
o Relerences

e Psychometric Test (abilities and personality)

e [Face-To-I'ace Interview

be tailored speci]}& ly to the job description saying why candidate is

o Work Sample (pertformance of actual task which are critical to the job)
o Assessment Centre (involves a variety of the above procedure).

.
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CV (CURRICULUM VITAE) & APPLICATION FORM:

The first step in the screening process involves the evaluation of written materials
such as Application Forms and CVs. Usually, standard application forms are used for
screening lower-level positions, with CVs used to provide biographical data and other
background information tor higher-level jobs, although mgny companies require all
applicants to complete an application form. Thelmain grin ofithe application form and CV is
to collect biographical data such as educationy, wprk-eX >e, and outstanding work or
school accomplishments. Such data are beligved to e dnjongst the best predictors of future
job performanee (Feldman & Kich, 1991; Ky s, 1976).

s work experience in order to

- Jatobs, 1998).

ng(?uinune& Ford & Teachout,
yout ube. com c/ MegalLect ur e/

+92 336 7801123

LlL1s i

50 IMe i{that first impressions play a big H:}»V(\

> written myterprals are usually the first contact a potepfia

| employey has witl a )b capdidatg, the impression of an applicant's credentials rur;:cixf@ from
| a resgime o | are{very tmportant. In fact, research has shown thg t"ﬁq pressipng of

qualificatigns fr Griften ﬂpyati@ns influenced impressions of applicants ih then
1wcat’& Dipboye, 1994).

spibgequent

/

lected must
/JQ,/L cthnic

MoOst ¢ 1se a standard application fogn
bd fjol kelated] (Yuespons that may lead to discrimjrgtic
backgraund, relig

v Miatl| newspapeyreport, (Vasagar,
arded £106. Ollowing a successtul
ntment agency.

toat|ve criteria. People are screened
j%:’nu previous experience or other

TheHerson’s name can also leac
190G, cited the case of Mr. Tahir Huss¢i
commlaint of race and sex discriminatio

Preliminary screening is usually
out because they have the wrong qualificatior
justifiable reasons.

b application forms is judging the balance e.g.
difficulty to choose between someone with |ittle education but much experience as opposed
to someone with good education but no yﬁﬂenca

The main problems in evaluating ap

An attempt to quantify the information obtained from application forms has led to the
development of weighted application forms which assign different weights to each bit of
information on the form. The weights are determined through detailed research on the
relationship between this biodata and criteria for success on the job. Research has shown tha
the information that most consistently predicts job success usually deals with level of
cducation and prior work experience (Lawrence, Salsburg, Dawson & Fasman, 1982).

Vo~ It may be possible to assess the applicant's state of current knowledge from the letter
oy and CV ... But it may not. It all depends upon what the applicant has been asked to do and
whether they have provided what has been requested.

frd
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SAMPLE CV
John Murphy

Tel: 061 63930
Email: jsfowler@bt.com

An Environmental Science graduate with substantial and responsible work experience looking to bring

a range oof skills and commercial knowledge to a new career in an environmentally related
organisationin the private, public or voluntary sector.

Key Skills and Achievements

Business
awareness

yout ube. com c/ MegalLect ur e/
+92 336 7801123

Team working

Interpersonal

Communication

Education

1999 - 2002

1998 -1999

1985

My ten years in commercial environments taught me how

to keep tight financial control, reduce costs, maintain positive relations with
suppliers and customers and retain good staff. My last job at Call-a-phone
showed me the problems encountered when a small company starts up in a

highly competitive industry without adequate capital and administrative
systems.

At Jones and Sons | instituted regular team meetings so that gveryone
understood each other's roles. | set up systems for covering staff absence
and created an induction programme for new staff to help them iIntegrate
quickly.

Founder member of a staff society to organise outings and events. As chair
of the Parents Association | encouraged everyone to take on a role in order
to share out the work, thereby increasing the number of parents joining the
committee.

| 'am used to working in a highly pressured environment and responding
quickly to customer queries or complaints. | organised in-house training
courses In ‘Customer Relations' and 'Dealing with conflict' to improve
relations both internally and externally.

My marketing role at Call-a-phone involved 'cold calling' and | was successful
in exceeding targets for the number of potential clients. Fund-raising for the
PTA also meant | contacted companies for money and we reached our target
two months early.

| have considerable experience in report writing at work and essay writing at
university. | have enjoyed giving seminar presentations and for my project |
nad to present my feasibility to study to a local authority sub-committee. | was
given very positive feedback.

| was student representative for my course in my last two years at university,
liaising with academic staff and reporting back to students.

BSc (Hons) Environmental Science  2:1

University of Limerick

Subjects included: countryside management, rural economy, international
environmental law, climate change, waste management.

Final year project: Feasibility study on doorstep recycling scheme in the local
borough.

Mature Student Access Course, University of Limerick

Leaving Certificate, St Allbe’s School, Tipperary

SELECTION OF PEOPLEE FOR WORK
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Work Experience

1996 - 1998 Househusband, taking on full time responsibility for my three children after
my wife was promoted to a senior position Involving travelling around Ireland.
Took on the chair of school Parent's Association and led fund raising drive for

S school swimming pool,

1994 - 1996 Call-a-phone, Catherine St Limerick
Marketing assistant for newly created mobile phone sales company. Made
redundant when company ceased trading.

1986 - 1994 Jones and Sons, Cecil St, Limerick
Started as administrative assistant in sales department of large chain of
furniture retailers. Promoted to office manager after three years. Responsible
for running the office, recruiting and training junior staff, creating and
maintaining database of customers.

1985 - 1986 Various temporary posts while taking evening classes in book-keeping.
yout ube. com c/ MegalLect ur e/
+92 336 /7801123

IT skills

| am up-to-date with Microsoft Office and have extensive experience of databases and accounting
packages. | am a regular Internet user.

Interests

Playing squash, swimming with the children, going to veteran car rallies.

References

Available on request.

N
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SAMPLE JOB APPLICATION FORM

L}SE this worksheet if you have not developed a résume.

Name:

Present Address:

Permanent address:

s o

Home Phone: Work Phone: Social Security number:

yout ube. coll &1 I\‘.ﬁegaLeLD contact in an emergency.

cturel

+92 (BB THeL123

OPTIONAL INFORMATION

Date of birth:

Height: Weight:
Marital status: Maiden name:
Number of children: Ages:

Child-care arrangements: _

Driver's License number:

Make of car. _ _Year: License no. (car):

Job Objective:
Date you can start.

Desired salary:

Other job interests:

Willing to relocate?
Area preferences:

SELECTION OF PEOPLE FOrR WORK
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llducation  Name and location of school Years attended  {Degree [Program: major/minor
College
7, Highschool
Other (including conferences, workshops, seminars):
Honors, achievements, extracurricular activities, hobbies, or interests
yout ube. com c/ MegalLect ur e/
+92 336 /801123
Employment Record (in reverse chronological order)
Dates of Names and Title or Duties and Name of Reason for
Employment address of position responsiblities  supervisor leaving
organization
Professional, union, social memberships
Military Service  Branch of Service Date of Entrance Date of Discharge Rank
Military assignments/Occupational specialty:
Explain any special circumstances.
7
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Explain any personal responsibilities

| or health problems th |
from coming to work such as defects - at might prevent you

In hearing, vision, or speech.,

References’/Name Address Telephone Number Received Permission

yout ube. conm ¢/ MegalLect ur e/
+92 336 7801123
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REFERENCES
Along with Interviews, references are widely used as a selection method. The resylts
ol a survey of the techniques ysed tor Managerial selection revealed that although Jaree
¢ Organizations are increasfngly Lsing assessment CCNLre type exercises and biodata, most
Oreanizations stij selést nanagers on the hagje of interviews qn references (Robertson &
Makin, 1986: Shackleton & Newel|, 1994). Norny [y, e Nﬂng Organizations (gke Uup
refetences on] Y when a job offer js imminent, mmr dr¢ occasions when references are
Lsed ds/g screening device prior to the preparaii | hortlist of candidates.
* Generally) the available researcl; evidence doek PoOpularity of references as g
| means of obtaining a third party’s opinion of 4 redentials apd achievements, i
CUcdued 2N | s said that bias is almost built into thijs I |
releree who js cap

lida

e

Hb](i‘ (’)IHCOIH*‘E}#]']}E ﬁij
rccommendation.

leis likely (o nominate g
vimpressions, and a POSitive

t ube. cont c/ I\/béeStSrES SMENT CENTR o

+92 336 7801123

Assesspfent ce
psychologica
lew day:

fferent methods, jne|
task, and

uding intervieys.
they can be as sfig,

group discussions.
Las the day.

st ysged in selection on a small scale, now
oMsonneJ se

lection, Applicants
3y hold fairly

They canf.
atiyely

10 De Jdin

A

Ay agseskec ty
responsible pf::?}ffuns In th Oﬁiﬂi”f{) L Thege
[s" performance on the varioys exd Lalrive ¢

I'C] GE\ :

tability of each applicant.

4 JL}};E‘HSUS

ASSCssment centre
1S, and in particyja,
assessmen centres wouyld
Omparable, and (he

lities unlikely to find

fence of the assessment centre s
SO1 It 1S an Opportunity to develop
nting personnel data in g professional

oubt that Assessment centres/qr
“is that a combination of g4
antly improve the probability GT s¢
ates for manageria positions (Thofnto,
7 that the datgq obtained fron applicapts jt
cthods used give applicants Opportunity
CXpression in an Interview alone.
said 1o be invaluab]e for the
skills in the objective asse
way. |

1o demonsly
[ addition, ] tota
applicant, wiile o the as:
sSment of peoplle a pre

1]

UJ Ol ekl O

Among the issues addressed by ci
[or substantig] Investment in resourc cate and operate these ce
L0 select and train Suitable people as 455€ssors. Finally, Ar
ASSessment centres measyre something of importance, byt
consideral eertainty about whag they d

Itics

of assessment centres are that there i 4 need
€S to htres, mcluding the need
nold (1998) acknowledged tha

&0 0N 1o say that there <

Y
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WORK SAMPLE TESTS

Work sample tests require the applicant to perf
considered, following job analysis, to have difedt relév

3 _ -
applicant is requested to demonstrate his or her 4b

Ny task or set of tasks that are
1ce|to the job in question. Thus the
rforming part of the job. The
dola, 1982).

, Or operate a machine, or take
decisions similar to those taker . Thxs Is done through the use of in- tray
mcrcises (a method of tesiing 1

1anfigemen Wﬂml by asking the candidate to dedl With 1
lidan( is pkesemted with a collection of letters. merijos, el¢., and

nty. the 15‘;5bonwtor
“pasition. Work
| chﬁvam job. |

¢ ability, 15 to
amnpbhility {Lblb Imw been
blejrepults (Robertson and Downs,

'E@b]e in predicting future job

51

not frai
pose ol these tests, which can )w*ldp WV INGNE
| IS Sui | L

Research suggests that work sam
performance (Jackson et al., 2000: Lanc

A -ﬁ‘ i
65\_}‘ {A.E.Aw' O O

1 0
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POLYGRAPHY (&

The lie detector test or polygraph might be consider
appropriate for selecting people for jobs involvii The
£ used to measure emotional stress shown by variatidns |

y some to be particularly
of cash. The polygraph is
ressure, pulse rate,

perspiration, and respiration as applicants answpr ghes ) Fhg reasoning is that telling a lie
| is stressful, and the stress will be reflected in pliysiplquich)/reac ions Bul it slu;mld tu—;- I~;::.pt
mcu";ﬁ#“ ~ hirmlyin mind that the polygraph measures emtiol
U0 = Many cauises of emotional stress not related

test. Also, many people can live without b

procedure for measuring
jality. Psychometric tests are rarely u

Psychomelric tests are
sensitivity/memory/intelligende/:

in the selection of toILS?o“\h ‘
yout ube. con’ ¢/ MegaLect ur e/
+92 336 8oy cly used’where e |

a lge

v
B
e
g
D
=
o)
e
{oe)
¥
o
T
O
O
=
e5
=
o
e
LA
e
r\
i
B
Lh
o

operator, clerk, ician off py

I doctors. They have been more
orfthie wqyy i pvhich tests are administered, can vary
Lyvhgn catggorising employment has.

4T
Y. SE‘GM

T e e e - e e —— .

} {OL;P [EST - individual tests are gdministered rolonly ¢ne elfsOu

ve test administrator 1s H“:rU-::ﬁH'r MOYe 1Y
s drd desiohte i to be given smmhcn‘mmmi ! 0 Npor; ﬂ*\m
athnn ing as only a lest monitor. The ¢pbviolis advanjay 0}

the retucked cost lor\admimnistrator’s time.

Y} mriuy
1 the
test 1s

1. Wit

Cowev -
I$ [8BWBR TESTS - Speed tesys have h fined l@e I|mJL An finportant focus of
1e number of ttems completed |n fhe fime peripd{provided. /A Power test

' s . Uypically] Pawer test have difficult

CEL

itets, with a focus on the percentage ol it¢ms phswyred corrgetly.

R AND PENCIL VERSUS PERFORMANCE THST
required some form of written reply. eithet in a lorest paper gr open ended, “essay™ format.
Performance test, such as typing test and (gst of fuanuahdiyderity or grip strength, usually

involve the manipulation of physical objeyts.

Test tend to fall into one of two mdjor gatepeties, ability test where we are interested
in the best people can do, sometimes known ag' maximum performance’, and personality test

where we are interested in what people ard geijerally like-and their typical performance.

11
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ABILITY AND APTITUDE TESTS C (-

™y N Y : ]

Ability test measure what a person can do. They are
or achievement tests, thus putting the emphasis gn what
£ lests arc aumed at assessing what you want PO 'g?
used in the sense of innate (In-born) polential pvhgr
peeson has learned to do (Kline, 1993).

ave already achieved. Aptitude
of. The term aptitude is often
A terin ability refers more 1o what 7

N ngm_lwe Ability Tests range from te: intgtectual ability (o tests of
specitic cognitive skills. One criticism ol SINg geney. ellicence tests for employee

selection is that they measure cognitive abilities tha [0 ‘g/dneral o be effective predictors
cakclylipdicates that such tests are, in

ol specilic job-related cognitive skills. Vo ever, e
crm,nan; Aett & Depinet, 1991; Golfredson.

fact. reasonably good predictors of j
19806; Hunter & Hunter, 198 it 1)as : ' “ '

; Hunter & Hunter, [)64)}/#( Jitlas been hrpyéd (hat general mtelligence is the
O

most consistent predictor of pe
Ones, 1992; Thorndike, [980)]

3 bl ;

yout ube. com c/ MegalLect ur e/
+92 336 7801123

| | Fhistorigally the } beenja rellictande on the part of employers Lo use gen St
| mtelhgence wsts flor job uppl@ 5 because there is some evidence lha.é

some [L::;}s\m; " onically and cducationally advantaced and mich

discrinynal [nicminorities, ) /‘

ation t

r?mulude., lor instance, hand eye coord,

ment, such as completing a or.

hetwedn e 'gmu;l the broader general abiMti menlioned| Al ¢ le would be the
lollowing tests included in the MOST (nfodery oc upatipnal skillg (cs18) battery:

/

EST SPELCIFIC ABILITY: this is a xy gad frealol t¢sting land theyeis a grey area

Verbal Checking
Numerical Checking
e lechnical Checking
e Decision Making

o Filing

/

JOB SKILLS AND JOB KNOWLEDGE TESTS: Warious tests measure specific skills and s
knowledge. TFor clerical workers these cpuld)include tests of typing. proof-reading,

alphabetical filing, correcting spelling anfd ggammar and using a word processor. A special

sort of job skill test involves the use of wWork samples which measure the applicant's abilities

to perform briel samples of some of the critical tasks that the job requires. An obvious

advantage is that of being directly job-related. A drawback of this method is that itis  ~ @ualu 3 Y
expensive to develop and administer.

[ T S—— -

-
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PERSONALITY TESTS

Measures of personality and motjvation A concerned with what a person js like
Many tests have been developed from “grand' theorjes of personality in psychology 1-1.»'!1{::;.'{3
o _researchers have tried (o identify and measure relatively st}[g-}* characteristics of individuals
bhe Myers Briggs lest, for instance, reljes heany/on Jung’s ;iychounulytic concepts. |

o

| A wider variety has been used to altempt tdb mdiclyahs: peteristics of job applicants

with those of successful workers. In the 19604 andl 167 s ther¢ was much cﬁnlmversv about

their use because research at that time showed it 1011 between penera pcrsc:nafity .
dimensions and performance of specific tasks, | HdwEvet qrecentresearch has indicated \R S
that certam work-related personality clizlz'a'ﬁslius of Juite good prediclors of job . e
performance, particularly when there is g horougl] a he job requirements

(Robertson & Kinder, 1993; Tett, Jacksoh &

othkt

PERSONALITY SCALES attemppAd 1SU
yout ube. cont EhNBIRREELH P roach (o life, peoplefeveirs. [Comn
truvﬁﬁiun, ia-g'

gon generally is and behaves, the
Ll personality traits or types measured by tests
welsion, selfesteem, aggression, depenc @y,

+92 336 '7801123 ' :
include: anxicty, agoression. ex
leadership style gi1d a wi

LY

at

L allituded

leyaipge ¢

interest inAdlifl Facqupition, their orientation towards people or thingg ang
Fhey w > of gartchlar ysd in Lareers and occupational guidance, or i

traming and perspifat’ ‘iuq‘Wy

Q.
|dalhce({of

) i i . 1 . a g . . .
PERSONAL 1 Ventries imeasuked person's interests in life in particular {htr
S

MIC 'rn people's drive and desire e ectally vor|d uf‘n-*{;n!}a/nd
SHu:ir sAvould be measures of :need ;m/;chfwcn - 1ok

/

hel vailfous Uleafetie: n*yclels of human
sial. 1t would

Hersonafity, theluse of personality tests in person

be highfy Jiscr minatory Lo use measurcs on 4 theordtical corfee SUch as gxtroversion or ‘_?Mcﬁx;_fm
dependencey Jor which there is nowhere neaAr yujversal adreement, tnlorded to bar one person

S| [avdess controversial
ement on the validity of
ieve than for ability test.

lrpm afjob and accept another. By contragt, thie
bdcausg they generally possess greater validityfand relialpility. Agr
pCW ality test (what they actually measyre) s mudh hatderltio

|

Lmployers however tend to be mdre interested in peysonality than in ability Bartran
et al (1993) surveyed some 498 small UK busiipgsses : u)b/und that selectors placed far more
emphasis on the applicants' personality (gxampld honedyy, ntegrity) and interest in Lthe job
than they did on ability, aptitude and attatnmdht.

Practice varies across national bogndaries with regard to the enthusiasm for and the
acceptance of test (Armold, 1998). For exgmpye, laly does not allow test to be used in
selection. Two countries Sweden and the Nefherlands gives applicants the right to see their
lestresults before the employer sees Ihﬁ*n_/uLnd the applicants can. if necessary, withdraw the
application and destroy the results.

y
gu'fﬁlﬂut‘-% 100 (LL\.L%;LW%“ inrfufﬂ*-@"*)
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BENEFITS, USEFULNESS AND LIMITATION OF TESTS

The effectiveness of using standardized tests for screening potential emplovees rep
controversial issue. Critics cite the low validity coefTicients (approx. 0 20) ut’éerttﬂn |
7z cmployment tests. However, supporlers believe that a com 1 L
Lests, biographical data and hiring interviews — agf pectrum of jobs reveals that
¢mp?uymcni lests are the best predictors of job éﬂ) unter & Hunter 198:1) {
Qbviously, the ability of tests to predict performange i ¢ pecific job dependsjoﬂ hou; well it
can capture and mceasure the particular skills. khow itic

aIs 2

The use of test can:

° Improve the fairness ol the selectign proceduyc
° Improve the means for provic Mk e
* Increase productivity by selelt]
e Lower costs of training t/
yout ube. conf o/ Mmalequaghcr COSLS Of recruitmént |
and stay in it
Improve

Hy

2{licient employees

are better suited (o the job

thgse who are more likely to enjoy the jo

ng the workforetas the result of an impression of fair

¢ deployment of staff - //‘
jscrimpndte is not a problem but should be a strengii. Alter all] what
F1SA0 A]isc in?ztc unfairly between potentially sood dnd wealer
G/lifat thelgood ones are best suited to the job. Hwewrer, Wiere|tedts
nst groups or calegories Dfpm]f!/t/(ﬂie problefm dau be [lepal his {v
nay unintentionally discrimipffatd ux?}‘\irf} aghifist c¢rthin roups.

7

o oygh glfecti

his|y the early days of testing whed gendraf inte st Inthe/USA,
lsed Qz fived immigrants, included gdebtibns|dbout SPO s ang/characters
ih ad ismen(s. Tie general language used in (g8t i likelyito be nc wliar to some
an to gthtrs, ip terms of ethnicity and social clafs. /\
In ofden) 168 be measures that we can m/ logigal tests nee 1{1} ¢ both reliable and
vahid. Heliability refers (o the test being cdnsijig validity reflerso the tests measuring < O
what 1tfis supposed to measure. A very imjporht issue relati 12 Lo the use of tests is that of AW 4

Vil I?J generahization which refers (o its bl edigt jop f"?}’éﬁﬂﬂﬂ&? 11 a setting e
diftcrent from the one in which it was val{dated. High vi{lidi y generalization will increase its
usclulness. Many Organisational Psychologists argue\thit thie validity generalization of most
standardized tests is high, while at the othlr e,\'\A\'me, some’teel that the ability to predict

future Job success is situation-specific and the falidity should be established for cach
instrument used by a company.,

Ability tests do better on these criterig then to personality test but no test is perfect.
Psychological test results alone will not glve gn employer a rounded picture of the person
they are proposing to employ, why that pui"é} really wants the job, their history of
absentectsm, their punctuality and inubi]il{&to keep to deadlines. Most important ol all they
will not tell the selector what the person is like face-to-face and they will not provide

information on how the person actually performs on a task.
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%,

rii.fil' u[:!ﬂyﬁ is a further issue relating to the eflectiveness of tests. This Ay —_— :
sereening lest in determining important outcomes suc “as \noney :va}:leai thro f: frumy Pt
l'clf'f.litrs to the elfectiveness of a lest in identi }.*jng | applicants iho have ;]LE':’]:_E? U?C' _“”5
@ iHL‘Il"ﬂHSE productivity and prolits for a co 1pgn A expunple, in OHELCDH‘IW’III:L:LL!EL{ SFI”S
screcning test was used to select applicant !'bfb § as C[}Iﬂ}.’llllel* I)l‘oﬂrmnﬁ;e?'é a"svjlmd' .
Hunter, MeKenzie & Muldrow, 1979). /The estimyatad fnorjey gained in one year f"r{g‘n:. [1;12”*“.’

i ----_1‘.“ " o e 'l.{.. . -11“-1h'_‘r. vy o 2
ncreased speed and elficiency of the dhoxey w;u@k%ténorf: than §97 million. The initial
U perjapplicapt! a very good return on investment. All

costof the screening tests was o
zed petspinnel testing programs indicate that suc 1—v1.§5t5 are

nall, stdity analyses of standard
usually costeffoetive. |

g tar*.slli 18 is the issue of faking. Faking is t% [ bemm lest by

thsloriz g rdsf d the h_:s;]yam elfort to present oneself in a posflive) shcidlls depirable

waly| Fak ular goricern for personality and integrity (¢t }\f’an & S;n:jlgt-_/*u« 1987)
I}y I If & that employment tests are€agi yAakel Jfﬂ thit ik net the {:1:;35&* |
st iman ibscales designed to detepiing i Bt taker' s tlyipe o fake [he.

tast. yegond, itfis often dilficult for the test tak «h response are the

yout ube. conl c/iMegalLectjurelf .
ro2 436 lAgoties ACKITed ) responses.

| most eﬂ'eclweiuse ol screening tesys ocdurs wheh g npmber of instruments are usedl
i ¢ mbx!mlron to predict effective job performane. Emp}@t:mnt screening tests are usually
grouped into a test battery. Scores are Lised M\ con aipadon to help select the best candidate
tor the job (Ackerman & Kanfer, 1993,

v
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TYPES AND PITFALLS OF SELECTION
; INTERVIEWS

Interviewing candidates for a job remains the mosypopular method of selection, with
numerous surveys showing that almost all UK ¢fganizagions usg it. Yet up to the mid- 1980s
most experts would have said that interviews afe a|very poqr method of selection because
interview performance does not predict later jop parfgrmante. Interviewers were shown to be
biased in a number of ways. They may place tgo mjugh ht on negative information, be
influenced by a variety of irrelevant factors sugh a§ the Agg race, ogender or attractiveness of
the candidate; and they tend to make up therr minds tod 14 the first 4 minutes according
to Springbett, 1958). After the interview tliey are very p¢ emembering and integrating

yout ube. com ¢/ MegalLect ur e/ i
+92 336 780[1ge ]abel “selection interv;

, can be conducted more of less
i asking a few haphazard and ung
interruption 1s indged a wagste off t1
but untrained pedple who don’t know w at the¢y’re looking for give rise to all those
of bias and irrglevancg. This typ j was (and still 1s) all too common at
focus of thg edrlier réseafth hence the bad press.

1$ used o refér to/a range of techniques, each of which
ly. An/ intgrview involving an untrained interviewer
Hns 1) a noisy environment amidst constan

-bble
as the

”

OWeYer, [rgseay hag now festablished that ‘structured interviews,/Condudted|by
traiped(interyiewers ugl systa%m assessment procedures to target ke& skillsjand attributes
igentified by job pnalysls are | . W'comparable to the best selection methods (Boyyle, 199?’)/

1
Highly stru¢tured fiferviews can be artificial, inﬂéﬂe
astabilishment ofjrabport/ Dipboye (1997) gives six mah [reas
use upstyuctured inierydews, including that it 1s easi
:id:g rahge of questions can be asked. However ynstyuctured but cargtully/plaphed and
insitivély handled interviews can be good predi |

bétter than pergOnality tests. NN m/
s QG{L CL:?(._‘L

he
lons prefer to

Cd

/
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1TYPES OF INTERVIEWS

Interviews can be of three main types, all of whic e their advantages and

[imitations.

& Biographical interview

& Situational interview

& Competency-based interviews

The biographical interview 1 tured exploration of the candidate’s past

experiences. {[his is probably wha

more likely to influence decisic

yout ube. com c/ MegalLect ur e/
+92 336 7801123

In a situgtional iptervie:
| and superviso people actu

? 3

expect from ‘good’, /faveragg

and

Youy/pantngr gndl hwo/teeniage children are sick in bed with colds. There :ﬂh);fz
relatives avqilapleAo/flopk in dn them. Your shift starts in 3 hours. Whaywoul
situation?

holygh fi‘t at ell, so m/

at/they ar€ more likely verbal reasoning|tes{s than exclighges of information

autﬁ.ilc 1s tlaim tl o
and|gould be particulaily susceptible to social desirgbjlity el
o
;}} | | Da Silv .(19.79) l}as Shfjwn that this rﬁiqu' es A high dfgree ol cogitifive’ development.
= dome queptions in situational interview question (for example ithe above ona¥) could be seen
3 as offensive-/6r even illegal if it was ask%ﬂ of womlen gandidates, or/in interviews for
& | jbbs dpminéted by female workers. The Pasi¢ printiples|under]ying the€onstruction of

situatipnal interviews still apply to better] questions, but this|exiample highlights the additional
dangers of asking questions that may violate equal\oppopturjities legislation.

-

Competency-based interviews inyolve questipns ?’{ing to important job behaviours,

Describe a time in any job you've heldwhen You weye'faced with problems and pressures
that tested your abilityjto dope What did you do?

Such questions make it easy for the inpterviewer to relate information from the

candidate’s answers to the skills needed for the job but again the interview has become more
of an oral test of intelligence. /
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However, it 1s generally agreed that the main function of the interview is not really to
assess ability. Instead, interviews serve an essentially social function. Organizations regard a
face-to-face meeting with potential employees as important because they want to assess the
candidate’s degree of fit with the organization and its culture, or within a team. Despite the
common criticism that interviews favor people of;similar 40 themselves, selecting a person
“oneé’can work with” may be as vital as technigﬁibilit to do [the job.

sselss the characteristics such as
en through they sometimes base
d/that{the entire selection procedure
eerl employer and applicant, each
pectations. At any stage in this

There 1s evidence that interviewers can acturate
Social and communicational skills and Work motivatio

e process. For instance, Graves and

yout ube. e&a&r%&&a&iﬂiﬂs of the particip | ec

Powe posite- sex pairs of interviewer or
interviewee. | s did not show any systematic gendef bids
when rating tl : n. However, female interviewers rat len

candidates hi

11} 1 ;terwews in a moot question. Anderson (1997) ar guesé\gaim;t
in interviewers. Rather, he says that if the ipderview is racially
clyreflects racist vales of organizations.
g‘énterviewers are white and male, the

biag can afd

he reliabili ETVIEWErS
mady [arrive atnif v aluating
he a#a e interview (Arvey & Campion, 1982). Afso,/betaude of n« tigue, or

ome othar reagon, the same applicant might not/perform as
nothef, wfﬂjﬂ further contributes to low 71&‘&1}' ity

njism
re

In general, the hiring interview mjay 1yl to/predi¢t jgb §ucdess-dccurately because of a
tch between the selection instrument apd th info‘[ma 10h 1t pbtains, and the
quements of most jobs. Receiving a positjve eviluatjon in aygjtewiew 1s related to
licants’ abilities to present themselvep in a positiye rhanper”and to carry on a one-on-one
conversation (Delery & Ferris, 1992).

[T the selection interview 1s going to be fajr and effective 1t needs to be seen for what it is:
another tool of human measurement. Howeve¢r it\is Likely that many interviewers to not see

the interviews this way. Below 1s a list of pitfalls i interviewing that can contribute to
making this process one of the most unfgir, and in effective methods of selecting personnel:

e Interview questions not standard a?xf( likelihood of drifting during any one session,
therefore not covering essential afeas which are covered for other applicants.

e (QQuestions unfair as not all related to the job and some find these easier than others
(example tell us about your hobbies)

18
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of communieation or social skills. Therefore, |
primarily technical skills, performance in the
on the job, because the types of skills requdred
those required in the job.

youtube. cont ¢/ Vedalgaigiyee selection 1s tf

+92 336 7 )
pool of applicani4. In e

procedures, sy¢h ps a

ORGANIZATIONAL PSYCHOLOGY

Interviewers in a panel to not assess on identical characteristics but just have a free for
all discussion after all has been seen. Hence comparisons are arbitrary. "

10us pyéjudipes, may base the decision on
ted ¢riteria

Untrained interviewers, and those with s
dislike of the person rather than on job

/ be $trongly affected by their level
, such as those that involve

np way related to performance
the interview are not the same as

[n-other words, evaluations of the intefvi

PERSONNE

1s combined 1 s¢ td md
nge fempl ath¢red information about job applicants, the$ car combine
that informationfi make selection decisions. Based on ¢&kperi¢n¢e anpd beliefs
abdutwhich fypes of 1 1p@ are more or less important, a decisiop 1s made. |Althoygh
ome jgood selegtioh may ade by experienced decisionsmakers, spbjgctivel clini¢al /
decjs] ons arg erforrproje often 1naccurate (Meehl, IM
STATISTICAL Mo /

selection, this means that the ability of each ¢f the predigto:

b¢ added together. /

| Ohe stafistical approach to personnel decjsion mpkin
VIODEL} an ext¢nsion of the correlation co/ﬂff}cie t. Thisimodel 1s anfemplgy€e selection
ctor

1s the MULTARLEREGRESSION

mbines separate predictors

job sugcess in & sfatistical pyocedure. Typically
h combines the various pred: : :

s 1n an additiveg lineas fashfon. In employee
tp predict job performance can

The multiple regression model is|a compensatory type of model, which means that

high scores on one predictor can compenisate fdr low scored on another. This is botha - a—i...,m‘*f::iu:w
strength and a weakness of the model. Fqr example, an abplicant’s lack of previous job- ok ¥ :
related experience can be compensated for by tedt scores that show great potential for W\g‘ﬁi
mastering the job. P U

A second type of a selection stratggy.|one that 1s not compensatory, 1s the MULTIPLE

CUTOFF MODEL, which uses a minimum qutgif score on each of the predictors to be hired. An
applicant must obtain a score above the qutotf on each of the predictors to be hired. Scoring
below the cutoff on any one predictor automatically disqualifies the applicant, regardless of
the scores on the other screen variables.
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The main advantage of the multiple cutoff strate y is that it insures that all eligible
apphcants have some minimal amount of abili sions that are believed to be

in public sector organizations that
give employment tests to large numbers of applicdnis ASulzer, 1996). Particular care must be
taken by organizational psychologists to set ores| that distinguish the best candidates
for j6bs, but cutoffs that do not unfairly digct] ainst members of certain ethnic

this is done, applicants would be fily if their regression scores are high and
if they are above the cutofl score h¢’ predictor dimensions. Of cotir§e using both
strategies at the sam?dme 1y rgstr number of eligible applicanfs, sq they are used
together only when the/ p ] 5 very large.

Anothdr t
strategy us n orger
youtdﬁ'd}&&ﬂﬁn@ de eithar
+92 336 7801123
stage.

iple hurdle model. This
l\ the lsequence, a
pIo Wzd to next

Ta

One ﬂd _ d persons do not have

to go throtgh t\%e entjre evaluation program before they/are § / Also, because evaluation

takes plac¢ at thanytimes on many levelsﬁle emplgye ite confident that the J
y :

ctiopn |de¢ision making method 1s the
@% screening devices. At eac Stage
jectian applicant or to alyw the a

applicants [whq are selected do indeed ha _ ccessful on the job. Because
multiple hﬂya program is expensive and tigne-consyur hey are usually only used for
jobs that ark’central to the operation of thie organiyat

Assignment # 1

Read the passage below and answer the questions which follow.

The handshake is everything
According to Professor Frank Bernieri it doesn’t matter how smartly you dress or how
impressive your job application form. Your chances of success at a job interview depend on
how you perform in the first 15 seconds. Apparently the
handshake is everything!

() Describe what psychologists have discovered about the selection of people for work. [8]
(b) Evaluate what psychologists have discovered about the selection of people for work. [10]

(¢) Giving reasons for your answer, suggest how you, as personnel officer, would ensure the
selection interview was fair for all candidates. [6]
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