
CHAPTER 8PRIVATE 


SELECTION
Learning Objectives

1.
Define the steps in the selection process.

2.
List what selection criteria are available and how they can be used to make selection


more effective.

3.
Describe how to use selection tools such as interview and bio-data more effectively.

4.
Compare the different types of validity: content, construct, and criterion-related.

5.
Discuss the value of controversial selection methods such as drug testing and integrity 

testing in light of current organizational and social environments.  

Key Terms

	assessment center
	A selection technique that uses simulations, tests, interviews, and observations to obtain information about candidates.

	Biographical Information Blank (BIB)
	A more detailed form used to supplement an application blank. Asks for information related to a much wider array of attitudes and experiences.

	construct validity
	A demonstrated relationship between underlying traits inferred from behavior and a set of test measures related to those traits.

	content validity
	The degree to which a test, interview, or performance evaluation measures skills, knowledge, or ability to perform.

	criterion-related validity
	The extent to which a selection technique is predictive of or correlated with important elements of job behavior.

	drug testing program
	A screening technique that attempts to determine drugs in the person’s system.

	Employee Polygraph Protection Act
	Legislation that makes it illegal for most private organizations to use the polygraph as a selection device.

	reliability
	Refers to a selection technique's freedom from systematic errors of measurement or its consistency under different conditions.

	selection
	The process by which an organization chooses from a list of applicants the person or people who best meet the selection criteria for the position available, considering current environmental conditions.

	structured employment interview
	An interview that follows a prepared pattern of questions that were structured before the interview was conducted.

	Utility
	Assessed using cost-benefit analysis, utility measures whether the use of a selection technique improves the quality of the people hired.

	validity
	The degree to which a test, survey, or selection procedure must accurately measure a person’s behavior or attributes.

	weighted application blank
	An application form designed to be scored and used in making selection decisions. 

	whistle-blowing

	Stating or presenting a grievance complaint, or allegation to some person or entity outside the work organization or work unit.


Presentation
1.
Influences on the selection process


a.  environmental circumstances influencing selection

· the internal environment
· size, complexity, technological volatility

· attitude regarding internal hires

· the external environment

· size, composition, availability of local labor pool

2.
Selection Criteria:


Categories of criteria

· formal education

· experience/past performance

· physical characteristics

· personal characteristics and personality type

3.
Reliability and validity of selection criteria


a.
reliability

· alternative-form (split-half)

· test-retest

· inter-rater


b.
validity

· construct

· content

· criterion

ii. ipredictive
iii. concurrent

4
The selection process


a.
preliminary screening device: resume/interview


b.
completion of application blank/biodata form

· application blank

· biographical information blank (BIB)

· weighted application blank (WAB)


c.
employment interview


i.
types of interviews

· structured/patterned

· situational interview (SI) – hypothetical case

· behavior description interview (BDI) – actual experience
· semi-structured

· unstructured/non-directed

· board/panel
· group
· stress


ii.
interviewing errors

· excessive talking by interviewer

· inconsistency in the questions asked of applicants

· asking non-job performance related questions

· inability to put interviewee at ease

· first impressions

· contrast error
· similar-to-me error
· halo effect
· order effect
· stereotyping
· false perceptions
· influenced by "beautyism"
· failure to control course of interview
· failure to interpret or misinterpretation of nonverbal cues


iii.
training for interviewing


d.
employment tests


i.
how tests are developed


ii.
kinds of test

· job sample performance (programming, typing, driving)

· cognitive ability tests (ex. Wonderlic, GATB, SAT)

· psychomotor ability simulations (O’Connor Finger & Tweezer Dexterity )
· personality inventories and temperament tests (MMPI)

· polygraph (lie detector) and honesty tests


e.
Reference checks and recommendations

· built-in bias

· negligent referrals


f.
Physical examinations

· medical questionnaire

· physical examination
· work physiology analysis
· genetic screening
· drug testing
· AIDS testing

5.
Selection of Managers


a.
assessment center


drawbacks of assessment centers:

· time of experts

· assessee time

· materials

· stress of participating

· problem of dealing with poor reports

7.
Cost/benefit analysis for selection decision


a.
statistical utility

b. organizational utility

· costs versus benefits of selection

Review Questions

1.
What are the goals of selection? What factors influence an organization’s choice of selection methods? 

2.
Why should a selection method be both valid and reliable? What could happen if a company uses a selection method that lacks these characteristics? 

3.
What are the major types of employment interviews?  What are the characteristics of each type? 

4.
What are some of the errors that an interviewer may commit?  Describe them and any potential legal implications of committing these errors?
5.
Describe the two types of paper-and-pencil honesty tests. Should your organization make job applicants complete one? Why or why not?
Application Case 8-1
Bechtel Power Corporation’s Use of Objective Welding Tests

1.
Do you believe that welding tests are necessary for the type of job Charles Ligons worked on?

2.
Was the first layoff of Ligons legitimate?

3.
Did the company attempt to help Lyons maintain and upgrade his welding competence?

