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Selection is the process of choosing individuals who have relevant qualifications to fill existing or projected job openings.
It is important to have a strong selection process because:
· The quality of human resources determines organizational performance
· The cost of inappropriate selection decisions is high
· It yields significant legal implications

Overview of the Selection Process:
· Begin with a job analysis
· The Selection Process
· Obtaining Reliable and Valid Information
Reliability: Degree to which interviews, tests, and other selection procedures yield comparable data over time
Validity: Degree to which a test or selection procedure measures a persons attributes


Employee Interviews
· Nondirective Interview: interview in which the applicant is allowed the maximum amount of freedom in determining the course of the discussion, while the interviewer carefully refrains from influencing the applicants remarks.
· Structured Interview: Interview in which a set of strandardized questions with an established set of answers is used
· Situational Interview: An interview in which an applicant is given a hypothetical incident and asked how he or she would respond to it
· Behavioural Description Interview (BDI): AN interview in which an applicant is asked questions about what he or she did in a given situation.
· Panel Interview: An interview in which a board of interviewers questions and observes a single candidate
· Sequential Interview: A format in which a candidate is interviewed by multiple people, one after another. 

Post Interview Screening:
· Reference Checks
· Background Checks
· Credit Checks

Pre-employment Tests: an objective and standardized measure of a sample of behavuour that is used to guage a persons knowledge, skills and abilities relative to other individuals.
Some types of Employment Tests:
· Job Knowledge Tests
· Work Sample Tests
· Assessment Center tests
· Cognitive Ability Tests 
Determining the Validity of Tests:
· Criterion Related Validity; extent to which a selection tool predicts or significantly correlates with important elements of work behavior
· Concurrent Validity; extent to which tests scores (or other predictor information) match criterion data obtained about the same time from current employees.
· Predictive Validity; extent to which applicants test scores match criterion data obtained from those applicants/employees after they have been on the job for an indefinite period
· Cross Validation; verifying the results obtained from a validation study by administering a test or test battery to a different sample
· Content Validity; extent to which a selection instrument, such as a test, adequately samples the knowledge and skills needed to perform a particular job.
· [bookmark: _GoBack]Construct Validity; extent to which a slection tool measures the theocratical construct or trait

5 dimensions that summarize personality traits:
1. Extroversion; degree to which someone is talkative, sociable, and active
2. Agreeableness; degree to which someone is trusting, amiable, generous
3. Conscientiousness; degree to which someone is dependable and organized
4. Neuroticism; degree to with someone is secure, calm, and independent 
5. Openness to Experience; degree to which someone is intellectual, philosophical, insightful

Job Performance is judged by:
· Task performance
· Organiational citizenship behaviours
· Counterproductive job behaviours
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