Chapter 6
Selection: the process of choosing individuals who have relevant qualifications to fill existing or projected job openings 
The selection process: 
· Completion of application 
· Initial interview
· Employment testing 
· Background investigation
· Preliminary selection
· Supervisor/team interview
· Hiring decision 
Obtaining reliable and valid information: 
Reliability: the degree to which interviews, tests, and other selection procedures yield comparable data over time
Validity: the degree to which a test or selection procedure measures a person’s attributes 
· Content validity: measurement is based on job specifications
· Predictive validity: test score correlation with performance criteria 
· Construct validity: if the test measures what it is supposed to 
Employment interviews:
· Nondirective interview: the applicant is allowed the maximum amount of freedom in determining the course of the discussion, while the interviewer carefully refrains from influencing the applicant’s remarks
· Structured interview: a standardized set of questions with an established set of answers 
· Situational interview: an applicant is given a hypothetical incident and asked how he or she would respond to it 
· Behavioural description interview: 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 candidate is interviewed by multiple people, one right after another 
· Computer interview
· Video interview
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Interviewers training: 
1. Understand the job: have an understanding of what the requirements are and the parameters of the job
2. Establish an interview plan: know the purpose of the interview and determine areas and questions that need to be covered 
3. Establish and maintain rapport and listen actively: 
4. Pay attention to nonverbal cues
5. Provide information as freely and honestly as possible
6. Use questions effectively: open-ended vs. yes or no
7. Separate facts from inferences: record factual information. Later, record your inferences and interpretations
8. Recognize biases and stereotypes: one typical bias is thinking that a candidate with similar interests or hobbies as the interviewer is more acceptable. Falling for a candidates charm is also a bias. Choosing a person who is extroverted is appropriate for some jobs but is not all that necessary for others. 
9. Avoid judging an individual too strongly or too weakly based on a single point
10. Control the course of the interview
11. Standardize the questions asked: to avoid discrimination and increase reliability the same questions should be asked to all candidates. 
Employment Equity: questions that discriminate based on race, sex, colour, gender, age, religion, or national origins are forbidden. Example, it is inappropriate to ask questions such as “who will take care of your kids while you are at work?” or “what is your spouse’s occupation”. 
Reference checks: most reliable information about a candidate is provided by their supervisors. Company must ask the applicant to fill out a form permitting information to be solicited from former employers. There is no legal obligation to provide a reference letter for an employee, unless it was promised in writing to do so. 
Background checks: most corporations conduct a background check on previous employment history, academic qualifications, criminal record, and credit ratings. 
Pre-employment test: an objective and standardized measure of a sample of behaviour that is used to gauge a person’s knowledge, skills, abilities, and other characteristics relative to other individuals. 
Types of employment tests: 
· Job knowledge tests: evaluates whether, or not, an applicant possesses the information and understanding that are required. 
· Work sample test: require applicant to perform tasks that are actually part of the work required on the job. 
· Assessment centre: a process by which individuals are evaluated as they participate in a series of situations that resemble what they might need to handle the job. 
· Cognitive ability test: measures mental capabilities and general intelligence, verbal fluency, numerical ability, and reasoning ability. A GMAT or SAT would be examples of this test. 
· Biodata tests: collect biographical information about candidates that have shown a correlation with on-the-job success. A pattern of responses across several different situations gives biographical data the power to predict future behaviour on the job. 
· Personality and interest Inventories: 
· Extroversion
· Conscientiousness
· Openness to experience
· Neuroticism
· Agreeableness
· Polygraph test: lie detector
· Honesty and Integrity Test 
· Physical Ability Test
· Medical Examinations
· Drug Testing
Determining Validity of tests:
· Criterion-related validity: the extent to which a selection tool predicts, or significantly correlates with, important elements of work behaviour
· Concurrent validity: the extent to which test scores match criterion data obtained at about the same time from current employees
· Predictive validity: the 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: the extent to which a selection instrument, such as a test, adequately samples the knowledge and skills needed to perform a particular job. 
· Construct validity: the extent to which a selection tool measures a theoretical construct or trait
Decision-making: the most critical step is the decision to accept or reject applicants. It requires systematic consideration of all the relevant information. 
· Clinical Approach: the decision-maker looks at the data of the applicants and based on his own understanding he makes a decision. It can involve personal biases and stereotypes which hinder the rationality of the decision-making process. 
· Statistical Approach: it is a more objective approach, involving identifying the most valid predictors and weighting them using statistical methods. 
1. Compensatory approach: a selection decision model in which a high score in one area can make up for a low score in another area
2. Multiple cut-off model: a selection decision model that requires an applicant to achieve a minimum level of proficiency on all selection dimensions
3. Multiple hurdle model: a sequential strategy in which only the applicants with the highest scores at an initial test stage go on to subsequent stages. 

