Chapter6 employee selection
Selection
-come after recruiting…
-the process of choosing among qualified individuals who have been recruited to fill existing or projected job openings
-important because
*Quality human resources determines organizational performance
 *High cost of inappropriate selection decisions:
  e.g. %100,000 cost for senior manage hiring mistakes(SHRM)
 *potential legal implications

Begin with a job analysis
-results of a job analysis
  *Job description
  *Job specifications

KSAO’s for success

1. initial applicant screening
-typically performed by HR
-Candidates not meeting essential selection criteria are eliminated first
-Candidates who most closely match the job specifications are given further consideration
-How to reduce subjectivity?...
-Use of technology- increasingly popular to assist with the initial screening process
-Sometimes a screening interview(phone); internet checks; video resumes?; application form;…
        2. Predicting job performance
           -weighted application blank(WAB)
             *responses weighted based on statistical relation to job performance
           -Biographical Information Blank(BIB)/Biodata Test
             *biographical data predictive of job success is scored
  
    Employment interviews

Guidelines for employment interviewers
-interviewer training:
Practice makes perfect
Beware of perceptual biases
Other tips? (see 10 ground rules for employer interviews on pp. 209)
-employment equity: are your questions legal?
All jurisdictions forbid direct questions bout race, sex, age, colour, religion, and national origin
See pp.211 for questions to avoid asking
General rules: must be job-related, asked to all applicants, does not discriminate against a certain class of applicants

Post-interview screening
-Reference checks
-Background checks
* 90% of employers- previous employment history, academic qualifications, criminal record and credit ranking
-Credit checks?
*the reason for conducting a consumer credit report must be job-related; need permission from applicant and they have the right to review it.

Pre employment Test
· Job knowledge Test
           e.g. CPA exam
· Work sample test
e.g. driving test for truck divers
· Assessment centre test
Situations similar to job
· Cognitive ability tests
e.g. GMAT, SAT
· Bio data tests
Pattern of responses to questions re: biographical data
Need to be validated
· Personality and interest inventories
· Polygraph tests
               Lie detector
· Honesty and integrity
               e.g. retail- to reduce theft
· Physical ability tests
               Based on job analysis!
· Medical Examinations
              Only AFTER offer. Can be conditional, based on job
· Drug Testing
              Only for safety sensitive job


Pre employment tests…
Need to be reliable and valid:
-validity: the degree to which a test (or selection procedure) measures what it was intended to measure. i.e. it should be able to predict how well a person performs on the job
-Reliability: the degree to which tests, (and other selection procedures) yield comparable data over time

Determining the validity of tests
Criterion-related validity 
-the extent to which a selection tool predicts, or significantly correlates with, important elements of work behaviour
-e.g. in sales job, this could be sales figures
-e.g. in production job, this could be quality and quantity of production
-e.g. in managerial job, this could be performance appraisal ratings
 
Two types of criterion-related validity:
-Concurrent: the extent to which test scores(or other predictor information) match criterion data obtained at about the same time from current employees
e.g. supervisor gives insurance salesmen a test on product knowledge or aptitude and then compare this to ratings on performance(customer service feedback or sales)---same time
[bookmark: _GoBack]-Predictive: 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
e.g. Test applicants on product knowledge and then compare this to ratings on performance after being on the job.

determining thee validity of tests
-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
e.g. typing tests, driver’s license examinations accounting test of actual accounting problems on the job
-Construct validity
The extent to which a selection tool measures a theoretical construct or trait (e.g. intelligence, anxiety, mechanical comprehension)
e.g. requires showing that the mechanical trait is related to satisfactory job performance; and the instrument accurately measure this trait.

Reliability and validity
Can a test be reliable and not valid?
 How can we increase the reliability of the selection process?
How can we increase the validity of the selection process?

Reaching a selection decision
-summarizing information about applicants
* need to assess the “can do” and “will do” criteria (KSAO’S; aptitude)
*systematic consideration of all relevant information
*use summary forms/checklists
-typically, the decision is made by the hiring manager
-often communicated by the recruiter (HR personnel)

Clinical and statistical approach
Clinical approach (subjectivity)
Statistical approach   (objectivity)
· Compensatory model-average
· Multiple cutoff model- minimum
· Multiple Hurdle model-sequential






