Chapter 6 – Selection, Text Notes
Selection Process – A series of specific steps used by an employer to decide which recruits should be hired

Strategic Significance of the Selection Function

1) Success depends on the caliber of its employees

- Skills and qualifications of the new hires need to closely match the orgs culture and strategic requirements
2) Selection decisions must reflect job requirements

3) Selection strategy should be linked to an orgs stage in its life cycle

4) Recognize organizational constraints

- Budget limitations

5) Recognize labour market realities

- Selection ratio – number of applicants hired / Total number of applicants

6) Selection strategy should be ethical

- If the standards are low, new employees may not be properly selected

Steps in the Selection of Human Resources
1) Preliminary Reception of Applicants
- In person, in writing, or email 
2) Review of the Applicant Banks/Screening Interviews

- Application bank – a job application form

- Weighted application bank – Various items are given differential weights to reflect their relationship to criterion measure

- Biographical information bank – Uses a multiple-choice format to measure a job candidate’s education, experience, opinions, attitudes, and interests

3) Administration of Employment Tests

- Devices that assess the probably match between applicants and job requirements

Test Validation
Validity – Key attribute of a selection device that indicates its accuracy and relationship to job relevant criteria

Concurrent Validity – Empirical approach to validation that measures the predictor and criterion scores concurrently, the higher the correlation between test scores and the criterion, the more effective the test is
Content Validity – Rational approach to validation that examines the extent to which the selection device includes elements of the job domain

Construct Validity – Rational approach to validation that seeks to establish a relationship to a construct, attribute, or quality related to job performance

Differential Validity – Test validation involving different subgroups, eg., males, females, minorities

Reliability – Selection device’s ability to yield consistent results over repeated measures.  Also the internal consistency of a device or measure

Testing Tools and Cautions
Psychological – Tests that measure a person’s personality or temperament

Knowledge – Tests that measure information or knowledge

Performance – Measure ability of applicants to perform the job for which they’re hired

Assessment Center – Standardized form of employee appraisal that relies on several types of evaluation and multiple assessors

Computer-interactive – Performance tests using computer simulations that can measure skills, comprehension, spatial visualization, judgment, etc. 

Integrity – Measures an applicant’s honesty and trustworthiness

Graphic Response – Tests that attempt to measure an applicant’s honest by measuring body responses

Paper-and-Pencil Integrity – Measures of honesty that rely on written responses rather than observations

4) Employment Interview
- Immediate supervisor is ultimately responsible for new hires

- Common for the applicant to be interviewed by several persons

5) Realistic Job Previews
- Involves showing the candidate the type of work, equipment, and working conditions involved in the job before the hiring decision is finalized

6) Verification of References
- Evaluations of an employee’s part work performance and job-relevant behaviours provided by past employers

7) Medical Evaluation
- Assessment of health and accident information of job applicant through self-reports or physical exam by company medical personnel

- Entitles the employer to lower health or life insurance rates for company-paid insurance

- Be required by provincial or local health officials, particularly in food-handling operations

- Be useful to evaluate whether the applicant can handle the physical or mental stress

8) Hiring Decision
- marks the end of the selection process

Employment Interview
- Formal, in-depth conversation conducted to evaluate the applicant’s acceptability

- Can the applicant do the job? How does the applicant compare with others who are applying? 

- Flexible, adapted to unskilled, skilled managerial, and staff employees

- Allow a two-way exchange of information

- Flaw is their varying reliability and validity

Types of Interviews
Unstructured – Uses few if any planned questions to enable the interviewer to pursue, in depth, the applicant’s responses

Structured – A predetermined checklist of questions usually asked of all applicants

Mixed – Combination of structured and unstructured

Behavioural - Technique of identifying important behavioural dimensions of a job and assessing the applicants against those dimensions

Stress-Producing – Use a series of harsh, rapid-fire questions to upset the applicant and learn how they handle stress

Computer Assisted – Electronically profile job candidates and screen new hires

Interviewer Errors
- Mistakes like biases and domination that reduce the validity and usefulness of job interviews

Halo Effect – Use of limited information about candidate to bias interviewer’s evaluation

- Leading questions and domination don’t allow the interviewer to learn of the applicant’s potential

Interviewee Errors
- Interviewee mistakes like boasting, not listening, or lack of preparation that reduce validity and usefulness of interviews

- Playing games, talking too much, boasting, not listening, and being unprepared
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