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Personnel Selection
Reading: Chs. 5 & 6
I. How to develop a selection program:
A. Job Analysis

B. Specification of Tasks & Responsibilities 

C. Hypotheses regarding the KSAOs Required for Successful Performance

D. Development of Performance Measures (Actual Criteria) & KSAO Measures (Predictors)

E. Tests of Criterion Validity

1. Criterion Validity – General Definition: The measure correlates with things that the construct being measured should correlate with.

2. Criterion Validity – Definition Used in Selection Research: The predictor correlates with the actual criterion (performance).

3. Do we need to worry about the construct validity of the predictors?

F. Cross-validation

1. Repeat the validation study with another sample.

G. Implement Program

H. Assess Costs & Benefits (Utility)

II. Dimensions to Evaluate a Predictor
A. Validity

B. Cost/Utility
C. Applicability

1. How well can the selection method be used or applied across the full range of jobs and applicant types.

D. Fairness/Legality

III. Three types of studies to test the criterion validity of hiring predictors.

A. Predictive Validity : Give the predictor, measure performance some time later.  Examine the correlation.

1. Problems: 

(a) Restriction of Range (see below)

(b) Takes time.

B. Concurrent Validity: Give the predictor and the performance measure at the same time (concurrently).  

1. Usually performed on current employees.

2. Problems: 

(a) Restriction of Range (see below); 

(b) Sample is not representative of the population of interest

i What is the population of interest in testing the validity of a selection predictor?

C. Postdictive Validity: Give the predictor, then correlate score with some preexisting measure of performance.

1. Same problems as concurrent validity.

IV. Restriction of Range

A. Restriction of range is a common problem in criterion validity research.
B. Restriction of range means that the validity of the predictor can’t be calculated based on the entire range of scores for which the predictor will actually be used.
1. As we already mentioned, we want to use the predictor to predict performance from the population of all people who apply for the job.

2. But, to do our validity study, we need a score on the predictor and on the criterion (job performance).

(a) We can get every applicant to fill out the predictor, but we won’t have scores on job performance (the criterion) for every applicant.

i Why not?

ii Will the people missing be random?

V. Validity Generalization

A. Sometimes, companies will not actually conduct their own validity research.  If they are using a predictor that has been studied by others, they can use it as a predictor in their company if:

1. The KSAOs that the predictor predicts are requirements for the job.

(a) How would you know?

2. The more similar the new job is to one where the validity has already been demonstrated, the more likely the predictor is to be valid for picking employees for the new job.

3. But, many things can make something valid for one job, and not valid for another job, even if that other job is similar.

(a) For example, the nature of the organization.

4. The only way to know for sure that a predictor is valid for a different job and in a different organization is to run a validity study in the new situation.

VI. Cost & Utility Analysis
A. Although in general we would like to always use the most valid predictor to do our hiring, we have to consider other things, such as cost.

B. Some predictors can be very expensive to use (e.g., assessment centers
).  Would it be worth it to a company to spend more than $1000 to test the applicants for a job handing out fliers at the mall?

C. Utility Analysis is a mathematical method of trying to assign a monetary value to the use of a certain selection method.  If we have an estimate of how much will be gained financially by using a particular technique, then we can decide if the cost is worth it.

1. The financial benefit of a particular selection technique will depend on:

(a) The Base Rate: The percentage of applicants who would be successful on a job if no selection method were used.  (Hiring at Random).

i The closer the base rate is to 50%, the greater utility. 

(i) If no one is likely to be successful (Base Rate = 0%), then even if you get a valid selection device, you won’t be able to increase the success of employees.

(ii) If everyone is likely to be successful (Base Rate = 100%), then having a valid selection device doesn’t really add anything.

(iii) But, if its in the middle (Base Rate = 50%), then there is room to gain over just guessing.

(b) The Selection Ratio: The number of jobs to fill per applicant.  

i Low selection ratios can give you better utility, because you have lots of choices.

ii For example, if you have 1000 applicants for each job (Selection Ratio = 1/1000), then having a really good way to choose among them will really help.

iii But, if you only have 2 applicants for each job (Selection Ratio = 1/2), then even if you have a really good way to choose between the applicants, there is only so much to be gained.

(c) The Validity of the Selection Device

i The higher the validity of your selection device, the better the utility of using that device – because it will give you a more accurate prediction of who would be the best candidate.

Fairness & Legal Issues

I. In general, we think of fairness as meaning that everyone is treated the same or given an equal chance to get the job/get a promotion/get a raise.

A. But, what does “equal chance” mean? 

B. Legally, many of the issues regarding fairness have been defined by laws, regulations, and jurisprudence (decisions of the courts).

II. Protected Classes

A. It is illegal to discriminate against anyone.  According to Federal Law, in the US you can not discriminate against someone because of their

1. Age (Young or Old)

2. Race (Black, White, Asian, etc)

3. National Origin

4. Disability Status (Mental or Physical)

5. Gender (Male or Female)

6. Religion

B. In addition, the State of Illinois Human Rights Act forbids discrimination based on race, color, religion, sex, national origin, ancestry, citizenship status, age (40 and over), marital status, physical or mental handicap, sexual orientation (as of  January 1, 2006), military status or unfavorable discharge from military service, and arrest record.

C. People who are in groups who have historically been the target of discrimination are members of protected classes.  

1. Although it is usually assumed that discrimination will go against members of the historically discriminated against group, the courts have made it clear that at least sometimes discrimination against a majority group can be illegal.

a. For example, in the case of Diaz v. Pan Am, decided in 1971, the Fifth Circuit Court ruled that Pan Am Airlines could not discriminate against men when hiring flight attendants.

i. Celio Diaz Jr was a married man who wanted to be a flight attendant.  He applied several times to Pan Am Airlines, but was turned down because Pan Am (and all other airlines at that time) said that in order to be a flight attendant (stewardess) you had to be female.

(i) They gave several reasons, including that the job of a stewardess was to be nurturing, and only females could do this.

(ii) And also, that if there were male flight attendants, male passengers would think the flight attendants were gay, and would be uncomfortable.

ii. The court ruled that the primary job of airlines was to safely transport passengers, and therefore the main job of flight attendants was to make sure passengers were safe.  Being female was therefore not a Bona Fide Occupational Qualification (see below).
(i) Because Mr. Diaz could do the job, the airline could not discriminate against him.

(ii) Unfortunately for Diaz, by the time the case was resolved, he was past the age limit for flight attendants, so he couldn’t apply again.

b. Several well known cases have also looked at ‘reverse discrimination’ in University admissions.

i. In 1978, the Supreme Court ruled that Allan Bakke, a white applicant to the University of California Med School, was discriminated against because minorities with substantially lower test scores than his were admitted, and he wasn’t.  (Bakke v. Regents of the University of California) 

ii. In Gratz v. Bollinger (2003), the Supreme Court ruled that the University of Michigan admissions program was discriminating against whites because it automatically gave 20 points (out of 100 needed to be guaranteed admissions) to every member of an underrepresented minority.

iii. However, that same year (Grutter v. Bollinger, 2003), the Court ruled that Michigan’s law school was allowed to continue their system, even though it also gave an advantage to underrepresented minorities.

(i) The differences that the court saw were that for the law school, having a diverse student body was educationally beneficial in its own right (that is, to all the students).

(ii) And, the law school treated race as a plus factor in admissions, but did not give a specific amount of points to all minority applicants.  Therefore, this system looked at each applicant more individually.

iv. Of course, since these cases deal with Universities, it’s not clear how the law would apply to employment situations.

III. When do we suspect that a personnel selection method (or, any other employment action) is discriminatory?

A. When the method has adverse impact: “a substantially different rate of selection in hiring, promotion, or other employment decision which works to the disadvantage of members of a race, sex, or ethnic group.”  (From the US Government’s “Uniform Guidelines on Employee Selection Procedures, 1978, Sec 16-B).

1. In other words, if the percentage of applicants hired who are members of one group is “substantially different” that the percentage of applicants hired from another group, then the selection method has ‘adverse impact’.

B. What is “substantially different”?

1. “A selection rate for any race, sex, or ethnic group which is less than four-fifths of the rate for the group with the highest rate will generally be regarded … as evidence of adverse impact…” (Uniform Guidelines)

a. If 100 men and 50 women apply for a job, and the company hires 75 men and 25 women, is there adverse impact?

b. What if 200 blacks apply, and 35 are hired, while of the 500 whites applying, 100 are hired?

IV. If a personnel action has adverse impact, does that mean it is discriminatory/unfair?

A. “The use of any selection procedure which has an adverse impact on the hiring, promotion, or other employment or membership opportunities of members of any race, sex, or ethnic group will be considered to be discriminatory and inconsistent with these guidelines, unless the procedure has been validated in accordance with these guidelines …” (Uniform Guidelines)

1. In other words, adverse impact is prima facie evidence of discrimination.

B. This doesn’t mean that the existence of adverse impact will make the procedure illegal/unfair.  What it means is that the employer has to now show that the selection procedure really is a valid predictor of job performance (see above: “unless the procedure has been validated …”).

V. Issues in validity to rebut a charge of discrimination.

A. “Unfairness Defined.  When members of one race, sex, or ethnic group characteristically obtain lower scores on a selection procedure than members of another group, and the differences in scores are not reflected in differences in a measure of job performance, use of the selection procedure may unfairly deny opportunities to members of the group that obtains lower scores.”  (Uniform Guidelines)

1. In other words, if lower scores on the predictor don’t relate to lower job performance, then the predictor is unfair/discriminatory.

B. “Where two or more selection procedures are available which serve the users legitimate interest in efficient and trustworthy workmanship, and which are substantially equally valid for a given purpose, the user should use the procedure which has been demonstrated to have the lesser adverse impact.”  (Uniform Guidelines)

C. Not only does the predictor have to really predict job performance, it has to predict performance on a bona fide occupational qualification (BFOQ).  

1. A BFOQ is a qualification that is reasonably necessary to the operation of the business. 
2. But, this raises an interesting point: If an employer can claim that being a particular race or gender or etc is a BFOQ, then they can limit their hiring to people of that race/gender/etc.

a. Can you think of jobs where being a member of a certain protected class would be a BFOQ?

3. How do you know if something is a BFOQ?

D. When a selection procedure has adverse impact, it is usually a good idea to test for differential validity (also known as bias or differential prediction).

1. This refers to how much a test predicts differently for different people.  A test can be valid overall, but have different validity for different groups.

a. For example, the correlation between an intelligence test and job performance may be high overall.
[image: image1]But, what if the correlation for white applicants is really .high, and the correlation for blacks is low.
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VI. The Americans with Disabilities Act. 

A. HANDOUT: A Recent Story from National Public Radio

B. In 1990, the Americans with Disabilities Act (ADA) was passed.  It went into effect in 1992.

C. The ADA includes many protections for people with disabilities, including protection from employment discrimination.  “Qualified individuals with a disability” cannot be discriminated against in any personnel action.

1. “The term ‘qualified individual with a disability’ means an individual with a disability who, with or without reasonable accommodation, can perform the essential functions of the employment position that such individual holds or desires.”  (Americans with Disabilities Act)

D. What is a disability?

1. “The term ‘disability’ means, with respect to an individual (A) a physical or mental impairment that substantially limits one or more of the major life activities of such individual; (B) a record of such an impairment; or (C) being regarded as having such an impairment.”
a. The courts have been fairly restrictive in what counts as a disability under this definition.  For example, in 1999 the Supreme Court ruled that if some disease can be made better by medication, it is not a disability as far as the ADA is concerned.  

E. Employers do not have to hire someone with a disability if they cannot perform the essential functions of the job.

1. Essential functions are sort of like BFOQs.

2. “The term essential functions means the fundamental job duties of the employment position the individual with a disability holds or desires. The term essential functions does not include the marginal functions of the position.

a. A job function may be considered essential for any of several reasons, including but not limited to the following:

i. The function may be essential because the reason the position exists is to perform that function; 

ii. The function may be essential because of the limited number of employees available among whom the performance of that job function can be distributed; and/or

iii. The function may be highly specialized so that the incumbent in the position is hired for his or her expertise or ability to perform the particular function.” (ADA).

3. How do we identify essential functions?

F. Employees don’t have to be hired if they can’t do the essential function.  However, if they can’t do the function, but a reasonable accommodation can be made, then the employer cannot refuse to hire them.

1. “The term ‘reasonable accommodation’ may include – 

a. making existing facilities used by employees readily accessible to and usable by individuals with disabilities; and

b. job restructuring, part-time or modified work schedules,

c. reassignment to a vacant position, acquisition or modification of equipment or devices, appropriate adjustment or modifications of examinations, training materials or policies, the provision of qualified readers or interpreters, and other similar accommodations for individuals with disabilities.” (ADA).

2. An accommodation is ‘reasonable’ if it doesn’t place “undue hardship” on the employer.  “The term ‘undue hardship’ means an action requiring significant difficulty or expense”.

Predictors 

I. Ability and Aptitude Tests

A. These can be divided into tests that measure general cognitive ability (g; IQ) and those tests that measure specific abilities (such as math ability, verbal ability, mechanical ability…).

B. Tests of Cognitive Ability

1. What is IQ?

(a) Is it school performance?

(b) Is it related to school performance?

(c) Multiple Intelligence

i Fluid & Crystallized Intelligence

(i) Fluid Intelligence: General Learning ability.  Abilities that allow us to reason, think, and acquire new knowledge.

(ii) Crystallized Intelligence: the knowledge and understanding that we have acquired.

ii Gardner’s Theory

(i)  
Linguistic intelligence ("word smart"): 

(ii)  
Logical-mathematical intelligence ("number/reasoning smart") 

(iii)  
Spatial intelligence ("picture smart") 

(iv)  
Bodily-Kinesthetic intelligence ("body smart") 

(v)  
Musical intelligence ("music smart") 

(vi)  
Interpersonal intelligence ("people smart") 

(vii) Intrapersonal intelligence ("self smart") 

(viii) Naturalist intelligence ("nature smart")

2. Measures of IQ
(a) Stanford-Binet, Weschler Tests

i Individually administered tests of intelligence

(i) Therefore expensive & time-consuming to give to lots of people.

ii These tests are set up so that if a person has average intelligence for their age group, then their IQ is 100.  Usually the standard deviation is 15.
iii Tests for intelligence of children & adults

(i) Stanford-Binet is for from age 2 through adults, although original version was developed for children (based on the Binet-Simon test).

1. Different starting points are used depending on performance on a vocabulary test & chronological age.

(ii) Different Weschler tests for different age groups.

1. Weschler Adult Intelligence Scale (WAIS) for adults.

a. This was the original one.  The ones for kids are based off of this.

2. Weschler Intelligence Scale for Children (WISC)

a. For ages 6 to 16.

3. Weschler Preschool and Primary Scale of Intelligence (WPPSI)

a. For ages 4 to 6

4. All of the Weschler scales include a verbal component (which includes arithmetic, digit span) and a performance component (having to do things – for example, block design – rather than answer verbally).

a. The different scales are not really supposed to measure different abilities or multiple intelligences.  Rather, Weschler thinks of these different scales as related aspects of overall intelligence.

(b) Wonderlic Personnel Test

i An intelligence test specifically designed to be used for personnel purposes.

ii Short, timed (speeded) test.  Questions and responses all given in a written form (can now be done on the computer or on paper).  Therefore, fairly cheap & easy to administer.

(i) [image: image2.png]WPT Sample Questions

Assume the first 2 statements are true. Is the final one:
1 true, 2 false, 3 not certain?

The boy plays baseball. All baseball players wear hats.
The boy wears a hat,

10.  Three individuals form a partnership and agree to divide the
profits equally. X invests $9,000, Y invests $7.000, Z invests
$4.000. If the profits are $4.800. how much less does X
receive than if the profits were divided in proportion to the
amount invested?

o

Paper sells for 21 cents per pad. What will 4 pads cost?

How many of the five pairs of items listed below are exact
duplicates?

Nieman, K.M. Neiman, K.M.
Thomas. G.K. Thomas. C.K.
Hoff. I.P. Hoff. J.P.
Pino. L.R. Pina, LR.
Warner., T.S. ‘Wanner, T.S.

PRESENT RESENT — Do these words
1 have similar meanings, 2 have contradictory
meanings, 3 mean neither the same nor opposite?

A train travels 20 feet in 1/5 second. At this same speed,
how many feet will it travel in three seconds?

When rope is selling at $.10 a foot, how many feet can you
buy for sixty cents?

The ninth month of the year is
1 October. 2 January. 3 Tune,
4 September. 5 May.

‘Which number in the followin
represents the smallest amount?
7 8 31 33 2

oup of numbers

In printing an article of 48,000 words. a printer decides to
use two sizes of type. Using the larger type. a printed page
contains 1.800 words. Using smaller type. a page contains
2.400 words. The article is allotted 21 full pages in a
magazine. How many pages must be in smaller type?

11.  Assume the first two statements are true. Is the final one:
1 true, 2 false, 3 not certain?

Tom greeted Beth. Beth greeted Dawn.
Tom did not greet Dawn.

12, Aboy is 17 years old and his sister is twice as old. When the
boy is 23 years old, what will be the age of his sister?

These are sample test questions and are intended for
demonstration purposes only. The Wonderlic Personnel
Test is published by Wonderlic. Inc.

Answers

1. true 2. 84 cents 301

4.3 5. 300 feet 6. 6 feet

7. September 8. 33 9. 17

10. $560 11. notcertain  12. 40 years old

© 2002 Wonderlic, Inc. ¢ 1795 N. Butterfield Rd. e Libertyville, IL 60048 o 800.323.3742 e Fax 847.680.9492 ¢ www.wonderlic.com
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50 items.  12 minutes.

3. Is intelligence a valid predictor for performance?

4. Applicability: Does it apply to all kinds of jobs/all kinds of companies?

(a) The Wonderlic provides norms/cutoffs suggested for specific jobs.

i What is a norm?

(i) In general, the term “norms” when we are talking about a test, means “performances by defined groups of particular tests.”  (Kaplan & Saccuzzo, 2001, p. 54).  In this specific case, we are talking about the average performance by groups of successful people in specific job.

ii For example:

(i) For Engineers or Statisticians, the suggested cutoff is 30

(ii) For Forman, Private Secretary, the suggested cutoff is 25

(iii) For Unskilled Laborer, the suggested cutoff is 8

5. Fairness

(a) There has been a lot of controversy over the years about the fairness of intelligence tests.  Members of minority groups – especially African-Americans – generally get lower scores on IQ tests than do European-Americans.

i Its important to emphasize that what this fact is saying is the minority group members do less well on the test.  This doesn’t necessarily  mean that they are less intelligent.  (The definitions of intelligence may be particularly important here.)

(b) But, in order to judge whether intelligence testing is fair or unfair, you need more than just the fact that some groups score lower than others.  (Think about our discussion of adverse impact.)

(c) You need to show that the scores for a minority group do not predict the criterion as well as the scores for the majority group (differential validity).

i Most of the research shows that well-designed intelligence tests are equally valid for all groups.  People who get lower scores also tend to do worse on the job.

(d) As a general question, we still need to address why African Americans don’t do as well on these tests and don’t do well on the things the test correlate with (such as school grades, job performance, etc).  What is the cause of this problem?

6. Cost: In general, IQ tests are relatively cheap, especially if you use one of the group administered, paper & pencil tests like the Wonderlic.

C. Tests of Specific Abilities

1. In addition to using general Cognitive Ability Tests, companies have used tests that are designed to measure specific abilities.

2. A lot of the tests used are ‘multiple aptitude batteries’ – they contain a series of subscales to measure different kinds of abilities.

(a) Example: The General Aptitude Test Battery (GATB)

i Originally developed by the US Employment Service for use by employment counselors in state employment offices.

ii Measures 9 aptitudes or abilities:

a. G: Intelligence/General learning ability - . The ability to "catch on" or understand instructions and underlying principles. Ability to reason and make judgements. Closely related to doing well in school.

b. V: Verbal - Ability to understand meanings of words and ideas associated with them, and to use them effectively. To comprehend language, to understand relationships between words, and to understand meanings of whole sentences and paragraphs. To present information or ideas clearly.

c. N: Numerical - Ability to perform arithmetic operations quickly and accurately.

d. S: Spatial - Ability to comprehend forms in space and understand relationships of plane and solid objects. May be used in such tasks as blueprint reading and in solving geometry problems. Frequently described as the ability to "visualize" objects of two or three dimensions, or to think visually of geometric forms.

e. P: Form Perception - Ability to perceive pertinent detail in objects or in pictorial or graphic material. To make visual comparisons and discriminations and see slight differences in shapes and shadings of figures and widths and lengths of lines.

f. Q: Clerical Perception - Ability to see pertinent detail in verbal or tabular material. To observe differences in copy, to proof-read words and numbers, and to avoid perceptual errors in arithmetic operations.

g. K: Motor Coordination - Ability to coordinate eyes and hands or fingers rapidly and accurately in making precise movements with speed. Ability to make a movement response accurately and quickly.

h. F: Finger Dexterity - Ability to move the fingers and manipulate small objects with fingers rapidly or accurately.

i. M: Manual Dexterity - Ability to move the hands easily and skillfully. To work with the hands in placing and turning motions.

3. Validity

(a) Multiple Aptitude Tests generally have fairly good validity.

(b) However, most of the research suggests that the reason these tests are valid is that in part they are measuring general cognitive ability.

i That is, people who are high-intelligence will do better on the GATB and similar tests.  So, if you are using a general cognitive ability test, you don’t gain much by using these tests.

4. Applicability: However, for certain jobs – especially those with more physical requirements – the physical ability (psychomotor) subscales may be good.  There are also tests specifically to measure psychomotor abilities.

5. Cost

(a) These tests can be relatively cheap.

6. Fairness

(a) There doesn’t seem to be evidence that these tests are biased against any group.

II. Personality Tests

A. The Big 5

1. A general theory of personality that says that we can look at how people differ from each other on 5 dimensions.

2. The 5 dimensions are

(a) Extraversion (Introversion)

(b) Emotional Stability (Neuroticism)

(c) Agreeableness 

(d) Conscientiousness

(e) Openness to Experience

3. These can be measured in different ways (self-ratings, ratings by people who know you well).

B. Validity: The correlation of these dimensions with job performance has been studied in different studies.

1. Which of these dimensions do you think would best predict job performance?

2. Does this general model really work?  It may be better to have specific personality tests for employment related things.  These may capture parts of several different big 5 traits.  (See the discussion of integrity tests, below).

C. Cost?

D. Applicability?

1. It may require that we look for different personality variables for different jobs.

E. Fairness

1. Differences between different racial/ethnic groups and between men & women are mostly small on personality tests.

2. I have not seen anything about specific studies of differential validity.

III. Integrity Tests

A. Designed to predict whether an employee will do anything counterproductive or dishonest on the job.

B. Overt integrity tests openly ask about attitudes and behaviors.

1. For example, “Have you ever stolen from an employer?” or “Have you ever tried marijuana?”

2.  Also includes questions about attitudes.

3. The big problem with overt integrity tests is that people can lie!

4. Another problem is that people sometimes find these tests to be invasions of privacy.

C. Personality Based integrity tests are basically just personality tests that measure personality traits that have been shown to correlate with honesty, etc 

1. A big part of these tests are measures of conscientiousness, agreeableness, and psychological adjustment.

D. Validity: Seems to be pretty good for the right criteria (that is, criteria related to integrity).

E. Cost: Low

F. Applicability?

G. Fairness: Very little evidence of differences for different groups.

IV. Biodata (Biographical Inventories)

A. Collecting information about a person’s background, past experiences and interests.

B. Empirical Biodata Inventories versus Rational Biodata Inventories

1. The goal is to predict performance.  Empirical Biodata Inventories are developed by asking a bunch of biographical questions to employees, and picking the ones that are most correlated with performance.  Even if the items don’t seem to obviously relate to the knowledge, skills, & abilities needed for a job, the item is kept if it has a high correlation with performance.

2. Rational Biodata Inventories uses a logical approach to come up with the questions to be asked.  We list the KSAOs that a job requires.  (How do we know what they are?).  Then, we come up with biodata questions that are related to those KSAOs.

C. Originally, questions were just factual:

1. What was your grade point average?

2. Did you attend your high school prom?

3. How many times did you change your college major?

D. More and more now, questions are becoming more opinion oriented.

1. In college, what type of class did you like the most?

2. If you were at a party at which you didn’t know many people, what would you do? (Multiple Choice)

(a) Greet the few people you do know, then leave.

(b) Spend the time talking with those you do know.

(c) Introduce yourself to as many people as possible.

(d) Ask the people you do know to introduce you to others.

3. These types of questions are more like personality tests.  However, validity research shows that biodata has validity above and beyond personality tests.

E. Validity of biodata.

1. Validity for biodata is high – especially for empirical biodata inventories.  

(a) This makes sense, because the questions are specifically picked because they are valid.

(b) However, you have to use cross-validation.  You need to make sure that the questions you pick are really valid for all kinds of people, and its not just that you are picking questions that have high validities by chance.

2. Cost?\

3. Applicability

(a) The biodata developed for one job and in one organization will often not be valid in another job.  In general, the method can be used for any job, but the specific questions have to be continuously checked to see if they apply.

4. Fairness

(a) There is some data to show that biodata is more valid for women than for men.

(b) The overall validity for blacks may be somewhat lower than for whites.

(c) A dilemma: What if asking a specific question about protected class would really predict performance?  Is it ok to use that question?

i For example, suppose asking people about their religion predicts who would be a good worker.  Can I use that on my biodata inventory?

V. Work Samples and Assessment Centers

A. Both of these are tests that try to observe the applicant actually doing the things that they will be doing on the job, in a realistic setting like the job setting.

1. The goal of these methods is to look at applicants in equivalent situations, and see how they do on job-related tasks.

2. These methods also set up a standardized scoring system for performance.

B. Work sample tests 

1. These are hands-on tests that measure a sample of the tasks that you have to do on a job.  For example: 

(a) Typing tests

(b) Driving a bulldozer.

2. Validity: Work samples are one of the most (maybe the most) valid predictors.

(a) You are essentially doing the job.

(b) However, the validity of work samples goes down over time on the job.

i In other words, work samples will predict really well how someone is doing on the job say 9 months after they were hired.  But, it will not predict as well how they are doing on the job say 18 months after hiring.

(i) Why?

3. Applicabilty

(a) Work sample tests are best suited for jobs with a well-defined and limited set of job components.  They do not work well for jobs that have no clear cut definition of what is good or bad performance.

i You have to be careful that the test represents things that are relevant to the job, and that things aren’t left out.

(b) Many work sample tests only work if the applicants already have training or experience of how to do the job.

4. Cost

(a) Work sample tests are high in cost.  

i They must be developed and validated for each job or set of jobs

ii They are usually individually administered.

iii They often have to be conducted using the actual production equipment of the company, or else specially constructed simulation equipment has to be developed.

5. Fairness

(a) For the most part, there doesn’t seem to be much adverse impact or bias (differential validity) with these tests.

i There is a slight tendency for whites to score better on work sample tests than blacks, but it is fairly small, and does not seem to be biased.  Comparisons of Whites to Hispanics show no difference.

(b) There have been relatively few court cases challenging the legality of work sample tests.

i This is probably because work sample tests seem so relevant to the job.  (They have high face validity).

C. Assessment Centers.

1. These are like work sample tests because they ask the applicant to do things like what they would do on the job.  However, they are more geared toward professional or management kinds of jobs.

2. Usually with assessment centers, the applicant is asked to do several different kinds of tasks that are related to the job, and they are scored by assessors who are trained to score how well the applicant did in a variety of different dimensions that are important for successful job performance.  For example:

(a) They may be asked to role play being a manager in a situation dealing with a troublesome subordinate or something like that.

(b) They may complete an in-basket exercise where they given an in-basket where a number of different types of documents are there (memos, emails, phone messages, etc), and the applicant has to respond to each one in an appropriate way.

3. Validity: The validity of the assessment centers are pretty good, although not as good as more basic work sample tests (and not as good as cognitive ability tests).

4. Fairness: They seem pretty fair, although there has been relatively little research on whether they create adverse impact and/or are biased.

5. Cost:

(a) They are costly, because they need to use individual administration and multiple raters.

6. Applicability

(a) Mostly applicable for management and other upper-level jobs.  Really only useful for jobs that justify the expense.

VI. Interviews

A. Used in almost every hiring situation.

1. Have very high face validity.

2. People are highly motivated to actually meet employees who they might hire.

3. The interview is a good recruitment tool.  It can help sell the candidate on the job (although these mixed functions can also sometimes get in the way of accurately assessing the candidate).

B. Validity: The history of research on interviews seemed to show that they were very low in validity.  But, recently, there has been research that shows if conducted in the right way, the validity can be good.

1. Ways to improve the validity of interviews

(a) Train interviewers.

(b) Base questions on a job analysis.

(c) Ask the same questions of all candidates

(d) Limit prompting, follow-up questions, and elaboration on questions

(e) Withhold or standardize the availability of other information (such as test scores, letters of recommendation, work histories)

i The interviewer(s) should have the same info for all candidates.

(f) Do not allow questions from the candidate until after the interview.

(g) Have interviewers rate the candidate on multiple scales/multiple dimensions, not just a global scale.

(h) Use anchored scales (especially ones anchored by specific job behaviors or requirements).

(i) Take detailed notes (to avoid biases in memory)

(j) Use the same interviewers for all candidates,.

(k) Do not discuss candidates or answers between interviews.

2. Applicability?

3. Cost?

4. Fairness

(a) There is very little research on the fairness of interviews, but the research there is shows that there is relatively little adverse impact or bias from interviews, especially if a structured interview is used.

VII. Letters of Reference/Reference Checks

A. Validity is pretty low

1. Why?

B. Cost?

C. Fairness: No real data.

D. Applicability?

For Blacks: r = .16





For whites: r = .99





r = .38








�   “A series of assessment exercises, including simulations of work tasks, that are used to assess a person’s potential for a job.”  (Spector, p. 381.  We will discuss these more later).
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