Personnel selection methods

Jakub Prochazka

Human Resources Management



Context of the selection procedure

[ Job analysis ]
Selection
criteria

Choice of =
method

SN

W

|
L

Data collection ] //&H

/

b [Data Vs. criteria]

|
L




Typical criteria for personnel selection

GMA

Personality

Integrity
Professional competences

Soft skills

Experience

General mental ability, intelligence

Conscientiousness: how will invest energy
Agreeableness: will treat others with respect
Emotional stability: will be resistant to stress

Strong moral principles

Specific for each job

Leadership, communication, teamwork...

Network, tacit knowledge...



The most commonly used selection methods

Self-selection:

Description of specific requirements for

applicants

Biographical data:

CcVv
Motivation letter

Questionnaire on previous experience

References

Interviews:

Telephone interview
Unstructured interview
Situational interview
Behavioral interview

Sample problems:

Work sample test
Fictious problems
Assessment centre*

Psychometric tests/questionnaires:

GMA tests

Performance tests (e.g. attention)
Integrity tests

Personality questionnaires

Proficiency tests (e.g. knowledge tests,
language tests)

Projective methods

Real situations:

Internships

Trainee programmes
Job tryouts

Student competitions
Headhunting

*may also include psychodiagnosis, interview and other methods



Predictive validity of

selection methods

Table 1

Predictive Validity for Overall Job Performance of General Mental Ability (GMA) Scores

Combined With a Second Predictor Using (Standardized) Multiple Regression
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The Validity and Utility of Selection Methods in Personnel Psychology:
Practical and Theoretical Implications of 85 Years of Research Findings

Frank L. Schmidt
University of fowa.

John E. Hunter
Michigan State University

Standardized regression
Gain in validity weights
from adding % increase
Personnel measures Validity {r) Multiple R supplement in validity GMA Supplement

GMA tests" 51

Work sample tests® 54 63 A2 24% 36 41
Integrity tests” 41 65 14 27% S1 41
Conscientiousness tests’ 31 60 09 18% 51 31
Employment interviews (structured)® 51 63 12 24% 39 39
Employment interviews (unstructured)’ 38 S5 .04 8% 43 22
Job knowledge tests® 48 58 07 14% .36 31
Job tryout procedure” 44 58 07 14% A0 20
Peer ratings’ 49 58 07 14% A5 31
T & E behavioral consistency method’ 45 58 07 14% 39 31
Reference checks" .26 57 .06 12% Al 26
Job experience (years)' 18 54 03 6% .51 18
Biographical data measures™ 30 .52 01 2% 45 13
Assessment centers” 37 53 02 4% 43 A b
T & E point method” 11 52 01 2% 39 29
Years of education® .10 52 01 2% 51 .10
Interests® .10 52 01 2% Sl .10
Graphology” .02 51 L0 0% 51 02
Age’ -.01 .51 00 0% 51 -.01

Schmidt and Hunter, 1998



Validity

* To what extent does the instrument measure what it is supposed to

measure

Author of the picture Michal Kalas

If | measure the height of 1,000 people by repeatedly
attaching this ruler:

- Would such a measurement be consistent with the
theory of how height should be measured?

- Will I measure the same result as if | used a certified
platinum-iridium alloy ruler at normal atmospheric
pressure and 0 °C?

- If I line people up by size according to measurements,
does the optical comparison confirm the result?

- Will the result allow me to predict who will bang their
head on the door frame?



Reliability

* How consistent the results provided by the instrumentare in the
conditions where they should be consistent.

Author of the picture Michal Kalas

If | measure Peter's height by repeatedly attaching this
ruler:

- Will | get the same result every time when | mesure him
10 times?

- Will | get the same result if | measure him with the first
half of the ruler and the second half of the ruler?

- Will | get the same result as Kate and John if they
measure Peter’s height with the same ruler?



Reliability and validity

Unreliable and not Unreliable and
valid therefore not valid

Reliable but not
valid

Reliable and valid  sgyrce: Nevit Dilmen



Reliability and validity

 The method must have sufficient reliability and validity to be trusted.
A method with low reliability cannot be valid.

Example: | want to predict work performance using a crystal ball. Different
fortune tellers using the same ball will arrive at different predictions (low
reliability). Such a prediction will probably not be valid (low validity).

* A method with high reliability may not be valid.

Example: | predict job performance of sales representative by measuring his
height by a certified platinum-iridium ruler. | measure height very reliably
(high reliability), but the performance prediction is probably not valid (low
validity) because corporal height is not very useful for sales predictions.

-> | need to consider the validity and reliability of selection method which |
want to use.

- The supplier should be able to provide the data (validation study).



Predictive validity

of selection methods

Table 1

Predictive Validity for Overall Job Performance of General Mental Ability (GMA) Scores

Combined With a Second Predictor Using (Standardized) Multiple Regression

[ al Bulein
RTINS 200 7

Copyrinh 1998 by te Amercan Pycheogical Asocaion, I
" S AL

The Validity and Utility of Selection Methods in Personnel Psychology:
Practical and Theoretical Implications of 85 Years of Research Findings

Frank L. Schmidt
University of fowa.

John E. Hunter
Michigan State University

Standardized regression
Gain in validity weights
from adding % increase
Personnel measures Validity {r) Multiple R supplement in validity GMA Supplement

GMA tests" 51

Work sample tests® 54 63 A2 24% 36 41
Integrity tests” 41 65 14 27% S1 41
Conscientiousness tests’ 31 60 09 18% 51 31
Employment interviews (structured)® 51 63 12 24% 39 39
Employment interviews (unstructured)’ 38 S5 .04 8% 43 22
Job knowledge tests® 48 58 07 14% .36 31
Job tryout procedure” 44 58 07 14% A0 20
Peer ratings’ 49 58 07 14% A5 31
T & E behavioral consistency method’ 45 58 07 14% 39 31
Reference checks" .26 57 .06 12% Al 26
Job experience (years)' 18 54 03 6% .51 18
Biographical data measures™ 30 .52 01 2% 45 13
Assessment centers” 37 53 02 4% 43 A b
T & E point method” 11 52 01 2% 39 29
Years of education® .10 52 01 2% 51 .10
Interests® .10 52 01 2% Sl .10
Graphology” .02 51 L0 0% 51 02
Age’ -.01 .51 00 0% 51 -.01

Schmidt and Hunter, 1998



The number of candidates is decreasing

Selection procedure

Example:

l. CVs screening
ll. Telephone interview
lll. Job knowledge tests

IV. Behavioral interview

3uIMO0J43 aJe spuewap sawll pue |elueul



Employment interview: validity

* Trained interviewer(s)

* Same interviewer(s) for all candidates
* Recording answers, note-taking
Structure:

* Preset criteria relevant to the position, same for all candidates
* Preset questions, relevant to criteria, same for all candidates

e Scoring each response individually

* Scoring by comparing the response with the criteria

Corrected simple |Corrected partial

correlation correlation
Interviewer training A1** 0.16
Interviewer standardization 31** 0.04
Note-taking 36** -0.09|
Individual vs. panel -0.05 -0.16]
Level of structure 63**

Huffcutt and Woehr, 1999




Behavioral interview

* Premise: ,The best predictor of future behaviour is past behaviour
e Structured interview focused on pre-selected competencies

* Open questions on past behaviour

* Asking for specific examples

e STAR structure: Situation, Task, Action, Result
e Search for evidence and counter-evidence




Work sample test

Please have a seat

B CANAAy PETE

Source: Pere Camary, @LanceScoular



Assessment centre

VALID EVALUATION OF PARTICIPANTS

INTEGRATION OF
OBSERVATIONS

OBSERVERS

MULTIPLE TRAINED RECORDING OF OBSERVED
BEHAVIOUR

FICTIOUS PROBLEMS VARIOUS TYPES OF
PROBLEMS

PSYCHOMETRICS TESTS,
INTERVIEW,
WORK SAMPLE TESTS...




Fictious problems

You are driving along in your car on a wild, stormy night. You
pass by a bus stop, and you see three people waiting for the bus:

1. An old lady who looks as if she is about to die.
2. An old friend who once saved your life.
3. The perfect man (or) woman you have been dreaming about.

Which one would you choose to offer a ride to, knowing that
there could only be one passenger in your car.



Principles of AC

1. MULTIPLE OBSERVERS

2. DIFFERENT POINTS OF VIEW

3. CHANGE IN TIME

Less impact of assessor bias
—> more observers

To lower the effect of context
—> various methods, problems

To consider persistence and tiredness
—> multiple hours or days duration




Sample program of AC

08:00 Assessors meeting

»  09:00 Welcome, schedule
o

m 3 09:15 Group task: logical problem

10:00 Group task: creative problem

10:45 Break

11:00 Grou task: conflict situation

12:00 Lunch

13:00 A: Two individual tasks + structured interview
B: Tests, written tasks

16:00 Farewell

16:15 Assessors meeting

18:30 Closing of AC




Integrity test

—
’ squares - concept model
el

Trustworthy

able to resist temptation well;

disciplined is hardworking; not easily distracted )
tual, well ized i
) P | e punctual, well organized;
P conscientious knows the rules and adheres to them
E has a fine sense for risks; acts very
cautious ; ;
carefully; will not get bored easily )
= T A
& kind and gentle person; can take other's
empathetic it
perspective; cooperates well
Ethical Awareness honest open and honest; :
holds on to what has been promised
el is thinking things through;

considers impact on others

scales correspond with critical aspect of situation; high levels = low susceptibility regarding critical aspect of situation

.

www.cut-e.com

Questionnaire, 36 questions, 7.5 minutes average administration, internal consistency > .85



GMA tests

Group administration x Individual administration
Multidimensional x One-dimensional
Computer administered x Paper-pencil

Raven progressive matrice



Recommended resources

Jowrnal of Organizational Behavior
J. Organiz. Behav. 20, 549-560 (1999)

Further analysis of employment interview
validity: a quantitative evaluation of
interviewer-related structuring methods

ALLEN 1. HUFFCUTT!* AND DAVID J. WOEHR?

'Department of Psychology, Bradiey University, Peoria, Niinois 61625, U.S.A.
*Department of Psychology, Texas AGM University, College Station, Texas 77845, U.S.A.

Summary The purpose of this investigation was to analyze the relationship between four
interviewer-related factors and the validity of the employment interview, Using a
regression approach to meta-analysis, an analysis of 120 interview studies with a total
sample size of 18,158 suggested that: (1) training should be provided to interviewers
regardless of whether the interview itself (i.e. the questions and rating scales) is

The

Psychology of

PERSONNEL
Practical and Theoretical Implications of 85 Years of Research Findings s E L E c TI o N

Frank L. Schmidt *John E. Hunter
University of Towa Michigan State University lomas CHAMNMORRO-PREMUZIC
This article summarizes the practical and theoretical implications of 85 years of research in personnel Adriamn FURNHAM

Psydln]n?u‘ Bulletin Copyright 1998 by the American Pyvchological Association, Inc.
1998, Vol 124, No. 2, 262-274 : 5 0033-2909/38/53.00

The Validity and Utility of Selection Methods in Personnel Psychology:

selection. On the basis of meta-analytic findings, this article presents the validity of 19 selection
procedures for predicting job performance and training performance and the validity of paired
combinations of general mental ability (GMA) and the 18 other selection procedures. Overall, the
3 combinations with the highest multivariate validity and wtility for job performance were GMA
plus a work sample test (mean validity of .63), GMA plus an integrity test (mean validity of .65},

and GMA plus a structured interview (mean validity of .63). A further advantage of the latter 2
combinations is that they can be used for both entry level selection and selection of experienced CA\HI!IIH'JE
employees, The practical utility implications of these summary findings are substantial, The implica-

tions of these research findings for the development of theories of job performance are discussed.

From the point of view of practical value, the most important jenti and p 1 integrity, structured employment
property of a personnel assessment method is predictive validity: interviews, and (for experienced workers) job knowledge and
the ability to predict future job performance, job-related learning work sample tests.
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Thank you for your attention...
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