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Kritéria nejcasteji pouzivana u vybéerového rizeni

GMA na co ma mentalni kapacitu

Osobnost svédomitost: jak bude investovat energii
priveétivost: s druhymi bude jednat s respektem
emocni stabilita: bude odolny vUci zatézi

Integrita mohu mu divéfovat
Odborné kompetence bude rozumét své praci
Mekké kompetence bude zvladat obvyklé i neobvyklé problémy

Zkusenosti dfiv to zvlddal = bude to zvladat zase



Nejcasteji pouzivané vybérové metody

Samovybeér:

* Inzerovani pozadavk( na uchazece
Personalni ,,anamnéza“:

« Zivotopis

*  Motivacni dopis

* Dotaznik k predchozim zkuSenostem
e Ovérovani referenci

Vybérové rozhovory:

* Telefonicky rozhovor

* Nestrukturovany vybérovy rozhovor
* Situacni vybérovy rozhovor

e Behavioralni interview

Modelové situace:

*  Prakticky ukol (work sample test)

e Dilé¢i modelové situace

* Assessment centrum*

Psychodiagnostika a testovani:

*  GMA testy

* Vykonnostni testy (napf. pozornosti)
* Testy integrity

*  Osobnostni dotazniky

* Testy odbornych znalosti (napfr. testy
znalosti, jazykové testy)

*  Dotazniky k mékkym kompetencim
*  Projektivni metody

Vybér v redlné situaci:

e Staze

* Trainee programy

* Studentské soutéze

* Sledovani vlastnich perspektivnich
zaméstnancl

* Headhunting

*mUZe obsahovat i psychodiagnostiku a vybérovy rozhovor



Prediktivni validita vybérovych

metod

Poshological et Copyrinh 1998 by te American Pychcogic Assocuion oc
BN 2522 " 5 200

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

Frank L. Schmidt John E. Hunter
University of lowa Michigan State University

85 years of research in personnel

From the point of vi

ical value, the most important i and personal integrity, structured
method is predictive validity:  interviews, and (for experienced workers) job knowledge and
rmance, job-related leaming  work sample tests.
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Prediktivni Inkrementalni
[Metoda validita validita [Méri
IGMA 51 GMA
[Prakticky ukol .54 12 Odborné kompetence
Test odbornych znalosti 48 .07 0dborné kompetence
[Dotaznik svédomitosti 31 .06 Osobnostni charakteristiku
Test integrity 41 .09 Integritu
Strukturovany rozhovor .51 12 Kompetence, integritu, motivaci...
Assessment centrum .37 .02 Kompetence, integritu, GMA...
[Minulé vysledky prace .45 .07 Zkugenosti
ZkuSebni doba A4 .07
[Délka praxe .18 .03 Zkuzenosti

Schmidt a Hunter, 1998



Validita

* Do jaké miry méri mérici nastroj to, co by mel meérit

Autor obrazku Michal Kalas

Kdyz budu mérit vysku 1000 lidi opakovanym
prikladanim tohoto pravitka:

- Bude takové meéreni odpovidat teorii toho, jak
se ma merit vyska?

- Nameérim stejny vysledek, jako kdybych pouzil
certifikovany metr ze slitiny platiny a iridia za
normalniho atmosférického tlaku a pri 0 °C?

- Kdyz podle méreni postavim lidi do rady dle
velikosti, potvrdi se vysledek optickym
srovnanim?

- Umozni mi vysledek predpovédeét, kdo se prasti
hlavou o futra dveri?



Reliabilita

* Reliabilita = spolehlivost

* Jak jsou vysledky poskytnuté mericim nastrojem konzistentni
v podminkam, kdy by mely byt konzistentni.

Autor obrazku Michal Kalas

Kdyz budu mérit Karlovu vysku opakovanym
prikladanim tohoto pravitka:

- Dosahnu pfi 10 mérenich pokazdé stejného
vysledku?

- Dosahnu stejného vysledku, kdyz budu mérit
prvni polovinou pravitka a druhou polovinou
pravitka?

- Nameérim timto pravitkem Karlovi stejnou
vysku, jakou mu naméri Dana a Michal?



Reliabilita a validita

Nereliabilni a Nereliabilni a
nevalidni proto nevalidni

Reliabilni ale
nevadlini

Reliabilni a vadlini Obrazek: Nevit Dilmen
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Klesd pocet zapojenych uchazecl

Trychtyrovy postup

Priklad:

. Vhodné formulovana nabidka
zamestnani

Il. Vybér podle Zivotopisu
lll. Telefonicky rozhovor
IV. Testy odbornych znalosti

V. Behavioralni interview
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Vlybérovy rozhovor: validita

e Zacviceny tazatel
* Predem dana kritéria
e Kritéria relevantni k pozici

* Predem pripravené otazky k posouzeni kritérii

* Doplnujici otazky smeéerujici do hloubky

* Nenavodné otevrené otazky
e Zaznam odpovédi

* VWyhodnoceni porovnanim zaznamu s kritérii

Korigovana prosta |Korigovana

korelace parcialni korelace
Zacvik tazatell A1 0.16|
Standardizace 31** 0.04
Zapis poznamek 36** -0.09|
Individualni vs. panelovy -0.05 -0.16]
Mira struktury 63%*

Huffcutt a Woehr, 1999



Behavioralni interview

* Nejlepsim prediktorem budouciho chovani je minulé chovani

* Polo-strukturovany rozhovor zameéreny na predem vybrané
kompetence

* Otevrené otazky na minulé chovani
* Doptavani se na konkrétni priklady

e Hledani dukazu a protidtukazl



Prakticky ukol (work sample test)

Please have a seat




Assessment centrum

VALIDNi HODNOCENI{ UCASTNIKU

INTEGRACE
POZOROVANI

POZOROVATELE

NEZAVISLI

ZAZNAM PROJEVU
CHOVANI

VICE METOD

RUZNE METODY

MODELOVE
SITUACE




Modelova situace

Jste majitelem malého obchodu se zbozim pro levaky. Prichazi
nastvany zakaznik, a chce vratit penize za nuzky, protoze s nimi
nejde strihat pravou rukou. Koupil si je pred tfemi mésici. Nuzky
se prodavaji zatavené v jednorazovém obalu, ktery se otevienim
zniCil.

Jak byste v takové situaci zareagoval?

Pojdme si tuto situaci zahrat. Ja budu hrat zakaznika.



Principy AC

Mensi vliv chyb hodnotitele
— vice pozorovatelu

st

1. VICEO

Kazdému sedne néco jiného

2. RUZNE UHLY POHLEDU N
—> ruzné situace

. y RUzna vykonova krivka
3. ZMENA V. CASE — vice hodin nebo dnu trvani




Priklad AC

08:00 Porada hodnotitell
09:00 Privitani, predstaveni
09:15 Skupinové reseni logického ukolu
10:00 Skupinovy kreativni ukol
10:45 Prestavka
11:00 Regeni konfliktu dvou skupin
12:00 Obéd
13:00 Dveé individualni modelové situace
+ interview
nebo:
Psychodiagnostické a profesni testy
16:00 Zpétna vazba, rozlouceni
16:15 Porada hodnotield
19:00 Ukonceni AC



GMA testy

Vicedimenzionalni 11 subtest(, normy z let 2012-2013
e Test struktury inteligence (I-S-T 2000 R) Administrace tuzka-papir nebo PC

* Analyza struktury inteligence (ISA) /7-124 minut

* Test struktury inteligence (INSBAT)

Jednodimenzionalni

e Abstraktni mysleni Basic

e Adaptivni matricovy test

e Scalescls

e Vidensky matricovy test

* Ravenovy progresivni matice (pro pokrocilé)

Do cestiny prelozené a validizované metody dle Seitla (2015)



Zkusebni doba: Méreni pracovniho vykonu

* Pfimé pozorovani vykonu (chovani) zaméstnance
— Manazerem, zaskolenymi pozorovateli
 Zpétné posuzovani vykonu (chovani)
— Hodnotici skaly a check-listy
 Behaviourally anchored rating scales (BARS)
*  Behaviour observation scales
— Metoda kritické udalosti
— Zjednoho ,zdroje” nebo vice ,,zdroju“ (vicezdrojova zpétna vazba)
*  Hodnoceni vysledkl prace
— KPlIs
— vyhodnoceni plnéni pracovnich cil{
— objektivni indikatory vykonu (napfr. pocet provedenych ukont)



Problematické metody

e Slibuji nerealné
* Poznaji vhodného kandidata béhem 10 minut
* 100% ucinnost

e Jsou v rozporu s dosavadnim poznanim

* Prezentuji se skrz zname zkratky a myty

* Argumenty o kvalité se opiraji pouze o reference/zkusenost
* Autofi metody jsou neznami nebo nemaji kvalifikaci

* Chybi validacni studie, validacni studie je tajna

* Zjevné nedostatky ve validacni studii

* Prevazuji dukazy o nizké kvalité metody



Cyb The Myers-Briggs MBTI
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Get Certified Solutions for Resources Connect with Us Take th

Results that engage and ins

M

The Myers-Briggs Type Indicator® (MBTI®) assessment is one of the world’s
most popular personality tools—because it works. Used by more than 88
percent of Fortune 500 companies in 115 countries, and available in 29
languages, it has become the go-to framework for people development
globally. With more than 70 years of science-based, research-based insight,
the MBTI assessment is a robust tool for self-awareness and improvement.

Online Articles

Under the Hood of the MBTI Online

Assessment

The Myers-Briggs Type Indicator (MBTI) personality assessment
instrument can be beneficial when used for its designed purpose. [l
designed to predict performance—in fact, the theory behind the
instrument pre-supposes that someone of any personality type is

capable of performing well in any profession.

By Rich Thompson, Ph.D., Divisional Director, Research, CPP, Inc. - August 24, 2016

https://en.wikipedia.org/wiki/Myers—-Briggs_Type_In
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Table 1

Predictive Validity for Overall Job Performance of (

Gra fO | @) g I e Combined With a Second Predictor Using (Standara

Personnel measures Validity (r)
GMA tests" .51
Work sample tests® 54
Integrity tests® ) 41
Conscientiousness tests 31
THE PREDICTIVE VALIDITY OF GRAP H‘ Employment interviews (structured)® . 51
Employment interviews (unstructured .38
INFERENCES: A META'ANALYTIC APP Job knowledge tests® A48
Job tryout procedure” 44
Peer ratings' E A9
EFRAT NETER and GERSHON BEN-SHAKHAR T & E behavioral consistency method 43
Reference checks* .26
The Hebrew University of Jerusalem, Mount Scopus, Jerusalem 9 Job experience (years)' .18
Biographical data measures™ 35
Assessment centers” 37
(Received 12 July 1988) T & E point method® 11
Years of education® .10
: : : Interests* .10
Summary—The use of graphology as a device for personnel selection is preval Graphology’ 02
study attempts to examine the validity of graphology in this particular ap Age’ —.01

meta-analysis—a method of integrating research findings across studies. Seven.__.. ... . ...
the validity of graphology as a personnel selection device were tracked down. A total of 63 graphologists
and 51 nongraphologists who evaluated 1223 scripts were included in the data set. The group of
non-graphologists served as a control group to establish a base line for the predictive validity that could
be obtained on the basis of the script’s content without the benefit of any graphological knowledge.
Representative correlations between handwritten—based inferences and criteria were calculated for each
judge in each study, and correction for sampling error was performed. It was found that correlations
between inferences based on content-laden scripts and a general criterion range from 0.136 to 0.206 for
all judges (graphologists, psychologists, laymen) and 0.153 ~ 0.177 for graphologists. In the few cases
where neutral scripts were used the validities of the graphologists were near zero. In addition it was found
that psychologists (with no knowledge in graphology) outperformed graphologists on all dimensions. The
resutls were discussed, suggesting that the source of the limited validity of handwriting analysis may be
the script’s content.
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Further analysis of employment interview
validity: a quantitative evaluation of
interviewer-related structuring methods

ALLEN L. HUFFCUTT"* AND DAVID J. WOEHR?

' Department of Psychology, Bradley University, Peoria, Hlinois 61625, U.S.A.
2Department of Psychology, Texas A&M University, College Station, Texas 77845, U.S.A.
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1998, Vol. 124, No. 2, 262-274 : & 0033-2905/98/53.00

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

Frank L. Schmidt " John E. Hunter
University of Towa Michigan State University

This article summarizes the practical and theoretical implications of 85 years of research in personnel
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 utility 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
combmauons is that 'hay can be used for both entry level selection and selection of experienced
. The 1 utility i ions 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  conscientiousness and personal integrity, structured employment
property of a personnel hod is predictive validity: interviews, and (for experienced workers) job knowledge and
the ability to predict future _|0b performnce job-re]ated learning work sample tests.
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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.c. the questions and rating scales) is

Testové
psychodiagnostické metody
pro vybér zaméstnancii




Dékuji za pozornost...



