Chapter 1 Selection and Assessment

Chapter Activities

Activity 1.1 

What assumptions about the job and also about the applicant underpin the selection validation paradigm? Can job criteria be precisely pinned down in today’s constantly changing job and organizational climate? Are job-level criteria sufficient for appropriate selection these days? What about team or organizational level criteria? When and why might ‘applicant potential’ be a better focus of assessment than current competence/skill? Can we quantify everything we need to at the point of entry to an organization? 

Activity 1.2

 It might be argued that measuring psychological phenomena is like trying to measure a constantly moving target. In itself, even the experience of completing a measure can produce a ‘rehearsal’ effect. How would you respond to this? Might it depend on whether we are trying to measure behaviour or inferred constructs?  On the other hand, how can we overcome the problem that ‘behaviour’ is highly situated and context dependent?

Activity 1.3 

How might you operationalize the construct of ‘commitment’? How would you ensure that you really were measuring this, rather than, say, a social desirability response involving impression management? Given how broad and potentially fuzzy the construct of motivation is, how would you ensure you had represented it appropriately in your measurement approach? What would afford your measure some predictive validity? Is predictive validity sufficient to say you’re your measure is valid? How else might you validate the measure?

Activity 1.4

Anderson (2001) argues that applicants perceive selection methods in a number of ways, but that perceptions of their fairness are most critical to understanding their acceptance decisions. What are the likely consequences of perceived unfairness (perceived procedural injustice) in the selection process? What other functions (apart from ‘fitting someone to a job’) might the selection process have?

Activity 1.5

Job analysis researchers are prone to treating a job as a given, yet it is perhaps more appropriately seen as a concept or construct defined by a set of behavioural operandi. Just like any other construct, there will be differences in how the concept of job is operationalized in concrete terms. What is a job? A position or role? A set of tasks? A career? How does a job differ from an occupation? To what extent does an occupation denote a family of jobs? Some say that nowadays job descriptions become out of date so quickly there is no point to them. What do you think? Can we conceptualize jobs in a way that accounts for the possibility of continuous change?
Activity 1.6

Write a guide to job analysis. In this guide, you should:

· Present a historical ‘theoretical’ overview of the technique within a selection context and its advantages.

· Choose a selection context with which you are familiar and provide a step-by-step ‘how to’ guide, with illustration of the steps involved. Provide a theoretical and practical rationale along the way. 

· Provide examples of all ‘pro-forma’ materials required to run a job analysis and results of any pilot studies conducted. 

· Develop a person specification using the case study material.

· Provide guidelines on how an organization can investigate the ‘value added’ to a selection process using this technique.

· Present the limitations of the technique.

Activity 1.7

What evidence could be secured using reference checks? What exactly might this evidence be used to explain? How would you design the reference request? (structured, open ended). What are the advantages/disadvantages of leaving the reference invitation open ended (that is, blank sheet) as opposed to criterion-based (that is, structured around particular dimensions)? Defend your argument (that is, produce a ‘theory’ of reference use).
Activity 1.8

Reflect on experiences of being interviewed for a job. Compare your best experience with your worst experience and try to differentiate between them in terms of interview style and structure. Critically consider the advantages and disadvantages of structured versus unstructured interviews. What type of interview would you advocate and why?

Activity 1.9

Design a one-page biographical form that elicits both ‘hard’ and ‘soft’ evidence. Decide exactly what you want to know (that is, decide on the construct you want to tap into), and then think of five ‘hard’ questions and five ‘soft’ questions that should, in principle, enable you to obtain evidence for this construct. Test out the questions on a couple of friends who you perceive to be very different on this construct. Does the kind of evidence you obtain enable you to discriminate between them?

Activity 1.10

Using the construct of ‘sensitivity’ (defined as ‘recognizing the feelings and needs of others and allowing for them in one’s own behaviour’) as your selection criterion, identify some behavioural indicators for use in a rating scheme. An example would be ‘demonstrates understand of the feelings of another candidate’. What kind of exercise or activity would you design to obtain evidence against these indicators? (see Zaal, 1998 for other examples of behaviour-based indicators of particular criteria).
Activity 1.11

Compare and contrast the role of subjective factors across assessor (organizational perspectives) and applicant perspectives. Look at the issue against epistemological, theoretical, empirical and pragmatic criteria. 
















































