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IN	
  THIS	
  SESSION	
  

• Who	
  uses	
  what?	
  
• Why	
  does	
  selec1on	
  ma4er?	
  
•  How	
  valid	
  are	
  interviews?	
  
• What	
  affects	
  the	
  decision?	
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WHO	
  USES	
  WHAT?	
  

•  Applica1on	
  forms 	
   	
   	
  95%	
  
•  References 	
   	
   	
   	
  95%	
  
•  Interviews 	
   	
   	
   	
  99%	
  
•  Structured	
  interviews 	
   	
  48%	
  
•  Cogni1ve	
  ability	
  tests 	
   	
  68%	
  
•  Personality	
  measures 	
   	
  60%	
  
•  Biodata 	
   	
   	
   	
  25%	
  
•  Assessment	
  centres 	
   	
  48%	
  
	
  	
  

(Hodgkinson,	
  Daley	
  &	
  Payne	
  2008)	
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VALUE	
  OF	
  GOOD	
  RECRUITS	
  

•  Difference	
  between	
  good	
  and	
  average	
  
•  Price’s	
  Law	
  
•  As	
  work	
  gets	
  more	
  complex,	
  	
  
	
  so	
  variability	
  in	
  performance	
  	
  
	
  is	
  greater	
  

•  Semi-­‐skilled	
  workers:	
  SD	
  19%	
  
•  Skilled	
  workers:	
  SD	
  32%	
  
•  Managers	
  &	
  professionals:	
  SD	
  48%	
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INTERROGATING	
  JOB	
  ADS	
  

•  Look	
  at	
  the	
  job	
  advert	
  on	
  the	
  	
  
	
  next	
  slide	
  

• What	
  do	
  you	
  see?	
  
• What	
  are	
  they	
  looking	
  for?	
  	
  
•  How	
  will	
  they	
  know	
  when	
  	
  
	
  they	
  find	
  it?	
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VALIDITY	
  OF	
  METHODS	
  

•  Applica1on	
  forms 	
   	
   	
  0.12	
  
•  References 	
   	
   	
   	
  0.26	
  
•  Interviews	
  (all	
  types) 	
   	
  0.35	
  
•  Structured	
  interviews 	
   	
  0.51	
  
•  Cogni1ve	
  ability	
  tests 	
   	
  0.51	
  
•  Personality	
  measures 	
   	
  0.40	
  
•  Biodata 	
   	
   	
   	
  0.35	
  
•  Assessment	
  centres 	
   	
  0.46	
  
	
  	
  

(Robertson	
  &	
  Smith	
  2005)	
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VALIDITY	
  IN	
  SELECTION	
  

•  The	
  ability	
  of	
  a	
  selec1on	
  method	
  to	
  
measure	
  what	
  it	
  purports	
  to	
  measure	
  

•  Face	
  validity	
  
•  Content	
  validity	
  
•  Construct	
  validity	
  
•  Criterion-­‐related	
  validity	
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FACE	
  &	
  CONTENT	
  VALIDITY	
  	
  

•  Selec1on	
  method	
  taken	
  at	
  face	
  value	
  
•  Importance	
  to	
  candidates	
  
•  A	
  dangerous	
  short	
  cut	
  
•  Construct-­‐irrelevant	
  variance	
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CONSTRUCT	
  VALIDITY	
  

• Measures	
  what	
  it’s	
  supposed	
  to	
  measure	
  	
  
•  Good	
  defini1ons	
  
•  Convergence	
  and	
  	
  
	
  divergence	
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CRITERION	
  VALIDITY	
  

 
•  The	
  rela1onship	
  between	
  the	
  selec1on	
  
method	
  and	
  some	
  external	
  criterion	
  

•  Concurrent	
  Validity	
  
•  Predic1ve	
  Validity	
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  STRUCTURE	
  IN	
  INTERVIEWS	
  

•  Unstructured	
  selec1on	
  
interviews	
  will	
  merely	
  
provide	
  a	
  measure	
  of	
  social	
  
skills	
  	
  

•  Transparency	
  in	
  structured	
  
interviews	
  improves	
  
interviewee	
  performance	
  
and	
  has	
  construct	
  validity	
  

•  Structured	
  interviews	
  have	
  
be4er	
  validity	
  and	
  are	
  
legally	
  safer	
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CONTENT	
  IN	
  INTERVIEWS	
  

•  Situa1onal	
  and	
  Past	
  Behaviour	
  Interviews	
  
•  Situa1onal	
  interviews	
  ask	
  what	
  you	
  would	
  do,	
  how	
  
and	
  why	
  (validity	
  0.46)	
  	
  

•  Past	
  Behaviour	
  interviews	
  ask	
  what	
  you	
  did,	
  when,	
  
how	
  and	
  why	
  (validity	
  0.57)	
  

•  The	
  past	
  predicts	
  the	
  future,	
  though	
  ignores	
  
problems	
  with	
  lying	
  and	
  change	
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WHO	
  GETS	
  THE	
  JOB	
  AND	
  WHY?	
  

•  Have	
  a	
  look	
  at	
  the	
  
following	
  link	
  
h4p://
www.vimeo.com/
10190772	
  

•  How	
  did	
  Lisa	
  and	
  
Dharmesh	
  come	
  across	
  
and	
  which	
  behaviours	
  
separated	
  them?	
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WHAT	
  INFLUENCES	
  AN	
  
INTERVIEWER’S	
  DECISION?	
  

•  Qualifica1ons	
  and	
  
experience	
  

•  Knowledge,	
  skills	
  
and	
  abili1es	
  

•  Similarity	
  to	
  me	
  
•  Contrast	
  effect	
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WHAT	
  INFLUENCES	
  AN	
  
INTERVIEWER’S	
  DECISION?	
  

•  Organisa1onal	
  Ci1zenship	
  
•  Impression	
  Management	
  
•  Uniqueness	
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SUCCESSFUL	
  CANDIDATES	
  	
  

•  Talk	
  more	
  outside	
  of	
  pre-­‐set	
  ques1ons	
  
•  Engage	
  in	
  turn	
  taking	
  and	
  reciproca1on	
  
•  Engage	
  in	
  impression	
  management	
  
•  Explain	
  past	
  successes	
  and	
  failures	
  differently.	
  
Stable,	
  personal	
  and	
  global	
  explana1ons	
  are	
  far	
  more	
  
effec1ve	
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GIVING	
  BETTER	
  INTERVIEWS	
  	
  

•  How	
  would	
  you	
  answer	
  this	
  ques1on?	
  

“You	
  have	
  been	
  unemployed	
  since	
  gradua1on:	
  
why?”	
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GIVING	
  BETTER	
  INTERVIEWS	
  
 
•  A	
  good	
  answer	
  

•  I	
  decided	
  to	
  get	
  the	
  best	
  exam	
  results	
  I	
  could	
  and	
  lel	
  my	
  
applica1ons	
  too	
  late	
  (PERSONAL)	
  but	
  that’s	
  me:	
  I	
  always	
  get	
  
bound	
  up	
  in	
  what	
  I’m	
  doing	
  (STABLE)	
  but	
  it’s	
  given	
  me	
  1me	
  
to	
  make	
  the	
  right	
  career	
  choice	
  (GLOBAL)”	
  

•  A	
  bad	
  answer	
  
•  “Our	
  tutors	
  totally	
  overloaded	
  us	
  with	
  work	
  so	
  I	
  didn’t	
  have	
  
1me	
  to	
  make	
  any	
  applica1ons”	
  (Unstable,	
  impersonal,	
  
externalised	
  responsibility)	
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KEY	
  CHALLENGES	
  FOR	
  INTERVIEWS	
  

•  Are	
  interview	
  decisions	
  ra1onal?	
  
•  Are	
  individual	
  differences	
  stable?	
  
• Mutual	
  dishonesty	
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RATIONAL	
  DECISIONS?	
  

•  Good	
  enough	
  decision	
  making	
  
•  Good	
  enough	
  on	
  both	
  sides	
  
•  Decisions	
  made	
  by	
  groups	
  
•  Bias,	
  distor1on	
  and	
  mimicry	
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INDIVIDUAL	
  DIFFERENCES	
  

•  The	
  past	
  predic1ng	
  the	
  future	
  
•  Success	
  in	
  different	
  contexts	
  
•  Recrui1ng	
  for	
  individual	
  flair	
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MUTUAL	
  DISHONESTY	
  

•  Contamina1on	
  from	
  both	
  sides	
  
•  Puong	
  your	
  best	
  foot	
  forward	
  
•  The	
  problem	
  with	
  on-­‐line	
  	
  
	
  tes1ng	
  	
  

•  How	
  to	
  be	
  good	
  at	
  selec1on	
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