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Abstract

As we know, Personnel assessment and selection is one of the most effective ap-
proaches in human resource management field to obtain the organizational competitive
advantage. Traditional, personnel selection focused on individual competency factors
based on person — job fit assessment. But, with the development of modern times, tra-
ditional personnel selection technique based on competency assessment can’t satisfy
the organizational need, especially for senior manager selection and government’ s ca-
dres public selection. Therefore, except continuing to focus on the importance of per-
son — job fit, researches and practitioners emphasis the importance of person — organi-
zation fit more and more in personnel selection ( Kristif, 1996, 2000) . That means
emphasizing on recruiters’ multi — dimension fit perceived in personnel selection.

Furthermore, it’ s out of joint between actual personnel selection decision — mak-
ing process in pre — hire stage and individual development in the organization in post —
hiring stage. We consider the relationship very few between recruiters’ assessment and
individual outcomes in the different development stage. Based on Schneider’s ASA
model ( Attraction — Selection — Attrition) , Wang (2004 ) considered the multi — sta-
ges of the actual personnel selection process and the multi — level dynamic fit between
predictors and criterion in different stages from the view of person — job — organization
fit synthetically, then brought his ASD growth model ( Attraction — Selection — Develop-
ment) to explore the personnel selection process mechanism .

The present studies aimed to explore the three stages of ASD model, we used
structured interview and in — basket test as appraisal instrument, explored and con-
firmed the implicit recruiters’ fit assessment model and the mechanism of stage “A”
through interview, case study, repertory grid technique and experimental simulation.
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ABSTRACT

Then, we tracked the senior manager and government’s cadres who passed the selec-
tion process and entered the organization, explored the mechanism of stage “8” and
“D”, analyzed the relationship between individuals’ fit perception and multi — level
criterion and relationship between recruiters’ assessment and individuals’ outcomes.
Based on the frame of person — job - organization fit, The studies focused on the multi
— stages of personnel selection process and the importance of predictor — criterion fit.
The purpose is to explore and confirm the ASD growth model, and provide new re-
search direction for actual personnel assessment and selection technique and longitudi-
nal validity research of government’ s cadres public selection.

In study 1, we interviewed 30 personnel managers, emphasized the recruiters’ fit
assessment in pre — hiring and post — hiring process and conceptualized the ASD growth
model in Chinese environment. Through the interview and subsequently case study, we
obtained valuable materials about senior managers selection and government’ s cadres
public selection, include recruiters’ fit assessment and competency assessment, indi-
viduals’ short — or long — time development process in the organization.

In study 2, we used repertory grid technique to explore the recruiters’ implicit
multi — dimension fit assessment model by the ways of personal construct psychology.
The principle analysis and multi — dimensional scaling was be used to analysis 22 sam-
ples’ single — gird and multi - grid to obtain individual’ s implicit assessment model.
At last, we used factor analysis and multi — dimensional scaling to analysis the multi —
grids, elicited the recruiters’ implicit multi — dimension fit assessment model.

In study 3, we explored the mechanism between multi — dimension fit assessment
model and hiring recommendation. We used policy — capturing technique, within —
and between — group design in the experimental simulation to examine how position
characteristic and multi — dimension fit assessment influent the final hiring recommen-
dation. The results showed that the four fit assessment style included value congru-
ence, personality congruence, need — supplies fit and demands — abilities fit offered
unique prediction of hiring recommendation. The personality congruence would be
more important when hiring for a permanent position. And the value congruence would
be more important when hiring for a managerial position rather than professional posi-
tion, on the contrary, the demands — abilities played more important for hiring a pro-
fessional position rather than managerial position.

In study 4, we examined 1195 applicants in 16 organizations by recruiters’ as-
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sessment and applicants’ self — perception. The result confirmed the recruiters’ im-
plicit multi — dimension fit assessment model, and the mechanism stage “A” in ASD
growth model. In actual personnel selection process, recruiters’ fit assessment and
competency assessment can influent the hiring result significant, and the person — job
fit assessment and general management characteristic assessment showed higher effec-
tiveness than others.

In study 5, we tracked the senior manager and government’s cadres who passed
the selection process and entered the organization, explored the mechanism of stage
“S8” and “D” in ASD growth model. We partitioned total 262 sample into “S” stage
and “D” stage depend on the time individual stayed in organization. Then, we firstly
analyzed the longitudinal validity of recruiters’ assessment, secondly, we examined
the relationship between individuals’ fit perception, fit style and multi — level criteri-
on. Finally we confirmed the mechanism of stage “S” and “D” in ASD growth model.
In the different development stages, recruiters’ assessment dimension played different
influence, and different individuals’ self - fit perception can affect multi — level crite-
rions (person — , organizational — , career — ) . It’s the key idea’s reflection; ex-
panded predictors domain and expanded criterions domain; and the fit between predic-
tor — criterion.

Finally, the main conclusions and theoretical progresses of this paper were sum-
marized within a framework of ASD growth model and implicit multi — level fit assess-
ment model. The practical implications and future directions for research were also dis-

cussed.
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