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PREFACE

11 of us have been involved in the human resource selection program of an

organization at one time or another. We have applied to schools and for
internships; we have applied for part- and full-time jobs with organizations and
we have been on the other side as organizational members making decisions
about applicants. From either perspective, a common reaction to selection is
uneasiness and uncertainty. How many times have we heard an applicant say
something like, “I wonder what she was looking for?” How many times have we
heard a decision maker mutter, “How can I tell the difference among all these
applicants? I hope I made the right choice.”

The general procedures of selection are familiar to most of us. We all know
that information from applicants is gathered through such devices as resumes,
applications, interviews, and various kinds of tests. We also know that this infor-
mation is then used to make comparisons among applicants in the hopes of iden-
tifying strong future performers. Even so, the question often arises, “If selection
procedures are so commonly known, why does such uneasiness and uncertainty
still occur?”

We think there are two important reasons: (a) there are some inherent fea-
tures of selection—in evaluating applicants and predicting future performance—
that cannot be totally controlled; and (b) even though selection procedures are
well known, the more important parts of selection are not well understood. For
example, determining what applicant characteristics should be screened, which
devices should be used to collect information, and how this information should
be used to identify the most desirable applicants are all complex considerations
that are not generally taught in college courses or executive education programs.
Understanding each of these aspects of selection is critical to building an effective
selection program and being comfortable with its operation. We think of these
aspects as the technical components of selection—technical in the sense that psycho-
metric procedures, statistical analyses, conceptual frameworks of selection, find-
ings of previous research studies, and various legal and organizational constraints
all contribute to an understanding of the process.

It is the purpose of this book to present technical information in a manner
that we hope will be useful for and interesting to those who are or will be involved
in the development and implementation of a selection program for an organiza-
tion. We have summarized important research in selection and have incorporated
these results into recommendations for the development of a selection program.
This book, therefore, is intended to be useful to those working in selection. The
text is divided into the following sections, which systematically present the tech-
nical aspects of selection.

PART I: AN OVERVIEW OF HUMAN RESOURCE SELECTION. This section pre-
sents the nature of selection programs and their legal context. Chapter 1 describes
the purpose of selection—the identification of high performing individuals—and
outlines the major steps that must be taken to develop an effective selection pro-
gram, concluding with the limitations that must be addressed in these programs.
Chapter 2 presents the legal constraints that must be considered in selection by
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discussing laws, federal guidelines, and court cases that are used to determine
employment discrimination in selection.

PART Il: FOUNDATIONS OF MEASUREMENT FOR HUMAN RESOURCE SELECTION.
These chapters treat the measurement concepts that are fundamental to selec-
tion. Chapter 3 introduces the topic of measurement and its application to
selection. Chapter 4 is devoted to the importance of and methods for estimating
reliability. Chapter 5 discusses validation strategies and focuses on the interpre-
tation and meaning of validation information. Chapter 6 presents the methods
and strategies for using information in selection decision making.

PART Ill: JOB ANALYSIS IN HUMAN RESOURCE SELECTION. This section describes
the first steps in developing a selection program. Chapter 7 describes the most
common job analysis methods implemented in selection and how they are used.
Chapter 8 discusses the identification of essential worker knowledge, skills, abili-
ties, and other employee specifications using job analysis methods. The emphasis
is on how job analysis data are translated into selection measures.

PART IV: PREDICTORS OF JOB PERFORMANCE. This section is the longest in the
book. The discussion of a major selection predictor in each chapter reviews
research about the reliability and validity of the predictor and examines its
appropriate construction and use. Chapter 9 discusses ways to more effectively
use application forms, training and work experience evaluations, and reference
information. Chapter 10 describes uses of weighted application blanks and bio-
graphical information. Chapter 11 reviews ways to improve the ubiquitous
employment interview. Chapter 12 presents information about ability tests,
especially cognitive ability tests, that have been used extensively. Chapter 13 ad-
dresses the assessment and use of personality data during the selection decision.
Chapter 14 is about performance tests and assessment centers that mimic job
activities. The final chapter of this section, Chapter 15, discusses methods that
have been used to screen out applicants with potentially detrimental characteris-
tics or behaviors.

PART V: CRITERIA MEASURES. This final section covers only one topic: measures
of job success or criteria. Chapter 16 is an overview of the essential characteristics
and methods of measuring work performance for use as criteria measures. Crite-
ria measures are an essential component in developing and implementing a com-
plete selection program because they help in identifying what predictors work in
identifying successful employees.

New 10 THIS EDITION

In the sixth edition of Human Resource Selection, we incorporate recent research
on selection and examine the implications of that research with regard to the de-
sign and implementation of selection programs. Changes to this edition include
updates on legal developments as they apply to selection, reviews of recent research
on the development and application of predictors used in selection, and an explo-
ration of how predictor information can be used in selection decision making.
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