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PREFACE

All of us have been involved in the human resource selection program of an orga-
nization at one time or another. We have been applicants to schools and businesses
or we have been on the other side as organization 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 tell the difference among these applicants? T hope I made
the right choice.”

The procedure of selection is familiar to most of us. We all know that the proce-
dure is necessary to collect information from applicants about themselves. Such
devices as applications, interviews, and various kinds of tests are used for this
purpose. We also know that this information is then used to make comparisons
among applicants in the hopes of identifying strong future performers. Even so,
the question often arises, “If selection procedures are so commonly known, why
do uneasiness and uncertainty still occur?”

We think there are two reasons: (a) There are some inherent features of selec-
tion—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, such as what applicant
characteristics should be examined, which devices should be used to gather infor-
mation, and how information should be combined to identify desirable appli-
cants. 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
psychometric procedures, statistical analyses, conceptual frameworks of selection,
findings of previous empirical research, and various legal constraints all con-
tribute to an understanding of the process.

It is the purpose of this book to present technical information in a manner that
will be useful and, we hope, interesting to those who are or will be involved in the
development and implementation of a selection program for an organization. We
have summarized important research in selection and have incorporated these re-
sults 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 five sections, which systematically present the techni-
cal aspects of selection.
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PREFACE

Part I: An Overview of Human Resource Selection. This section presents the
nature of selection programs and their legal context. Chapter 1 describes the purpose
of selection—the identification of high-performance individuals—and outlines the
major steps that must be taken to develop an effective selection program, concluding
with the limitations that must be addressed in these programs. Chapter 2 presents
the legal constraints that must be considered in selection by discussing laws, federal
guidelines, court cases, and methods used to determine discrimination.

Part II: Foundations of Measurement for Human Resource Selection. These
chapters treat the psychometric measurement concepts that are basic to selection.
Chapter 3 introduces the topic of measurement and discusses its definition and
nature. Chapter 4 is devoted to the importance of reliability and methods of esti-
mating reliability. Chapter 5 discusses validation strategies and focuses on the in-
terpretation and meaning of validation information. Chapter 6 presents the meth-
ods and strategies for using information in selection decision-making and setting
cutoff scores for selection measures.

Part III: Job Analysis in Human Resource Selection. This section describes the
first steps in developing a selection program. Chapter 7 gives an overview of job
analysis in selection and the implementation of a job analysis program in an or-
ganization. Chapter 8 describes the most common job analysis methods imple-
mented in selection and how they are used. Chapter 9 discusses the identification
of worker knowledge, skills, abilities, and other employee specifications, using job
analysis methods. The emphasis in this chapter is on how data are translated into
selection measures.

Part I'V: Predictors of Job Performance. This section, composed of seven chap-
ters (10-16), is the longest. The discussion of a major selection instrument in each
chapter reviews research about the validity and reliability of the instrument and
treats its appropriate construction and use.

Part V: Criteria Measures. This section covers only one topic: criteria measures.
Chapter 17 is an overview of the essential characteristics and methods of measuring
work performance for use as criteria data in validation. Criteria measures are an es-
sential component in developing and implementing a complete selection program.

NEW TO THIS EDITION

In the fifth edition of Human Resource Selection, we provide up-to-date information
on selection by incorporating recent research, and the implications of that re-
search, for the implementation of selection programs. These changes include up-
dates on legal developments as they apply to selection, greater coverage of topics
relevant to the problems of selection in small organizations, and reviews of recent
research on predictors used in selection including applications, tests, personality
inventories, and employment interviews.
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demic Programs in the Terry College of Business at the University of Georgia.
(Note: In writing the previous edition, Bob wised up and stepped down as Chair-
man of the Department of Management. During the writing of this edition, how-
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fessor of Management. Junior earned this distinction because he has published
many, many articles in such journals as Academy of Management Journal, Journal of
Applied Psychology, and Personnel Psychology. He has also done many projects for
companies such as SONY, PPG, Industries, and GE. He has been successful in
these because he finds excellent coworkers and stays out of their way. And, he
reads the chapters in this book that Professor Gatewood wrote, tries to understand
those, and calls Gatewood when he needs help.
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Some people consider Junior to be individualistic (the word “eccentric” is com-
monly used). This is for behavior like the following. He played in the college
World Series and passionately wanted to play in the majors. But when he was
drafted by the California Angels, he said no, went to work for Exxon, and lasted 6
months. In graduate school, Junior could not decide between psychology and
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nia. Junior spent his time putting up antennas and speaking to everyone in the
world on his ham radio. He and his wife Claire threw out all material possessions
that smacked of formality: china, silver, tablecloths suits, ties, and shoes (other
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every committee, professional panel, and journal review board that he could. This
is why he has been able to do a bunch of fun stuff. This makes Gatewood wonder
where his own life went wrong,.
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