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All of us have been involved in the selection program of an organization
at one time or another. We have either been applicants to schools or busi-
nesses; or we have been on the other side, one of the organization members
making decisions about applicants. From either perspective, a common reac-
tion to selection is uneasiness and uncertainty. How many times have we
heard an applicant say something like, “I wonder what he was looking for?”
or an organization decision maker mutter, “How can I tell the difference
among these people? I hope I made the right choice.”

The procedure of selection is familiar to most of us. We all know that
it 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 com-
parisons among applicants in the hopes of identifying strong future per-
formers. 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 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, such as what charac-
teristics of applicants should be examined, which devices should be used
to gather information, and how information should be combined to iden-
tify desirable applicants, are not well understood. Understanding the varia-
bles in each of these aspects is critical to building an effective selection pro-
gram and, to a lesser extent, being comfortable with its operation. We think
of these aspects as the technical components of selection— technical in the
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vi Preface

sense that psychometric procedures, statistical analyses, the conceptual frame-
work of selection, the findings of previous empirical research, and the vari-
ous legal constraints all contribute to a scientific understanding of the field.

It is the purpose of this book to present this 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 pro-
gram for an organization. In our writing, we have summarized the most im-
portant research in selection, with an emphasis on the conclusions and only
minimal discussion of the research steps and procedures. We have incorpo-
rated these results into recommendations for the actual development of a
selection program. The book, therefore, is intended to be both generally in-
formative and directly useful to those working in selection. The text is divided
into the following five sections which systematically present the technical
aspects of selection.

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-performing individuals—
and outlines the major steps that must be taken to develop an effective selec-
tion 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 1I: Foundations of Measurement for Human Resource Selection. These
chapters treat the psychometric measurement concepts that are basic to selec-
tion. Chapter 3 introduces the topic of measurement and discusses its de-
finition and nature. Chapter 4 is devoted entirely to the importance of relia-
bility and methods of estimating reliability. Chapter 5 discusses types of
validity and focuses on the interpretation and meaning of empirical vali-
dation.

Part I11: Job Analysis in Human Resource Selection. This section describes
the first steps in developing a selection program. Chapter 6 gives an over-
view of job analysis in selection and the implementation of a job analysis
program in an organization. Chapter 7 thoroughly describes the most com-
mon job analysis methods and how they are used. Chapter 8 discusses the
identification of worker knowledge, skills, abilities, and other employee speci-
fications using the various job analysis methods. The emphasis is on how
these data are translated into selection instruments.

Part IV: Predictors of Job Performance. This section, composed of seven
chapters, is the longest. Each chapter discusses major selection instruments.
The discussion reviews the research about the validity of the instruments
and treats their appropriate construction and use.

Part V: Criteria Measures. This section presents only one topic. Chapter
16 is an overview of the essential characteristics and methods of measuring
work performance for use as criterion data in validation. This is a critical
component in developing a complete selection program.
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New to This Edition

There are a number of significant differences between the material in this
edition and that of the first. First, all of the chapters have been updated in-
corporating research work done in the last three years on each chapter topic.
Furthermore, some major additions and changes have been made. Chapter
15, Honesty Testing, Graphology, and Drug Testing, has been added to dis-
cuss selection devices that are increasing in use. The chapter addresses ma-
jor current concerns of organizations regarding theft, alcohol, and drug us-
age. Chapter 2, Legal Issues in Selection, has essentially been rewritten. The
chapter now emphasizes the differences between disparate treatment and
adverse impact discrimination in terms of evidence presented in court cases
and appropriate defense tactics of organizations. It also now includes dis-
cussion of affirmative action programs, the Immigration Reform and Con-
trol Act of 1986, recent selection court cases, and a full reprint of Uniform
Guidelines on Employee Selection Procedures (1978). Chapter 11, The Selection
Interview, has been expanded to include more complete discussion of ques-
tion development. In doing this, sample questions from The Situational In-
terview, Behavioral Description Interviewing, and the Job Content Method
have been included. Finally, Chapter 16, Measurement of Job Performance,
has also been expanded to include details on the development and exam-
ples of various behavioral rating formats.

Significant revisions have been made in the Instructor’s Manual as well.
Author Mark L. Lengnick-Hall of the University of Minnesota-Duluth has
placed special emphasis on providing quality testing items for all chapters.
Additionally, exercises designed to provide students with “hands-on” ex-
perience in the field of human resource selection have been included.
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