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Based on the latest research, court findings, and best practices from
the field, Gatewood, Field, and Barrick’s Human Resource Selection
9e equips readers with the knowledge and tools to develop and
implement effective selection programs within today’s organizations.
It does this by fully explaining and providing detailed examples of
three necessary components in the design and use of effective and
legally defensible selection programs. The first of these is doing

a job analysis to identify both the important activities of the job to

be filled and the worker characteristics necessary to successfully
complete these activities. The second is understanding the various
laws and legal issues that apply to recruitment of applicants and the
conduct of selection programs. The third is a unique feature of this
book. Six chapters are devoted to how to build and use the main
instruments that gather information from applicants about the type
and amount of worker characteristics that each possesses. These
six major instruments are: application materials, interviews, ability
and job knowledge tests, personality inventories, job simulations

& work samples, and tests for counterproductive work behaviors
(integrity, drug, and genetic testing). Organizations use one or more
of these but frequently the instrument used gathers information that
is not directly related to job performance, does not have adequate
evaluation guidelines, and can be contested by applicants as unfair
or discriminatory. Each chapter discusses how to avoid these issues
and how to form a useful and defensible instrument that provides valid

information to use in making selection decisions.



The book presents “best practices,” not “easy practices.” It takes
time, thought, and effort to build a useful selection program. There

is ample evidence that organizations that develop “best selection
practices” have high levels of employee performance. There are three
assumptions of such practices. First, the information that is gathered
from applicants must be directly related to performance of the job.
Usually information such as degrees earned, previous job titles,

future individual goals, years of experience are not strongly related

to job performance and not even verifiable. Second, there must be

a numerical scoring method to apply to the information gathered

from applicants. These numbers quantify the amount of a worker
characteristic that the applicant possesses. As in most fields of
organizations, e.g., financial, marketing, production, numbers are the
basis for decisions. The third assumption of selection is that there are
decision rules that use the numbers of applicants to make decisions as
to whom to offer employment. Evidence is clear that in selection, as in
the other areas mentioned, decisions based on numbers are superior
to those based upon human judgment. These three assumptions are

fulfilled in growing numbers of successful firms.

Extremely reader friendly, the text is written to clearly present its ideas
and provide specific examples and details of its recommendations.
The fact that it is in its 9th edition, having been updated in each edition
since its original printing in 1987, is evidence of its value to selection

students and practitioners.
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CHAPTER 0

An Introduction to Selection

LEARNING OBJECTIVES

After studying this chapter, you will be able to:

. Understand what a selection program requires in terms of collecting and evaluating data cha pte r opener - eaCh Ch apter Starts
on applicants and its contribution to improving the performance of the organization.
with a list of learning objectives

N

Know how selection interacts with the other human resource programs of recruitment,
training, performance measurement, and compensation.

o

Understand the five main steps in developing a selection program and what type of data
is necessary for each step.

4. Know the inherent constraints in developing and using a selection program and the
limitations that these have on a selection program.

DEFINITION OF SELECTION

In a time of increasing global competition, every organization is concerned about the
level of work performance of its employees. This is because the performance of employ-
ees is amajor determinant of how successful an organization is in reaching its strategic
goals and developing a competitive advantage over rival firms. Therefore, influencing
the work performance of employees is a major objective of organizations. Fortunately,
there is agreement about how this can be accomplished. Organizational specialists
have determined that an individual employee’s work performance is made up of two
factors: the ability of the individual and the effort that the individual puts forth.

An organization can influence the ability level of its work force by selection and
training. That is, the organization offers employment to individuals with high ability
levels and it develops educational programs for all employees. An organization can
influence the effort that employees exert through various motivation programs. Many
of these programs are found in introductory management courses and the popular
press (e.g., participative decision making, merit compensation, goal setting, job design,
and communication between managers and subordinates). It is important to know (at
least for this course) that all motivation programs assume that the employee has the
ability to perform the job. Motivation practices are intended to get the employee to use
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world, however, is not perfectly controllable. For example, there are great fluctuations
in the market of applicants that usually are the result of general economic or education
conditions over which the organization has little control. Also, numerous federal and
state laws and administrative rulings restrict both the information that can be gath-
ered from applicants and the way this information can be evaluated. Equal Employ-
ment Opportunity laws and guidelines regarding discrimination in selection are good
examples.

There is also a growing realization that the usefulness of the selection decision
should be viewed in terms of its effects over time. The future interests of both parties
must be considered in the selection process or the result will be less than optimal.
Rapid and costly turnover, lower performance levels, and friction between an employee

and the organization are among the results of a mismatch of interests.”

Is There Evidence That Selection Is Important?

Of course, the answer to this question is “YES” Otherwise, why ask this question so

early in the book? We will summarize four research studies to convince you. In all of
these studies, selection was linked with training. This follows from our previous com-
ments that organizations can influence the ability of its employees by both selection
and training. So these studies looked at the question of whether or not selection and
training do impact ability and then translate into better performance for the organiza-
tion. In the first of these studies, T. Russell Crook and his colleagues framed the research
in terms of human capital or, in our terms, the amounts of WRCs that were possessed
by the members of organizations.” The authors statistically combined the results
of 66 different studies and determined that human capital (knowledge and skills,
tenure, total years of experience, and education and training programs completed)
was positively related to customer satisfaction, work innovation, and the financial
performance of the firm. A second study looked at the effects of staffing and training
on firm productivity and profit growth before, during, and after the Great Recession.*
‘The study involved 369 firms during the time period from 1999 to 2011. The results
indicated that selective staffing (selection) and internal training directly influence a
company’s profit because they influence labor productivity. The authors” concluded

that high labor productivity helped buffer the negative effects of the recession and also

s
aided recovery from the recession. Moreover, selection and training were more import-
ant at different times. Training was more important for prerecession profitability, and
selection was more important for postrecession recovery. The results clearly indicated
that firms that more effectively selected and trained employees outperformed com-
petitors throughout pre- and postrecession periods even after controlling for how
profitable the firms were before the recession occurred. A third study looked at the
performance of 861 different units of the same fast-food restaurant chain.” Contrary
to what many think, there can be large differences among units of the same chain in
terms of both selection and training. For this research, selection was scored on the
bas
that was recommended by the chain for employment on the combination of five

of what percentage of new, entry-level workers had scored at or above a score

training

The process of educating

in the k g
and job actions necessary to
perform their assignments at
ahigh level.
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