HRM ISSUES AND PRACTICES

Technical Standards for Selection Practices

Up to this point, we have discussed the notion of “effectiveness” of selection practices in rather general terms. In the following sections we get more specific as we define what we mean by effectiveness and discuss how it can be achieved and documented.

VALIDITY DEFINED
As managers assess job applicants, they infer how well each applicant would perform the job, if hired. Validity refers to the appropriateness, meaningfulness, and usefulness of these inferences. Validity is thus the technical term for effectiveness. It is concerned with the issue of whether applicants would actually perform the job as well as expected, based on the inferences made during the selection process. The closer applicant’s actual job performances match their expected performances, the greater the validity of the selection process.

ACHIEVING VALIDITY
How can managers best ensure that their inferences regarding applicants job capabilities will be valid and, hence, lead to a correct employment decision? The manager must have a clear notion of the needed job qualifications and use selection methods that reliably and accurately measure these qualifications.

DETERMINING JOB QUALIFICATIONS
Job qualifications refer to the personal qualities an employer seeks when filling a position. A “master list” of such qualities is presented in Exhibit 6.1. Some qualifications, such as technical KSAs (knowledge, skills, and abilities) and non-technical skills, are job specific - each job has a unique set. The other qualifications listed in the exhibit are universal in that nearly all employers consider these qualities important, regardless of the job. That is, employers want all their employees to be motivated and have good work habits.

Managers should rely on job analysis information when specifying the qualifications that are unique to the particular job in question. As we discussed in Chapter 4, the job analysis should describe the KSAs need to perform each important task. By basing qualifications on job analysis information, a company ensures that the qualities being assessed are important for the job.

Job analyses are also needed for legal reasons. In discrimination suits, courts often judge the job relatedness of a selection practice on whether the selection criteria are based on job analysis information. For instance, when someone lodges a complaint that a particular test discriminated against a protected group, the court would (1) determine whether the qualities measured by the test were selected on the basis of job analysis findings and (2) scrutinize the job analysis study, itself, to determine whether it had been properly conducted.

CHOOSING SELECTION METHODS
The attainment of validity depends heavily on the appropriateness of the particular selection technique used. A firm should use selection methods that reliably and accurately measure the needed qualifications.
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