Gatewood & Feild (2001) Ch 6—Strategies for selection decision making
-Methods for collecting & combining predictor info
   -judgment—ratings using judgment  eg. ratings of interv perf

   -mechanical—no human judg  eg. test scores

   -Specific types


-Pure Judgment—data collected & combined by judg


-Trait Method—judgmental data collected but combined mechanically


-Profile Interp—obj data collected but combined judgmentally


-Pure Statistical—data collected & combined mechanically


-Judgmental Composite—data collected both judg & mech, then combined judgmentally


-Mechanical Composite—collect both mech & judg data then combine mechanically


-Judgmental Synthesis—all info (judg & mech) combined mech to predict success, then used



with other data to select (eg fit)


-Mechanical Synthesis—combine all info subjectively to predict success, then combine mechanically



with other data (eg. test scores) to create overall score

   -Why Mechanical best?


-proper wting of scores


-can constantly improve/adapt decision model with new data

-judg can only be as good as mech model (under rare circumstances—never)


-human judg(much error; implicit theories, biases

-STRATEGIES FOR COMBINING PREDICTOR SCORES

  -Multiple Regression


-compensatory method


-adv(minimize errors in prediction; can use diff types of data (eg. nominal); diff equations for diff jobs;


-disadv(predictors may not be compensatory; can’t use with small samples; need x-valid, need to meas all



applicants on all predictors (expensive)

   -Multiple Cutoffs


-ea applicant on every predictor; scored on P/F basis; reject if any predictor is an F



-assume non-linear relat between predictors & no compensation


-adv(narrow app pool to small # who are min qualified; conceptually simple to explain to mgrs


-disadv(expensive (all apps all pred); only tells min qualified, can’t rank order

   -Multiple Hurdle


-ea app must pass ea pred (hurdle) to proceed; assumes no compensation


-same adv as multiple cutoff but less expensive


-disadv(must estab valid of ea hurdle; takes more time (score & sched for next test)


-best used when Ee gets a lot of trn after hire


-also when MUST have a certain KSA at hire

   -Combination Method


-multiple cutoff method to weed out applicants THEN multiple regress to rank order



-assumes no compensation for initial weed out, but then compensation OK for mult regress


-disadv(more expensive than multiple hurdle


-best when assume non-linear relates & no compensation (below min level); also when app pool not too big

   -Profile matching


-meas currently successful Ee & dev profile of scores


-hire based on similarity of profiles (D2 formula in book; corr betw app & profile scores)


-assumes profiles from most success Ees diff than profile of less success Ees

-adv(don’t need arbitrary cut scores, can rank order apps

-disadv(must estab diffs in imp KSA between best/worst Ees; sample specific profiles; may be >1 ideal profile

-METHODS FOR MAKING EMPLOYMENT DECISIONS

  -Top-Down Selection


-offer job starting with top ranked & go down list


-assumes meaningful diffs & linear relat betw ability (scores) & perf

-if use a g test adverse impact likely

  -Cutoff Scores


-base scores on a)judg of diff of test/pred items; b)scores of a known good performer

-setting cut scores



-Thorndike predicted yield method




-   100 – (# positions/# applicants) – 1 SEM



-can also use Ebel & Angoff methods (both involve SME judgments of difficulty)

   -Banding


-CRA 1991 banned race-based norms!!!


-establishes a range of equivalent scores (logic based on SEM)


-calculate using SEM X 1.96 OR standard error of the differences = SEM X 1.414 X 1.96

-can use fixed or sliding bands


-Select randomly within a band (G & F say Cascio recommends considering minority status within bands)


-disadv(if don’t use top-down may reduce econ utility of selection system

-PRACTICAL CONSIDERATION

  -start with JA


-what factors contribute to success & how are they related

  -# of apps expected

  -cost of selection devices

  -how much time you have

  -make sure to implement systematically & consistently

  -must keep track of the success of the selection system & work to improve










