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Summary: Review of 47 interview studies indicated that basic personality & applied social skills were the most frequently assessed constructs in interviews. Mental capability & job knowledge were the next most frequently assessed constructs. Also, high & low structured interviews focus on different constructs. 
· Interviews are not designed to assess specific constructs. Rather, they are individually designed to assess work-related characteristics for a given position; various constructs are typically embedded in or associated with these characteristics
· Purpose of study was to identify & evaluate the most frequently assessed constructs in interviews

Summary of Results

· A variety of constructs can be & are rated in employment interviews
· Largest number of dimensions reflected basic personality tendencies (35%), followed by applied social skills (28%), followed by mental capability (16%), followed by knowledge & skills (10%)
· Results indicated a tendency for high & low structured interviews to emphasize somewhat different constructs, most likely due to more stringent job analysis done with the former
· High-structure interviews focused more on applied mental skills, direct job knowledge, applied social skills, & org fit. 
· Low-structure interviews focus more on general mental ability, background credentials, (e.g., education & training), some aspects of personality, & physical attributes

· Mean corrected validity coefficients, across ALL studies ranged from .24 (communication skills) to .58 (agreeableness) (M = .36)
· On average, validities for constructs rated in more structured interviews were higher than for constructs rated with less structured interviews; Authors suggest this is because the constructs being measured in more structured interviews are more job-relevant & because they are more reliable
· “G” does not saturate interview ratings at the construct level (rxy = .17)
· Results suggest some racial group differences in interview ratings, but less than typically seen with tests of mental ability 

· Low structured interviews showed greater racial & gender group differences than high structured 

· INTERESTING FINDING!! Racial group differences for ratings of personality were at least 3 times higher than those typically shown for paper-and-pencil personality tests 
· Applied mental skills, conscientiousness, & interpersonal skills have high levels of validity & low  sub-group differences; ASSESS THESE OVER OTHER DIMENSIONS IF THEY APPEAR IN JA
[image: image1.png]



