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I. Overview

a. Predictive Validity most important for personnel assessment methods

i. Predictive validity coefficient is directly proportional to practical economic value(utility)

ii. The most well-known conclusion in research is that when hiring employees without previous experience, the most valid predictor of future performance is general mental ability (GMA)

iii. This article summarizes 85 years of personnel psychology

1. examines validity of 19 different selection methods

II. Practical Value (Utility) of Selection Methods

a. Examine both variability of hiring method as well as variability of job performance

i. If variability were zero, each person has same level of job performance once hired, so utility of methods would be zero

ii. If large variability, utility of valid selection methods is very large
1. This is reality (not the one above)

b. Common Scales to Measure Utility

i. Dollar output

1. found to be 40% of mean salary of the job

a. this is lower bound value and is typically much higher

ii. Percentage of Mean output

1. Varies by job level

c. Selection Ratio: the proportion of applicants who are hired

i. High utility for valid hiring method there is a small proportion of applicants to be hired (with many applying)

1. typically in the .30 to .70 range

a. see top of page 263, second column for formula

d. 3 Important Points

i. By improving hiring methods, economic gain is quite large

ii. These gains are directly proportion to increase in validity when moving from old to new selection methods

iii. Predictive validity is the most important characteristic of a personnel measure

III. Validity of Personnel Assessment Methods: 85 years of Research Findings
a. 1930-1970: Theory of Situational Specificity

i. researchers concluded that the validity of a given procedure was different in different settings for what appeared to be same job

1. Differences actually due to statistical measures and artifacts and NOT differences in jobs

a. Largest artifact was sampling error variation caused by small sample size in studies

IV. Table 1 (pg 265): estimated mean validity of 19 selection methods for predicting job performance (meta-analyses over last 20 years)--Job performance measured by supervisory ratings and other measures (i.e., production, sales)

a. GMA (aka general mental ability- intelligence) = highest validity and lowest application cost

i. Strong theoretical foundation

ii. Best available predictor of job related learning

iii. Validity of .51 for GMA as a job performance predictor from US Dept of Labor meta-analytical study

b. Work sample measures slightly higher validity but more costly and applicants must already know how to perform job

c. Structured Interviews are costly and not suitable for entry level applicants

i. Questions in interview determined by careful job analysis (.51)

1. vs unstructured interviews: overall evaluation based on summary impression and judgment of applicant(.38)

ii. Structured Interview plus GMA = .68

1. 24% increase (.12) than GMA alone

2. “achieves 63% of maximum possible practical value (utility) at a reasonable cost

d. Assessment center and job tryout much more expensive and less valid

i. More time consuming and expensive

ii. However assessment center scores predict rate of promotion and advancement in management (.36 mean validity)

1. Predicts acquisition of job related knowledge on the job

e. Point Method (T&E = training and experience)

i. Mostly used in gov’t hiring

ii. Credentialistic: fixed number of points for…

1. each year or month of experience in similar job

2. each year of relevant school/training program

iii. Low validity: only 2% increase when combined with GMA than GMA alone

1. sheer amount of education yields even lower validity (.10)

a. Predicts learning in job training than job performance (.20)

f. Interests

i. Measures of interest has low validity (.10)

1. quality and job level performance determined by  mental ability and certain personality characteristics, not interests

g. Graphology (aka handwriting analysis) = independent of content appears to yield NO information about personality or job performance (pg 270)

i. Variations in handwriting due to differences among individuals in fine motor coordination than of finger muscles

ii. No evidence linked to personality 

iii. But still used frequently in France and other nations

h. Age: no validity for prediction of job performance

i. Integrity tests: used to hire employees with reduced probability of counterproductive behaviors

i. Also predict overall job performance

ii. Measure conscientiousness, agreeableness, and emotional stability

iii. Not as high validity as work samples, but higher incremental validity than work samples

1. Because integrity tests correlate zero with GMA (vs. .38 for work samples)

2. 20% increase in validity and utility for GMA plus integrity tests than for GMA alone

iv. Slightly better than conscientiousness (16% increase)

j. Authors believe GMA can be considered to be the primary personnel measure for hiring decisions, and consider other 18 measures as supplements to GMA (.51 GMA validity increases when using with other valid measures= “incremental validity”

V. Toward a Theory of the Determinants of Job Performance

a. Why is GMA such a good predictor of job performance?

i. More rapid acquisition of knowledge on the job

ii. GMA measured indirectly through job knowledge, which also measures conscientiousness (open and willing to learn =opportunity to learn) and job experience

VI. Summary and Implications

a. Interests and education have very low validity

b. Graphology has no validity

c. GMA + work samples = highest validity, but costly

d. GMA + integrity test = second highest validity and practical (.65)
e. GMA + structured interview = third highest validity (.63)

f. See table 1 for other possible combinations with GMA that produce slightly less valid but useful measures

