
	
	UNIT
3


This unit concludes the professor-directed portion of the course by reviewing the more technical aspects of personnel selection.  It uses a hospitality example to walk students through measurement, reliability, validity, and utility estimation for selection decisions.  Remember, selection applies to promotions and downsizing just as well as to hiring decisions.
MOCK QUIZ
1.
Weaknesses of concurrent validation include:  

a. it is not available for many jobs
b. current employees may not be motivated to excel on the test


c. range restriction of test and criterion scores harm estimates of validity


d. it relies on judgment


e. b and c

2.
The first step required to validate a test for selection purposes:



a. screening applicants on job experience



b. performing a needs analysis



c. conducting a job analysis



d. posting advertisements to recruit applicants

3.
If the base rate of success is .50 and the validity of the test is 0, the test:



a. has no utility in identifying good employees



b. the test will produce a 75% success rate among new employees



c. the success of employees could be increased if the selection ratio was very low



d. none of these

4.
With respect to testing, the employment laws boil down to one thing:



a. evidence that the test scores are related to success on the job



b. evidence that the test scores do not produce illegal discrimination



c. evidence that the test is perceived as fair by test-takers



d. evidence that test scores have utility to test users

5.
Internal consistency assesses whether    

a. the applicant feels that the interview was fair and accurate.

b. there appears to be consistency over time.

c. all the interviewers arrive at similar conclusions.

d. all the items on a test measure the same trait or ability.

6.
Which of the following correctly describes a false negative selection decision?

a. a person scores above the test cut score yet fails to perform at an acceptable level on the job 

b. a person scores above the test cut score and performs at an acceptable level on the job 

c. a person scores below the test cut score and fails to perform at an acceptable level on the job

d. a person scores below the test cut score yet performs at an acceptable level on the job

7.
The statistical method that provides a measure of the relationship between variables is:  

a. internal consistency regression.


c. standard deviation.

b. correlation.





d. multiple systematic validity.

8.
The score that minimizes selection decisions:

a. cut score.

b. critical score.

c. utility potential score.

d. numismatic score.
9.
Which form of reliability is most suited to measuring trait scores such as personality?

a.
test-retest





c. parallel forms
b.
internal consistency




d. inter-rater
10.
A test is more likely to have utility if all of the following factors are present except:    

a. high validity.







b. small selection ratio.


c. a small standard deviation of performance in dollars.


d. low to moderate base rate of success.

True or False

11.
The critical score may or may not be the same as the cut score.
12.
A correlation coefficient is the most common statistic used to report evidence for criterion-related validity.
13.
Criterion-related validity provides empirical evidence of job-relatedness.
14.
Content validity deals with whether a test is a representative sample of some domain of job performance.   
Match the description on the left with the case on the right.

15.
agreement



a. test-retest reliability

16.  criterion-related validity
b. demonstration of an empirical relationship between test scores and job performance

17.
content validity


c. inter-rater reliability

18.
stability



d. requires careful sampling of job-relevant behaviors

19.
face validity


e. an important factor for assuring high motivation of test 






takers
Purposeful Study
1. Compare and contrast the different forms of evidence for selection test validity.

2. Be familiar with the different types of selection tests reviewed in the textbook.

3. Understand the strengths and weaknesses of interviews and different interview methods.
4. Distinguish between the different forms and methods of estimating reliability. 
5. Understand the models and determinants of selection utility.

6. Know the 6 characteristics of good tests (see powerpoints) and the application of them to the Sparkl* resort scenario we reviewed.
ANSWERS

1. E

2. C

3. A

4. A

5. D

6. D

7. B

8. B

9. A

10. C

11. A

12. A

13. A

14. A

15. C

16. B

17. D

18. A

19. E
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