DQA3
Chapter 6
1)There are several methods for measuring job performance directly. List and explain three such methods. 

2)Why is it important to select the right employees for a position? 

3)Describe the two main ways to demonstrate a test’s validity in employment testing. What third method is rarely used? 

4)Industrial psychologists often emphasize the “big five” personality dimensions in personnel testing. List and explain the meaning of the big five dimensions. What do the dimensions tell us about applicants as it relates to job success? 

5)Several guidelines exist for managing a testing program. List these guidelines. 

Answwer: Chapter 6
1)Work samples and simulations measure job performance directly. Several types of tests fit into direct measurement methods: 1) work sampling techniques, 2) management assessment centers, 3) video-based situational testing, and 4) miniature job training and evaluation. The work sampling technique measures how a candidate actually performs some of the job’s basic tasks. A management assessment center is a 2-3 day simulation in which 10-12 candidates perform realistic management tasks under the observation of experts who appraise each candidate’s leadership potential. Video-based tests are situational tests that present the candidate with several scenarios, each followed by a multiple-choice question. The miniature job training and evaluation approach trains candidates to perform a sample of the job’s tasks and then evaluates performance. 

2)First, a manager’s own performance depends in part on his or her subordinates. Second, it is costly to recruit, hire, and train employees. Third, there are legal implications to incompetent hiring. EEO laws and court decisions require nondiscriminatory selection procedures for protected groups. Courts will find employees liable when employees with criminal records or other problems take advantage of access to customers’ property to commit crimes. Hiring workers with such backgrounds without proper safeguards is called negligent hiring. 

3)The three ways to demonstrate a test’s validity are criterion validity, content validity, and construct validity. Criterion validity means demonstrating that those who do well on the test also do well on the job and those that do poorly on the test do poorly on the job. Employers can demonstrate content validity of a test by showing that the test constitutes a fair sample of the content of the job. If the content on the test is representative of what the person needs to know for the job, then the test is probably content valid. Construct validity is not used as often. 

4)The “big five” personality dimensions are neuroticism, extraversion, agreeableness, conscientiousness, and openness to experience. Neuroticism refers to a tendency to exhibit poor emotional adjustment and experience negative effects like anxiety and insecurity. Extraversion represents a tendency to be sociable, assertive, and active. Openness to experience is the disposition to be imaginative, nonconforming, unconventional, and autonomous. Agreeableness is the tendency to be trusting, compliant, caring, and gentle. Conscientiousness is comprised of two related facets including achievement and dependability.
Extraversion is generally associated with success in sales. Extraversion, conscientiousness, and openness to experience are strong predictors of leadership. Neuroticism is negatively related to motivation. Conscientiousness is the most consistent and universal predictor of job performance. 

5)The guidelines for testing programs are as follows.

1)
Use tests as supplements

2)
Validate the tests

3)
Monitor the testing and selection program

4)
Keep accurate records

5)
Use a certified psychologist

6)
Manage test conditions

7)
Revalidate periodically

Chapter 7
1)Explain why structured situational interviews tend to yield more reliable responses than structured behavioral interviews. 

2)How do nonverbal behaviors and impression management affect interviewer ratings of candidates? 

3)There are four specific factors that should be probed in an interview. List the four factors and explain each one. 

4)List the steps in developing a structured situational interview guide. 

5)What three ways can selection interviews be classified? What are the resulting types of interviews? 

Answwer: Chapter 7
1)Structured situational interviews ask candidates to address how they would handle a certain hypothetical situation while structured behavioral interviews ask candidates to think of their own past experiences. Because the structured situational question forces all applicants to apply the same scenario, the responses are more consistent. 

2)An applicant’s nonverbal behavior and use of impression management can have a large impact on his or her rating. Interviewers tend to respond more positively to candidates showing more extraverted behavior like good eye contact and high energy. Even smiling can affect interviewer ratings of candidates. Interviewers infer the interviewee’s personality from the way he or she acts in the interview. 

3)The four factors are intellectual, motivation, personality, and knowledge and experience. The intellectual factor includes such things as complexity of tasks the person has performed, grades in school, test results, and how the person organizes his or her thoughts and communicates. The motivation factor includes such things as the person’s likes and dislikes, aspirations, and energy level. The personality factor includes such things as self-defeating behaviors, past interpersonal relationships, and interpersonal behaviors. The knowledge and experience factor includes information the candidate has directly related to how to do the job in question.

4)The five steps in the procedure are 1) job analysis, 2) rate the job’s main duties, 3) create interview questions, 4) create benchmark answers, and 5) appoint the interview panel and conduct interviews. 

5)Selection interviews can be classified according to 1) how structured they are, 2) their content, and 3) how they are administered. Structure can range from unstructured to structured. Content classifications are situational or behavioral. Examples include job-related interviews and stress interviews. Interviews can be administered by one person or by a panel of interviewers. Interviews may also be computer-administered. 
