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INTRODUCTION.

The primary purpose of
personnel selection is to
predict, from a field of
applicants, those persons
who will be suitable and
most successful in the parti.
cular post. Acgurate pre-
diction results in benefits
to both employer and appli-
cant. For the employer,
the benefit lies in the
reduction of production
costs due to incompetent
persons who must be fired,
and due to less competent
persons, who, while retai-
ned, neves reach high
productivity. Production

costs are understood here.

to include not only capital
expenditure, but also time
and labour costs. For the

applicant, the benefit of
accurate prediction lies in
the fact that he will not be
employed where he cannot
effectively utilize his skills,
and the possibility of losing
the job because he is not
suited for it is reduced,
Inaccurate prediction,
conversely, results in inc-
reased preduction costs for
the employer and incre-
ased risk of job failure
for the applicant.

Viewed in these terms,
the problem now becomes
one of increasing the accu-
racy of personnel selection
methods. The interview
has been the most popular
and widely used methed
for the selection of per-
sonnel, and is often the
only method used. Due to

1. Read tethe Psychelogy aad Educational Sciences $eation, 44th Indian
Science Congress, Calcutta, 1957,
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its primary position asa
selection method, it is
necessary to look more
critically at the interview
process and the nature of
the data obtained. In parti-
cular, the reliability, free-
dom from errors of judge-
ment, and validity of the
interview must be consi-
dered. The meaning of
these three concepts in
relation to the interview
may be briefly mentioned.
Reliability of interview
judgments refers to the
consistency or dependabi-
lity of judgments. If the
judgments are reliable, any
one applicant should
receive the same score or
rating on two separate
occasions or from two
independent judges. Errors
of judgment indicate that
certain constant sources of
bias are influencing the
results. Since these may
be differentially operating
with respect to interviewer
and candidate, they may
affect the accuracy of the

interview results. Exam-
ples of such errors are halo
effects, errors of leniency,
and the under-or over-
valuing of some trait or
traits in others. The vali-
dity of the interview is
concerned with the accu-
racy of its prediction of
successful personnel. Inso
far as the interview is
valid, personnel later
shown to be successful will
have received favourable
interview judgments.

In order to increase
reliability, and to decrease
errors of judgment, of the
interview, quantitative
interview rating forms
were introduced for perso-
nnel selection purposes.
The quantitative rating
forms should meet thistwo-
fold purpose because they
provide a constant frame
of reference for the evalua-
tion of the candidate and a
standard marking scheme.
A sample form and some
empirical data will be
presented in this report as
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a demonstration of the
method and its application
in personnel selection.

METHOD.
The design of the quanti-
tative interview rating

form, its use in the selec-
tion interview, and a des-
cription of the data collec-
ted for the present studies
will be reviewed here.

The quantitative inter-
view rating form is desig-
ned using the following
steps:

1. Analysis of qualities
to be assessed by the inter-
view in terms of the job
requirements ;

2. Statements of the
qualities chosen so that the
interview board members
can readily assess them
and providing a constant
frame of reference for the
board members; and

3. Choice of a numerical
rating scale which the
board members will use to

assign marks or ratings to
candidates.

A sample interview rat-
ing form designed accord-
ing to the steps given above
is given in the Appendix.
This form illustrates the
type of forms used in the
present studies.

The quantitative rating
form is most appropriately
used by a selection board
consisting of three or more
members.  Each board
member rates each candi-
date independently of the
other board members. In
this manner, each candi-
date is rated on several
traits by all of the board
members. The resulting
data can be treated as a
three-way factorial design
without replication, and
analyzed by analysis of
variance procedures (1).

For the present studies,
the data from three diffe-
rent personnel selection
programs were analyzed.
These programs will be
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referred to as Programs
A, B,and C: Program A
utilized the interview to
select a lady receptionist;
Program B selected stene-
graphers; and Program C
selected laboratory techni-
cians, The rating form,
slightly  modified, for
Program C is given in the
Appendix. The traits rated
in each programs are listed

"ok =

where Lk is the reliability

for k raters or interviewers,
Vp is the variance for per-
sons, and Ve the variance

for error.  This reliability
estimate was computed for
each trait on the several
interview rating forms and
the resulting coefficients
are given in Table 1.

To determine the nature
of errors of judgment in
the interview, an analysis

in Table 1. The selection
board for each of the
programs was made up of
four members.

RESULTS.

To estimate the reliabi-
lity of the interviews, the
intra-class correlation (1)
was used. The intraclass
correlation is given by the
ormula.

Vp -V A
\'

P
of variance procedure was
employed (1). By this pro~
cedure, variation due to
interviewers, traits, and
candidates can be examin-
ed for significance, and the
presence of errors of judg-
ment determined. Analysis
of variance summary tables
giving the sums of squares,
degrees of freedom, vari-
ance estimates, F ratios,
and the levels of significa~
nce, are presented for the
three sets of data in
table 2.
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Di1SCUSSION

As the most popular and
widely used method in per-
sonnel selection, the inter-
vigw is of importance to
both employer and emplo-
yee. Inview of thisimpor-
tance, it is essential that
the interview be reliable
and tree from errors of
judgment. A methodolo-
gical analysis of interview
data was carried out to
examine reliability and
errors of judgment when
quantitative rating forms
were used. Use of these
forms resulted in a high
degree of agreement bet-
ween interviewers, but did
not completely control
errors of judgment. These
points will be discussed
separately below.

Raliability of the inter-
view ratings, estimated by
the intraclass correlation,
was found in general to be
high in these studies. The
coefficients given in Table
1 in general are higher

than those reported by
otherinvestigators. Vernon
and Parry (2) report inter-
view reliabilities of 59 and
*51 for investigations uti-
lizing summary marks
only. The reliabilities re-
ported in this paper varied
fordifferent traits How-
ever and the ratings of
some traits were relatively
unreliable. ~ Where the
coefficients are low, the

traits should be examined
to see whether they can be

feasibly evaluated during
the short period of the
interview. If they cannot,
then they should not be
included in the rating
schedule. Comparison of
the results of Selections A
and C with those of Selec-
tion B indicates that the
finer discrimination requi-
red for an eleven point
rating scale does not result
in greater ‘reliability than
is obtained by the five
point rating scale. This
factor may be considered
in the design of future
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interview rating schedules.
While improved reliability
has been found in these
studies, in comparison with
earlier work, the aim of
investigators should be
toward greater reliability.
Training of interviewers,
in which they are taught
to look for similar charac-
teristics and to use common
criteria in evaluation, may
further improve interview
reliability.

Analysis of the interview
ratings for errors of judg-
ment showed that they
were not entirely elimi-
nated by the use of quanti-
tative rating forms.” How-
ever they could be detected
when such forms were used.
The data were treated
statistically by analysis of
variance for three-way
factorial design without
replications. This analysis
revealed the presence of
halo effects, leniency
errors, and under-or over-
valuing of traits in others.
These errors may result in

ratings which the candi-
date does not deserve, and
hence may permit un-
warranted selection or re-
jection. Their control is
necessary, therefore, to
obtain the most objective
estimates of the candidate
on the different characteri-
stics being rated. Halo
effect refers to the
tendency of a rating on
one characteristic to in-
fluence ratings on other
characteristics.  Halo
effects were shown statis-
tically by significant inter-
viewer-candidate intrac-
tions, and were found to
be present in two of the
selection programs. Ergors
of leniency. occur because
some interviewers over-
value or undervalue candi-
dates in general, i, e., they
are very generous Or very
strict, in their ratings.
Leniency errors were evi-
denced by significant
differences between inter-
viewers, and were found
in all the three selection
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programs. The general
tendency of an interviewer
to overvalue or undervalue
certain trait in others is
another error of judgment.
Theunder or over-valuing
of traitsin others is shown
by significant interviewer-
trait interaction, and was
significant for only one of
the three sets of selection
data. These results sug-
gest that the leniency
errors are most likely to
occur. Once such errors
have been detected in the
data, the ratings may be
corrected by a method
given by Guliford (1)

Another method of con®

trolling these errors of
judgment is through train-
ing by which interviewers
learn to observe such errors
in their judgments and to
control them.

Results of these method-
ological studies confirm
the use of quantitative
interview rating forms for

the two-fold purpose of
increasing raliability and
decreasing errors of judg-
ment in the selection inter-
view. The permit they use
of a constant frame of
reference by all interview
board members, and at the
same time allow the flex-
ibility which many emplo-
yers feel to be essential.
The increased use of these
forms in personnel selec-
tion would be of value in
the prediction of successful
personnel.

SuUMMARY

Interview data from per-
sonnel selection programs
have been subjected to a
methodological analysis of
reliability and errors of
judgment, The results of
the analysis indicate that
increased reliability and
statistical control of errors
of judgment are possible
through the use of quanti-
tative rating forms.
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APPENDIX

Quantative Interview Rating Form

Initials of Name of
interviewer, Candidate

All candidates will be asked specific questions regarding
the laboratory procedures and essential knowledge for success-
ful work in a clinical research laboratory. When these questions
have been answered, rate the quality of the answers by circling
the number on the following scales which best indicates your
opinion.

Amount of technical 1 2 3 4
knowledge : is candidate | | | |
well informed ?

—

excellent good average poor

very well no
informed information
2. Understanding nature
of the work: is the
candidate familiar 1 2 3 4
with procedures and | | | |

roitine ? et o

understanding understanding

Further general questions may be asked, These would
include questions along the following lines: why does candidate
wish to be associated with this institution? How long does
he/she expect to stay in this line of work? What are his/her
future ambitions? Rate the quality of these unswers on the
following scaless
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3. Stability in profession : 1 2 3 4
will candidate stay in | | | |
this line of work ?

most fairly unlikely definitely
likely likely  or not after
uncertain a few years

4. Promise of candidate
professionally : would

candidate be expected 1 2 3 4
to advance in this type | | | |
of werk ?

definite  good average no

future steady consistent promise
promise work  work

5. Inview of the above factors, giving each the weight you
think important for this particular post, give a final summary
mark for the candidate on the following scale, by circling the
number which best indicates your overall opinion.

12 3 4 5
| | | | |

excellent very good average poor
good
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