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Getting To GoodGetting To GoodGetting To GoodGetting To Good

•• Personnel selection systemsPersonnel selection systemsPersonnel selection systemsPersonnel selection systems
•• Evaluating a selection systemEvaluating a selection system

PSS M M d lPSS M M d l•• PSS Maturity ModelPSS Maturity Model
•• Link to organizational performanceLink to organizational performance
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Types of Research in Selection PsychologyTypes of Research in Selection PsychologyTypes of Research in Selection PsychologyTypes of Research in Selection Psychology

PopularPopular ScienceScience Pragmatic Pragmatic ScienceScience
•• Research into current issues of practical import in Research into current issues of practical import in 

selection but which lacks scientific rigorselection but which lacks scientific rigor
•• ““PopularistPopularist” findings and in the longer term beliefs ” findings and in the longer term beliefs 

emerge, with dubious evidential basesemerge, with dubious evidential bases
•• Example: InExample: In--house validation of proprietaryhouse validation of proprietary

•• Research into current issues of practical import Research into current issues of practical import 
grounded upon methodologically rigorous designsgrounded upon methodologically rigorous designs
•• Appropriate blend of theory and empiricism present Appropriate blend of theory and empiricism present 

in individual studiesin individual studies
•• Implications for practice and generalizability ofImplications for practice and generalizability ofExample: InExample: In house validation of proprietary house validation of proprietary 

measures of ungrounded but psychometric measures of ungrounded but psychometric 
constructsconstructs

Implications for practice and generalizability of Implications for practice and generalizability of 
findings considered in depthfindings considered in depth
•• Example: MetaExample: Meta--analyses of selection method analyses of selection method 

operational validity, adverse impact studies, etc.operational validity, adverse impact studies, etc.

Puerile Puerile ScienceScience
•• Research into illResearch into ill--conceived issues or methods in conceived issues or methods in 

selection which also lacks sufficient methodological selection which also lacks sufficient methodological 
rigorrigor

Pedantic Pedantic ScienceScience
•• Research which is fastidious in its design and Research which is fastidious in its design and 

analytical sophistication but fails to address a topic analytical sophistication but fails to address a topic 
of current import in selection practiceof current import in selection practice

•• Naïve theoretical formulations and unprofessional Naïve theoretical formulations and unprofessional 
research designs and/or reportingresearch designs and/or reporting

•• Example: Unsound “validations” of alternative Example: Unsound “validations” of alternative 
selection methods (e g graphology)selection methods (e g graphology)

•• Pedantic, overly reductionist studies into an Pedantic, overly reductionist studies into an 
outmoded or obscure issueoutmoded or obscure issue
•• Example: Further replicationExample: Further replication--extension studies into a extension studies into a 

longlong--established finding, studies affirming the established finding, studies affirming the 
criterioncriterion related validity of an outmoded selectionrelated validity of an outmoded selectionselection methods (e.g., graphology)selection methods (e.g., graphology) criterioncriterion--related validity of an outmoded selection related validity of an outmoded selection 
techniquetechnique

Adapted from Anderson, Lievens, & van Dam (2003) as cited in Neil Anderson (2006), Handbook of Personnel Selection, p. 5. 3



Personnel Selection SystemPersonnel Selection SystemPersonnel Selection SystemPersonnel Selection System

“A configuration of“A configuration of instrumentsinstruments peoplepeople andandA configuration of A configuration of instrumentsinstruments, , peoplepeople, and , and 
proceduresprocedures created with the purpose of created with the purpose of 
selecting candidates for certain positions inselecting candidates for certain positions inselecting candidates for certain positions, in selecting candidates for certain positions, in 
such a way that they can fulfill presuch a way that they can fulfill pre--defined defined 
expectations”expectations”expectations.expectations.

R. A. Roe, 2006R. A. Roe, 2006
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What is a “good” selection system?What is a “good” selection system?What is a good  selection system?What is a good  selection system?

•• Practical tool for usersPractical tool for usersPractical tool for usersPractical tool for users
•• Based on sound theory and researchBased on sound theory and research
•• Allows for flexibility in the environmentAllows for flexibility in the environmentAllows for flexibility in the environmentAllows for flexibility in the environment
•• Treats candidates equitablyTreats candidates equitably
•• Achieves its purpose costAchieves its purpose cost effectivelyeffectively•• Achieves its purpose costAchieves its purpose cost--effectivelyeffectively
•• Facilitates organizational effectivenessFacilitates organizational effectiveness
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Importance of a Good Selection SystemImportance of a Good Selection SystemImportance of a Good Selection SystemImportance of a Good Selection System

•• Enhances employee and managerial productivityEnhances employee and managerial productivityEnhances employee and managerial productivityEnhances employee and managerial productivity
•• Facilitates workgroup functioningFacilitates workgroup functioning
•• Creates a more stable work environmentCreates a more stable work environmentCreates a more stable work environmentCreates a more stable work environment
•• Positively impacts financial performancePositively impacts financial performance
•• Leads to longLeads to long term survival of the organizationterm survival of the organization•• Leads to longLeads to long--term survival of the organizationterm survival of the organization
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Personnel Selection System Personnel Selection System 
Maturity ModelMaturity Model

“Getting to Good”“Getting to Good”
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The BasicsThe BasicsThe BasicsThe Basics

•• 4 levels of maturity4 levels of maturity4 levels of maturity 4 levels of maturity 
•• 6 dimensions, 16 6 dimensions, 16 subdimensionssubdimensions
•• Practical tool for practitioners (and evaluators)Practical tool for practitioners (and evaluators)Practical tool for practitioners (and evaluators)Practical tool for practitioners (and evaluators)
•• Incorporates existing standards Incorporates existing standards (e. g., The Personnel (e. g., The Personnel 

Evaluation Standards)Evaluation Standards)))

•• Allows for flexibility in the environmentAllows for flexibility in the environment
•• Considers process, outcomes, comparisons, and costsConsiders process, outcomes, comparisons, and costsConsiders process, outcomes, comparisons, and costsConsiders process, outcomes, comparisons, and costs
•• Clearly identifies areas for improvementClearly identifies areas for improvement
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Using the PSS Maturity ModelUsing the PSS Maturity ModelUsing the PSS Maturity ModelUsing the PSS Maturity Model

•• Each criterion statement is classified asEach criterion statement is classified asEach criterion statement is classified asEach criterion statement is classified as
–– Largely true (more than 80% correct) Largely true (more than 80% correct) 

Somewhat true (20Somewhat true (20 80% correct)80% correct)–– Somewhat true (20Somewhat true (20--80% correct)80% correct)
–– Largely untrue (less than 20% correct)Largely untrue (less than 20% correct)

G ll d lG ll d l dd•• Green, yellow, or red colorGreen, yellow, or red color--codecode
–– Green suggests performance is adequateGreen suggests performance is adequate
–– Yellow indicates significant amount of work to doYellow indicates significant amount of work to do
–– Red represents a serious challenge toward masteryRed represents a serious challenge toward mastery
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Practicality of the PSS Maturity ModelPracticality of the PSS Maturity ModelPracticality of the PSS Maturity ModelPracticality of the PSS Maturity Model

•• Simple colorSimple color--code systemcode systemSimple colorSimple color--code systemcode system
•• UserUser--friendly languagefriendly language

V bl h h f dV bl h h f d•• Visibly shows areas that are satisfactory and Visibly shows areas that are satisfactory and 
those that need attentionthose that need attention

•• Facilitates prioritization of selection Facilitates prioritization of selection 
components for improvementcomponents for improvement
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Linking Selection to Organizational PerformanceLinking Selection to Organizational Performance
U i B i C f M l iU i B i C f M l i L l S ffi M d lL l S ffi M d lUsing Basic Components of MultiUsing Basic Components of Multi--Level Staffing ModelsLevel Staffing Models

Organization’s 
Staffing Practice

Organizational Level 
Human Capital

Organizational Level 
Performance

H it l

Macro
Level

Contextual effect 
for staffing practice

Human capital 
emergence via 
homogeneity

Human capital 
advantage

Specific Type of 
Individual Differences

Individual Level Job 
Performance

Micro
LevelIndividual Differences Performance Level

Adapted from Ployhart, R. E. (2006). Staffing in the 21st century: New challenges and strategic opportunities. Journal of Management, 32, 868-897.
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Personnel Selection ResourcesPersonnel Selection ResourcesPersonnel Selection ResourcesPersonnel Selection Resources

•• Handbook of Personnel Selection Handbook of Personnel Selection (2006), Evers,  Anderson, & (2006), Evers,  Anderson, & VoskuijlVoskuijl

•• The Employment Interview Handbook The Employment Interview Handbook (2005), Eder & Harris(2005), Eder & Harris

•• Work in the 21Work in the 21stst Century Century (2004), (2004), LandyLandy & Conte& Conteyy ( ),( ), yy

•• Industrial and organizational psychology: Linking theory and practice Industrial and organizational psychology: Linking theory and practice (2000), (2000), 
Cooper & LockeCooper & Locke

•• Personnel Selection: A Theoretical Approach Personnel Selection: A Theoretical Approach (1998), Schmitt & Chan(1998), Schmitt & Chan

•• The Personnel Evaluation Standards The Personnel Evaluation Standards (1988), Joint Committee on Standards (1988), Joint Committee on Standards 
for Educational Evaluationfor Educational Evaluation
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