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PSY-665 Lecture 2

Topic 2: Parsonnel Selection, Hiring, and Personality Testing
Introduction
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that You post the Job to attract

#timpacts the type of applicants Job boards iike Ca Alder or Monster, or on ones.
that cater to @ more specific audience—such 83 The Ladden, Indeed, or Dice, You can slso post jobs on job boards.
assoclated with the industry that represents the field for which you are hiring.
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H estlection’ 1508 uential order of process.
i Trepsration 7. Develop an atcurate Job description (f ot ab asdy don)-
2, Determine how you wil recelve fe-mall, matl, fax. #tc.) |
and track the applications (may need 2n applicant |
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4. Post the job on the multiple sites and/or ather media that
you have decided on.
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Interview ond seloclion 5. Conduct phone interviews using behavior-based
interview questions,
6. Determine final candidates for tn-person interviews.
7. Conduct In-persan nterviews,
8. Select final candidate for the job,
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2. If candidate s agresable 1o the tentative offer. make
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ate complete an application (i the
selection process was done through an applicant
tracking system, the fInal candidate will have
completed his or ber application earller in the
process).

4. Have the candidate submit information for the
background check,
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The DISC. i More accurately, DISC s an

assessment of behavioral style. The DISC assessment produces results that Indleate the sssessment-taker's natural
! behavioral styte and an adapted behavioral style. DISC stands for Dominance, Influencing, Steadiness, and
: Conseientousness (Resources Unlimited, ).
Cotrector [Crane, nLd.) and yet another fs Deive, Influence, Steadiness, and Comy
vou get will depend on who sdministers the test and nlerprets the assessment f
Athirg " y as the "Big 57 though techr
betw the OCEAN the Big 5 ins, 1998). OCEAN stands. for Oper ,
Senlic and Neuroticism [Popkins, 1998). The grouping of behaviors into these 5
. eategorles can be helpful in analiaing beneficial and scught out talts. For instance, Sickett and Walmsely {2014} found
b “robust evidence that attributes related to Conscientiousness and Agrecableness ane highiy important 3 workforce
: readiness across a variety of occupations that requice 8 variety of

©ISC, and arguably the Big S, are i than they help memberg of the organization
understand how 1o work better with each other, For axampl, the results of the DISC could tell your superyisor how you

spoken or how you ion I which you feel fess

' comlortabie. I cther words, It provides i e results. Trs ol b especlally
of one behavi it too fari irection. There are.
joral sty 1t there, and it signifi i HR, and
i ies, which the i i s contested. This s on

ongoing debate. Other services are vallabie 35 well. For instance, many e the Forte
assessment; more Information can be that at

e 2 professional praclicing in HR, you should verse: yourself on many of these psychological tests, a
improve your professional ereditility, but may also impr espac
Certed mone o1 more of the sssessments.
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