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Purpose & Objectives

ADiscuss Considerations for Determining Selection Procedures
AProvide an Overview of Selection Strategy Options

ADiscuss the Development and Use of a Multiple Hurdle
Approach to Hiring

AProvide Some Applied Examples of Multiple Hurdle Selection
Systems (including practice exercises)
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You Have | dent

Now What?
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Determine Your Selection Procedures

A There are several considerations to make when determining
your selection procedures:

A What does the job look like? ( e
A How many applicants will you have? |

A How much time do you have to hire? Selection o

Procedures Pool

A How much will the process cost?
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Assess the Job

A What does the job look like?

A Conduct job analysis i gathering information about a job in
an organization

Aldentify the critical KSAOs to be
measured
ALink assessment type to KSAOs

A Identify operational requirements
A Extensive training
A Specialty skills
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ldentify Your Applicant Pool

A How many applicants do you expect will apply for the position?

A Entry-level positions may attract large numbers of
applicants

A Jobs requiring specialty skills, however, may have a much
smaller number of applicants but may recruit from all over
the country and even the world (e.g., computer
programmers, engineers, etc.)

U.S. Department of
Homeland Security

United States
Secret Service

Amanda D. Angie, Ph.D. & Catina M. Smith, Ph.D. July 2011 6
HR Research & Assessment Division



Establish a Timeline for Hiring

A Consider the amount of time you can devote to the process:

A Do you need to fill the position immediately?
A A shorter, less time consuming process is probably best

A Are your hiring needs less urgent?
A A longer, more comprehensive process may be
appropriate (i.e., specialty positions)
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Calculate Cost

A How much will the selection process cost?
A Cost can be determined by:
A Assessment type and administration requirements

AE.qg., paper-and-pencil tests tend to be less expensive
than interviews

A Applicant pool

AE.qg., location of applicants and number applying
ATime for hiring

AE.g., a lengthy testing process can be expensive
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Why Is this so Important?

A Minimizes selection decision errors:

A False positives i an applicant passes through all selection
phases and is hired, but is unsuccessful on the job

A False negatives i an applicant is rejected but would have
proved successful on the job

A Increases desired outcomes:

ATrue positives i an applicant passes through all selection
phases, is hired, and is successful on the job

ATrue negatives i an applicant is rejected and would not
have performed successfully on the job
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Next Steps

A Once you have considered the factors that influence your
selection procedures, how do you determine the selection
strategy that best fits your needs?

A Choose a strategy that:
A Maximizes the potential of your assessments
A Provides a full view of the competencies you will measure
A May require more than one assessment
A Minimizes cost and provides quality applicants
AFits your hiring timeframe
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Selection Strategies

A Compensatory (a.k.a., Multiple Regression)

A All assessments are given to all applicants and scores are
calculated to arrive at a total score
A Multiple Cut-offs

A All assessments are given to all applicants and scored on a
pass-fail basis
A Combination Method

A All assessments are given to all applicants and the scores of
those who pass are calculated and rank ordered
A Multiple Hurdle
A All applicants must pass each assessment hurdle
consecutively in order to continue in the process
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Multiple Hurdle Approach

A Each assessment hurdle is scored as pass-fail and only
applicants that pass may proceed to the next hurdle

AFailure to pass a hurdle results in the applicant being
dropped from further consideration
A This approach is most appropriate when:
A Training is long, complex, and expensive

A An essential KSA cannot be compensated for by high levels
of other KSAs

A Consequences of error in hiring are high (e.g., airline pilots,
air traffic controllers, nuclear engineers, etc.)
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