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1. Hiring Process

Hiring process objectives: Grelisngees o
e Determining which personal characteristics are

o to f”_l the available positions most important to performance. (fit)
e to hire the best employees Measuring those characteristics. (test)

Evaluating applicants’ motivation levels.

( Performance =Ability +Motivation )

Deciding who should make the selection decision.
(roles)




Case 2.2

1. Hiring Process

Recruitment

Recruitment. The process of generating a pool of qualified
candidates for a particular job; the first step in the hiring
process.

Selection. The process of making a “hire” or “not hire” Selection
decision regarding each applicant for a job; the second step in
the hiring process.

Socialization. The process of orienting new employees to the
organization and the unit in which they will be working; the third

step in the hiring process.
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2. Recruitment (Talent Acquisition)

Traditional Approach to attract new Candidates
Active vs. passive candidates

Employer brand
Candidates Retention
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2. Recruitment

Types of Job Seekers, from the employee point of view:

» Read job ads, visit career

e Active Seeker fairs, apply actively
e Passive Candidate ore
e Non-Seeker » Have a job, are open for new
Passive opportunities, observe the
Candidates market but don't visit career
fairs

» Are not interested in a new job
Non-Seeker opportunity by any mean, are
happy with their situation, new
in they current position, close
to retirement, ...
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2. Recruitment
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Potential Employee Value Propositions
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WE ARE FOUR SEASONS

2. Recruitment

Four Seasons Hotels and
romseasors - Resorts | Jobs and Careers

@FourSeasonsJobs - TypucTyeckas KOMNaHus

& CasxuTech ¢ Hamm

3 jobs

https://www.facebook.com/FourSeasonsJobs

Product Brand versus Employer Attributes

Product Employer
Functior Prize Company Tasks FOL;R SEASONS
Prestige Quality Products Offers
ation ~ Desion Values  People Four Seasons Hotels
and Resorts | Jobs
MCDONALD - HIRING NOW |
Hoh Schecl Dk | Degre | Al Natonabty on Agply | UAS and Careers

https://careers.mcdonalds.com/main/us-restaurants/where-you-want-to-be#why-mcdonalds
https://jobs.fourseasons.com/
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2. Recruitment

Candidates Retention

Includes several concepts:

Creating Positive Candidate
Experience through Speed,
Transparency, Appreciation

Candidate Segmentation - Candidate

Potential and Relevance to.

Candidate Retention - Building
relationships with potential future

employees.

Employer Image as a competitive Advantage

— = X%
] ilr-fx%.—l

Awareness Company Employer Job Application Retention
Image Image Appeal

Branding Personnel Marketing/
Relationship Management

AT
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3. Selection

Candidate Selection Techniques
HR manager vs. Assessment center
Objectivity, reliability and validity

Hiring risky candidates

Relevant Candidate Dimensions

Knowledge Personality

Interests Motivation

re
Expectations y/ Competence

Attitudes 1 Talents

Age, Gender,
Look?
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Selection Techniques and
the Frequency of Use

. - E I [ [- I.
3 " S e I e Ctl O n Reference checking 96%
Interviews 94%
Ap!:_lication forms 87:/0
Candidate Selection Techniques sl b da O iy
Mental ability 31%
Drug tests 26%
e |LETTERS OF RECOMMENDATION Persgonality inventory 17%
Weighted application forms 11%
e APPLICATION FORMS Eondesttzctst: . ;:;o
e ABILITY TESTS g 2‘;“;.?‘ "?"r ::?.,,;1. AT u;.;om,,:: A 0
e PERSONALITY TESTS
e HONESTY TESTS
e INTERVIEWS Companies should use
e ASSESSMENT CENTERS fe//;ai?/e and Valid h
echniques
e DRUGTESTS for the successful candidate Reliability e Validity
e REFERENCE CHECK selection.
e BACKGROUND CHECK Usuall . | )
sually companies apply
e HANDWRITING ANALYSIS more than 1 selection
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3. Selection

» First Impression » Stereotyping

Interview may create “Social

The tendency for a
perceiver to rely on early

The tendency to
generalize about people

Judgement Biases”.

cues or first impressions. in a social category

What both sides want to know in an Interview

» Recency Effect » Contrast-Effect

Applicant

Why am | invited?

What can your company
offer me?

What kind of employer are
you?

What distinguishes your
company from others?

Can | afford working at your
company?

Employer

Why are you here?
What can you do for us?

What kind of person are
you?

What distinguishes you from
others who have the same
skills?

Can we afford you?

The tendency for a
perceiver to rely on
recent cues or last
impressions.

» Projection

The tendency for
perceivers to attribute
their own thoughts,
priorities and feelings to
others

The tendency to judge
upward or downward
because of a comparison
with another candidate
who was recently judged

» Halo-Effect

The tendency to provide
similar ratings across
different dimensions
based on an overall
judgement
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3. Selection

Advantages of Assessment Centers

The aim of the
. » High objectivity, reliability and validity through
Assessment Center is to multiple methods, exercises, criteria, assessors

reduce SUbJeCtIVIty durmg » Comparability of candidates within and across
the selection process. assessment Centre cycles

» Reflection of future duties and responsibilities
» Limited risk of social desirable behaviour

» High transparency of requirements in the eyes of
the participants
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3. Selection

The Best Candidates are Often Not the Best Hires

Great Candidates Great Hires
Appearance Achieve results ‘
Affability Exceed expectations
Confidence (1] Take (espon3|blllty
Articulate First ‘l‘\/lake it happ"en
Attitude & Energy No excuses

Impression

Problem-solving

" Collaborate
CompensaTtlittJI: 02 Coach/Mentor
Location Interview Eeledct
Interest Screen ) F?ta
: How well do the
Skills
EperEns factors on the left Plan
) ; Organize
Academics predict the factors Control
Competencies on the right or Budget
Behaviors

exclude the best?

https://www.youtube.com/watch?v=eIMR82002Dc

-

©2018 All Rights Reserved. Performancebasedhiring.com Performance-based Hiring

Source: https://www.linkedin.com/pulse/hiring-game-probability-here-your-odds-lou-adler/



https://www.linkedin.com/pulse/hiring-game-probability-here-your-odds-lou-adler/
http://www.youtube.com/watch?v=eIMR82oO2Dc
https://www.youtube.com/watch?v=eIMR82oO2Dc

4. Selection

The final selection decision is always
related to risks. A wrong decision can be
costly for the company.

If the final decision -- to hire (‘positive’) or not
to hire (‘negative’) -- is correct (‘right’) or
incorrect (‘false’) depends on the ratio
predicted/actual performance.

High

A

Actual
Performance

Low

False Right
Negative Positive

Right False
Negative Positive

Low <e— Predicted R
Performance
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CQ 2.2

Ethical question

Wrong selection decision?
Provide advantages and
disadvantages to each
situation. Suggest the
best solution.



4. Onboarding

Orientation vs. Socialization

Orientation is a short-time process of informing new
employees about what is expected of them in the job and
helping them cope with the stresses of transition.

Socialization is a long-term process with several phases
that helps employees acclimate themselves to the new

organization, understand its culture and the company’s
expectations, and settle into the job.




4. Onboarding

(1) anticipatory, (2) encounter, and (3) settling in.

At the anticipatory stage , applicants generally have a variety of expectations
about the organization and job based on accounts provided by newspapers and
other media, word of mouth, public relations, and so on.

@

realistic job preview (RJP) Realistic information about the demands of the job,
the organization’s expectations of the job holder, and the wark.eryisoNMebetrovna.com




4. Onboarding

In the encounter phase , the new hire has started work and is facing the reality of
the job.

new hires need additional information about policies and procedures, reporting
relationships, rules, and so on.
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4. Onboarding

During the settling-in phase , new workers
begin to feel like part of the organization.

.

An employee mentoring program , in which
an established worker serves as an adviser to
the new employee, may help ensure that
settling in is a success.
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Questions



Definitions

Reliability. Consistency of measurement,
usually across time but also across judges.

Validity. The extent to which the technique
measures the intended knowledge, skill, or
ability.

Unreliable & Unvalid Unreliable, But Valid

Ex. In the selection context, it is the extent to
which scores on a test or interview correspond
to actual job performance.

Reliable, Not Valid Both Reliable & Valid
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Can be used to prognose
the amount of Applicants
to fill 1 job position.

Extra Materials

Application

10:1 2:1 5:1 2:1 3:2 Hiring
Pre-Selection Personal Accepted
Interview Job-offer
Telephone- Assessment
Interview/ Center
Test
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