
How do staffing decisions impact 
organizational behavior? 



• Influence organizational 
behavior (OB) and other 
important outcomes

• Are enacted through 
managers’ staffing 
decisions

Human Resource Policies and Practices



Staffing decisions:

The decisions made about the recruitment, 
selection, management, and training of 

employees



Basic Stages of the Staffing Process



• Define the organization’s workforce 
• Impact internal stakeholders and external stakeholders
• Influence employees’ attitudes and behaviors

Impact of 
Staffing 

Decisions



• Often the result of unfair 
staffing decisions that 
violate the law

• Investigated by the Equal 
Employment Opportunity 
Commission (EEOC)

Employment Discrimination



Title VII of the Civil Rights Act of 1964
Age Discrimination in Employment Act of 1967

Americans with Disabilities Act of 1990

Employment Law



The government issued the 
Uniform Guidelines on 

Employee Selection to help 
employers comply with federal 

requirements regarding the 
selection of employees. 



How does 
the 

recruitment 
process 
work?



Recruitment:

The process of attracting qualified and 
interested candidates to fill job openings



Effective Methods

• Align with the 
organization’s goals

• Attract applicants who 
are knowledgeable 
about the job and the 
organization 

• Enable applicants to 
evaluate person-job fit



Effective Recruiters

• Are informed about the job
• Communicate efficiently with 

recruits
• Treat recruits with 

consideration and respect
• Use internal and external 

recruitment methods



Internal Methods

• Attract current 
members

• Include intranets and 
internship programs

• Are less expensive 
• Are more popular with 

current employees
• Reduce post-hire 

training needs



Internal Methods

• Attract current members
• Include intranets and internship 

programs
• Are less expensive 
• Are more popular with current 

employees
• Reduce post-hire training needs



External Methods

• Attract non-members
• Include job portals, websites, 

hiring software, social media, 
and job fairs

• Can increase diversity of 
applicant pool

• Are more expensive 
• Increase post-hire training needs



Impact on Applicant Attraction

Recruitment activities impact applicants’ 
reactions to, attitudes about, and intentions 

toward the organization.



Realistic Job Previews

• Share information about the 
pleasant and unpleasant 
aspects of the job 

• Allow candidates to make a 
more informed decision 
about whether the job is a 
good fit for them



How does the 
selection process 

work? 
Part 1



Selection:

The process of hiring and promoting qualified 
candidates to fill job openings



Goals of Selection

• Hire applicants 
whose 
characteristics 
match the job 
requirements 

• Increase human 
capital



Recruits apply for 
a job.

Initial selection 
methods used to 

screen for 
applicants who 
meet the basic 
requirements.

Qualified 
applicants move 
on to substantive 
selection stage. 

Substantive 
selection 

methods used to 
determine the 
most qualified 

applicants.

The most 
qualified 

applicants move 
on to the 

contingent 
selection stage. 

Contingent 
selection 

methods used to 
make a final 
check before 
making job 

offers.

Applicants who 
pass contingent 
selection tests 

receive job 
offers.

Applicants who 
fail contingent 
selection tests 
are rejected.

The least 
qualified 

applicants are 
rejected.

Applicants who 
don’t meet the 

basic 
requirements are 

rejected.

Selection Process



Test:  

An objective and standardized procedure for 
measuring a psychological construct



• Work sample tests: 54%
• Structured interviews: 51%
• General mental ability tests: 51%
• Peer ratings: 49%
• Job knowledge tests: 48%
• Job tryout procedure: 44%
• Integrity tests: 41%

• Assessment centers: 37%
• Biographical data measures: 35%
• Conscientiousness tests: 31%
• Reference checks: 26%
• Job experience in years: 18%
• Years of education: 10%
• Interests: 10%

Selection Tests



Individual 
Differences

Personality

Openness to 
experience

Conscientiousness

Extroversion

Agreeableness

Neuroticism 

Interests Emotion

Emotional 
intelligence

Abilities

Perceptual-Motor Cognitive

Fluid intelligence

Crystalized 
intelligence

General memory

Visual perception

Auditory 
perception

Retrieval ability

Cognitive 
speediness

Physical

Muscular strength

Cardiovascular 
endurance

Movement quality

Sensory

Vision

Touch

Taste

Smell

Hearing

Kinesthetic 
feedback

Psychomotor

Arm-hand 
steadiness

Manual dexterity

Finger dexterity

Control precision

Response 
orientation

Rate control

Reaction time

Wrist-finger speed

Skills

Human

Technical

Conceptual

Knowledge

Procedural

Declarative

Individual 
Differences



Initial selection devices:  

Tests used to decide whether applicants 
meet the basic qualifications for a job



Initial Selection: Application Forms

• Identify applicants’ 
qualifications

• Are best used as a 
screening test

• Can be evaluated more 
efficiently using software

• Should not ask about race, 
gender, nationality, marital 
status, dependents, or 
family obligations



Initial Selection: Background Checks

• Include evaluations of 
personal references, 
recommendation letters, 
social media, credit 
histories, and criminal 
records

• Can result in inaccurate 
and biased information



How does the 
selection process 

work? 
Part 2



Substantive selection devices:  

Tests used to evaluate the match between 
applicants’ qualifications and job 

requirements



Substantive Selection: Written Tests

• Measure applicants’ job-relevant 
KSAOs

• Includes tests of cognitive ability, 
knowledge, personality, and integrity 

• Have low face validity
• Can be useful predictors of job 

performance across industries



• Cognitive ability tests measure applicants’ capacity to reason, plan, 
and solve problems.
• Wonderlic Personnel Test (WPT-R)
• Armed Services Vocational Aptitude Battery (ASVAB)
• General Aptitude Test Battery (GATB)



• Knowledge tests measure applicants’ understanding of job-relevant 
information.

• May include multiple 
choice or essay items

• Can be tailored to fit 
the job

• Useful for identifying 
developmental needs



• Personality tests measure applicants’ stable patterns of behavior. 
• Screen-out personality tests 

assess psychopathology and can 
only be used after job offers.
• Minnesota Multiphasic 

Personality Inventory

• Screen-in personality tests 
assess normal patterns and 
are used before job offers.

• Hogan Personality 
Inventory

• NEO Personality Inventory
• Personal Characteristics 

Inventory



• Integrity tests measure applicants’ tendency to be honest, 
dependable, and trustworthy. 

• Overt integrity tests ask 
direct questions.

• Personality-based integrity tests 
infer integrity from personality.

How often do 
you tell the 

truth?

How often do 
you make your 

bed?



Substantive Selection: Performance 
Simulation Tests

• Measure applicants’ ability to do the job
• Include physical ability tests, work sample tests, assessment centers, 

and situational judgement tests
• Are more complicated to develop and administer than written tests
• Have high face validity and predictive validity and are difficult to fake



• Physical ability tests measure applicants’ ability to meet the physical 
demands of a job.
• Often assess 

multiple abilities 
(e.g., balance, 
speed, endurance, 
and strength)

• May disadvantage 
older applicants 
and female 
applicants



• Work sample tests measure specific and broad job-related 
knowledge and skills in realistic job-like conditions.
• Are more easily defended in court than other tests



• An assessment center is a collection of tests administered to groups 
of applicants and assessed by raters.

• Requires the display of 
high-performance 
behaviors in a job-like 
environment

• Can be useful predictors 
of job performance in 
managerial positions 



• Situational judgment tests ask applicants to make judgments about 
how they would perform in a variety of job situations.



Substantive Selection: Structured Interviews

• Measure applicants’ KSAOs by asking the same open-ended questions 
in the same order using the same rating method

• Have high face validity, allow for the exchange of information, and are 
valid predictors of many outcomes across industries

• Are time-consuming and costly to develop and administer, easy to 
fake, and influenced by factors unrelated to the job



• Panel interviews are structured interviews that use multiple 
interviewers to assess applicants. 

• Structured behavioral interviews ask applicants to described how 
they’ve handled problems in the past.

“Tell me about a time 
when you made a 

mistake. What did you do 
about it?”



Contingent selection devices:  

Tests used to confirm applicants’ 
qualifications before making job offers



Contingent Selection: Drug Tests

• Drug tests measure 
traces of prohibited 
substances.

• Allowed for 
many jobs, 
especially in 
public safety 
and 
transportation



Contingent Selection: 
Medical Exams

• Medical exams assess the 
physical and/or mental 
ability to do the job.

• Only allowed after a 
contingent job offer is 
made
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